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ABSTRACT
The purpose of this study was to investigate the effect of talent management practices on
the morale of employees at Kenya Commercial Bank. This research was guided by the
three research questions; How does talent development affect employee morale in Kenya
Commercial Bank? How does performance management affect employee morale in
Kenya Commercial Bank? How do retention practices affect employee morale in Kenya
Commercial Bank?

This study used a descriptive design approach. The target population of this study was the
75 employees of Kenya Commercial Bank at the Nairobi KenCom branch. Census
sampling was used whereby all 75 employees were involved in the study. A specifically
designed structured questionnaire was the tool used to collect primary data for this study.
The data, after collection, was analyzed using descriptive statistics including frequencies
and percentages for easier interpretation. Pearson correlation and regression analysis were
then used to show how the independent variables influence the dependent variables. The
data was thereafter analyzed using the Statistical Package for Social Sciences (SPSS)
software. Tables, figures and charts were finally used to present the findings.

The findings of this study showed that talent development practices affected the level of
morale of majority of the respondents. Many of the respondents indicated that their jobs
were directly linked to the achievement of the company strategy. Most respondents also
agreed that the bank uses both internal and external sources to effectively fill available
vacancies. In addition, the respondents indicated that the bank conducts training and
development programs which have increased their skills and competencies.
This study has concluded that talent development practices do not significantly influence
employee morale. However, the study established that training and development improves
employee skills and competencies and enables employees to perform better. The use of
performance appraisals and the Balanced Score Card makes performance management
easier and accurate when based on clear and achievable Key Performance Indicators.
Both financial and non-financial motivational practices increase employee retention.
Unbiased compensation and reward management contributes to employee retention and
employee morale.
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Findings derived from this study indicated that the organization’s performance
management practices were not significantly related to the level of employee morale.
However, most of the respondents indicated that the organization used performance
appraisals to analyze the level of individual performance. In addition to the use of
performance appraisals, most respondents also agreed that the salaries, rewards and
promotions are tied to performance appraisal results. Majority of the respondents also
agreed that the bank has achievable Key Performance Indicators and uses a balanced
score card to determine performance standards.
The research determined that talent retention practices significantly influence employee
morale. Most respondents agreed that the financial ad non-financial motivation practices
used by the organization increased their morale. Majority of respondents indicated that
the organization offers a conducive work environment and work life balance which
fosters morale. The respondents also agreed that in addition to fair and unbiased
competition, the bank uses incentives to increase employee morale
This study recommends training evaluation after each training exercise to establish the
impact of training and the appropriateness of the training method used. The study also
recommends fair and consistent metrics to evaluate performance and training for
supervisors on how to conduct appraisals and give accurate and unbiased feedback.
Finally, development of talent pools from which the organization can source talent to
facilitate succession planning as vacancies become available is recommended.
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CHAPTER ONE
1.0 INTRODUCTION
1.1 Background of the Study
Globalization has enormously contributed to fast and consistent increase in rivalry in
today's business condition (Busienei, 2013). The author also notes that to get by in this
new period, organizations must concentrate much harder on their competitive qualities to
create fitting long term strategies. Facts and numbers might be essential quantitative parts
of a fruitful administrative framework, however the components that make or break the
organization are the subjective or psychological components (Dessler, 2015). Talent
management has been a major part amongst most debates and arguments in human
resource management (Thunnnisen, Boselie and Fruyitier, 2013).

Haddock (2010) demands that for workers to accomplish organizational objectives and
even prompt the greatly sought after competitive advantage, they should have a high
morale level. The same author additionally defines morale as the immaterial and
intangible wave which depicts or shows how a hopeful person and optimistic group feels
towards the company to which it belongs. Kwon (2014) states that employee morale
includes a resolve that indicates trust, self-esteem, purpose and pride in employee
commitment towards the company which prompts enhanced productivity. The author also
adds that employee morale is related to the level of willingness among individuals to
accomplish organizational objectives and therefore excellence. Millet (2010) noticed that
employees with high morale additionally have improved productivity, enhanced
performance and high creativity, lessened number of leave requests and low absenteeism.
The same author included that the actual advantage of high morale is found in enhanced
communication, high employee retention rate, less attrition and an innovative firm which
makes a positive work environment and expands profitability per employee.

In their review on factors influencing morale in India, Upadhyay and Gupta (2012)
presume that the level of morale of workers influences the organization’s competitive
advantage and employee commitment to the organization. With a specific end goal to
accomplish high morale in the workforce, organizations should constantly put resources
1

into talent management practices according to Venkatachalam and Sakunthala (2016).
Failures in talent management are a continuous source of frustration for managers in
modern-day firms and dysfunctional talent management practices have driven companies
to lurch from surpluses of talent to deficiencies, then to surpluses and back again to
setbacks (Busienei, 2013). The same author characterizes talent management as a
procedure of accurately anticipating the need for human capital in an organization and
afterward setting out an effective plan to meet it. (Stahl, Björkman, Farndale, Morris,
Paauwe, Stiles and Wright, 2012) also define talent management as creating, and
deploying workers who are critical to the organization's prosperity while Sparrow,
Farndale, and Scullion (2013) defined talent as the result of ability (capability, education,
training and experience) consolidated with motivation (engagement, fulfillment and
wellness) and opportunity. The same authors further re-defined talent management as the
strategic coordinated way to manage a career from attracting, retaining, and developing to
transitioning the firms human capital.

Dries (2013) takes note of that one of the key issues in the talent administration literature
however, is accurately and explicitly defining what talent is. As indicated by the same
author, opinions vary on whether to differentiate the workforce and, in this case,
according to which criteria while focusing on the fact that there is likewise a debate on
the topic of whether talent is inborn or acquired and the degree to which it ought to be
portrayed as potential or as actual performance. Gelens, Dries, Hofmans and Pepermans
(2014) on the other hand, suggest that two dimensions are of significance in defining
talent with regards to the universe of work. The primary dimension, according to the four
authors, is a subject approach which sees talent as individuals while the second which is a
target approach sees talent as qualities of individuals. The subject way to deal with talent
management, as indicated by Meyers, Woerkom and Dries (2013) concentrates on
important, rare, incomparable and hard to-duplicate individuals while the objective
approach, views talent as individual traits, for example, abilities, knowledge and
capabilities.

In addition to defining what talent truly is and its connection to employee confidence,
Nijs, Gallardo, Dries and Sels (2014) advocate for a distinction between inclusive
approaches, which means all workers and exclusive, referring to a particular worker or
group approaches to deal with talent management. The authors additionally point out that
2

organizations utilize both the exclusive and inclusive approaches to come up with various
conceivable talent management models to empower an organization to be wholesome and
more effective in the twenty first century war for talent by expanding employee skills,
capabilities and morale. Thunnissen et al (2013) include that organizations that are talent
centered ought to put resources into both inclusive and exclusive ways to create
customized talent management models. The authors additionally give a case of an
exclusive-subject approach that focuses on a particular group of high-performing or highpotential workers, or an broadly characterized talent management model (inclusiveobject approach) that urges each employee to satisfy his or her own potential within the
company.

To decide how leading organizations in North America, Europe, and Asia create and
support solid talent pipelines with high morale, Stahl, Björkman, Farndale, Morris,
Paauwe, Stiles, and Wright (2012) explored talent procedures and practices in 37
organizations, selected on the premise of their international scope, reputation, and long
term performance. The authors concluded that competitive advantage comes not
principally from designing and executing best practices but instead from the best possible
internal alignment of different components of an organization's talent management
framework. In his review on talent administration practices in financial firms in America,
Kwon (2014) observed that the financial services industry has for some time been in the
business of recognizing and assessing risks and designing programs to successfully
control and fund these risks.

For developing countries, the talent gap is driven generally by the development of
organizations and the expanding needs of these organizations for skilled employees
(Appel, 2007). Inefficiency in recruitment and retention of qualified workers can prompt
major operational issues for firms including risks to the success and development of the
firm, higher turnover rates, and increased cost of training according to Cole and
McCullough (2012). In his research to investigate the relationship between employee
morale and perceived perfromance in industrial organizations in Nigeria, Akintayo
(2012), determined that talent management practices like training improves the morale of
industrial laborers. Barkhuizen, Welby-Cooke, Schutte and Stanz (2014) studied the
impact of talent management practices in South African firms and inferred that the degree
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to which supervisors apply talent management practices in companies significantly affects
workers' morale, efficiency and intention to leave the firm.
A research to examine the impact of talent management practices among private firms in
Kenya by Thiriku and Were (2016) established that the utilization of talent management
practices increased job fulfillment and morale among workers. Otieno (2015) not only
repeated the now well understood significance of talent management but prescribed the
requirement for proficient talent development, performance administration and talent
retention as effective talent management practices so as to accomplish high morale among
workers. The same author stated that talent administration carefully examines the diverse
aspects of morale since workers change incredibly in their ability to deal with a stressful
situation, and because it can determine the effect which high or low morale will have on
the accomplishment of organizational goals.

Upadhyay and Gupta (2012) take note of that low morale is a result of poor leadership
and administration that does not incorporate talent management practices for human
capital. The authors additionally advocate for disregard for de-motivating practices and
advocate for talent management practices, for example, career or succession planning,
delegation of authority and proficient communication as some of the approaches to build
employee morale. Cole and McCullough (2012) warn that negligent talent management
practices, for example, lack of flexible working conditions, ambiguous roles and bias
retrenchment result in low morale and subsequently high employee turnover. The best
methods for managing the low morale, as indicated by the same authors, can be through
competent leadership and focusing on workers' needs rather than depending on traditional
mandatory human resource practices.

Talent management measures would make a feeling of ownership among the laborers and
in this manner would result in trust, higher commitment and enhanced morale (Bersin,
2010). Unbiased approach in reward administration practices like remuneration,
promotions and awarding of benefits can be some different methods for enhancing morale
according to Craig, Hou and McCarthy (2012). In addition to these, the authors add that
paying attention to laborers’ issues, empowering continuous learning, ensuring clarity of
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roles and openness in communication can be some different methods of enhancing morale
while conduction regular appraisals and attitude surveys.

Kenya Commercial Bank is Eastern Africa’s oldest and largest commercial bank. The
bank begun its operations in Zanzibar as a branch of The National Bank of India in
1896.The bank then extended its operations to Nairobi in 1904 as part of The KCB Group
which is a registered as a non-operating holding company that started its operates as a
licensed banking institution in January 1, 2016 (www.kcbbankgroup.com). The holding
company oversees Kenya Commercial Bank Kenya and all of KCB’s regional units in
Uganda, Tanzania, Rwanda, Burundi, Ethiopia and South Sudan. The company also owns
KCB Insurance Agency, KCB Capital, KCB Foundation and all associate companies.
1.2 Statement of the Problem
The environment for most organizations today is global, complex, dynamic, highly
competitive, and extremely volatile, and is likely to remain so for years to come (Tarique
& Schuler 2010). The authors add that in addition to these external conditions, most
organizations are also facing several challenges including those related to: talent flow; the
managing of two generations of employees; in reference to older or mature workers and
younger workers; and a shortage of needed competencies. Therefore, it is necessary for a
fundamentally new approach to talent management that takes into account the great
uncertainty businesses face today (Eabrasu & Al Ariss, 2012).

In addition to increasing global competition, the human capital attraction and retention
challenges in the insurance industry continues to intensify due to a combining effect of
demographic, social, economic, market-specific factors and human capital obsolescence
risk (Kwon, 2014). The author insists that the financial services providers require
employees with high competency in cognitive abilities, social perspectives, management
knowledge and communication skills. Craig, Hou, and McCarthy (2012) stated that to
excel at extracting and acting on data insights, financial service providers will need highly
competent analytics talent. These according to the same authors, include people with the
ability to use statistics, quantitative analysis and information-modeling techniques to
make business decisions.
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Dessler (2015) writes that for organizations to be able to develop these highly skilled and
competent employees they must invest heavily on talent management. Stahl et al., (2012)
agree that talent management has not been viewed as a strategic process, as it should, but
rather as an administrative and operational task. The authors further advocate for the use
of the Six B’s of talent management, in reference to, Buy, Borrow, Build, Bounce,
Balance and Bind to effectively close this talent gap. According to Capron and Mitchell
(2013), “Buy”, “Borrow” and “Build” refer to talent development, “Bounce’ and
“Balance” refer to performance management while “Bind” refers to talent retention.
Kibui, Gachunga and Namusonge, (2014) in their research on talent management in
Kenyan organizations advocate for the deployment of these talent management practices
to curb challenges facing corporations in Africa, specifically Kenya. These challenges,
according to the same authors include low morale resulting in frequent absenteeism from
work, lateness, low quality of work output and high turnover of professional staff.

Otieno (2015) agrees that despite Kenya's financial sector being among the most
developed and growing in Sub-Saharan Africa, it has one of the lowest penetration rates
with financial service providers facing intense competition. (Mudaki, Wanjere, &
Ochieng, (2012) also observe that Kenyan firms have to adapt to the ever turbulence
financial sector to stay competitive or fail altogether especially with the increasing global
war for talent. Mudaki, (2011) agrees that financial service providers have to manage
their talent effectively so as to progressively bolster their operations and financial
performance in the wake of such changing conditions in the competitive Kenyan financial
market. Employee morale is therefore a desired attitude and most definitely a source of
competitive advantage for any organization that is strategic (Kibui et al., 2014). The
authors add that it builds effort and commitment to the organization which is a desired
attitude for all employers.

Unfortunately, most scholars in the field of human resource management have focused on
how to achieve organization related goals with the main issue being strategic human
resource management (Thunnissen et al., 2013). This, according to Manson (2014) has
resulted in numerous studies focusing on motivation, performance and satisfaction
leaving very little scholarly effort being directed towards employee morale in relation to
talent management. This study therefore seeks to address this knowledge gap by focusing
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on the effect talent management practices of talent development, performance
management and retention practices on employee morale in organizations.
1.3 Purpose of the Study
The general purpose of this study was to investigate the effect of talent development
practices, performance management practices and talent retention practices on employee
morale at Kenya Commercial Bank.
1.4 Research Questions
This research study was guided by the following research objectives;
1.4.1 How does talent development affect employee morale in Kenya Commercial Bank?
1.4.2 How does performance management affect employee morale in Kenya Commercial
Bank?
1.4.3 How do talent retention practices affect employee morale in Kenya Commercial
Bank?
1.5 Significance of the Study
1.5.1 Kenya Commercial Bank
The findings of this research will help Kenya Commercial Bank and other financial
service providers understand how achieve high morale in their employees. The
knowledge on the importance of using talent management practices such as talent
development and performance management to attract, develop and retain the best human
resource potential will enable the organizations understand how they can more effectively
achieve long-term competitive advantage.
1.5.2 Scholars
This research will, act as reference to future academic studies for scholars who seek to
understand better the issues of employee morale and talent management. Furthermore,
this study and will add knowledge to existing information about the effects of human
resource talent management practices in organizations as an anchor to effective human
resource management.
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1.5.3 Government
The findings from this study will encourage organizations to invest in human resource
talent management practices thus increasing their performance and consequently their
revenues. More revenue for organizations will result in more tax for the government.
Other than the financial gain, the public sector will also benefit by understanding how
they can as well manage their workforce better and increase their morale and commitment
by adopting these talent management practices.
1.6 Scope of the Study
The study targeted 75 employees of Kenya Commercial who work at the bank’s Nairobi
KenCom branch. The target population of the study composed of the branch manager,
assistant managers, bank tellers, risk and legal, mortgage, marketing, finance, ICT and
loans departments. The study faced several limitations. One of the challenges of the study
was the hesitation by the management of the organization to participate. This challenge
was overcome by obtaining a letter from the Dean of the University’s Chandaria School
of Business requesting assistance on my behalf. Another challenge faced by this research
was the unwillingness of some employees to take time and fill the questionnaires citing
busy work schedules. To overcome this setback the researcher allowed some respondents
to take the questionnaires home and fill them during their spare time after work. The
study was conducted between January and April 2017.
1.7 Definitions of Terms
1.7.1 Talent
Talent can be considered as those people who can add value to the organization through
the application of their skills, abilities and knowledge to the strategic direction of the
organization (Preece et al., 2011).
1.7.2 Talent Management
Talent management is defined as a deliberate approach usually undertaken by human
resource managers to attract, develop and retain people with the right skills, attitude and
competencies in order to facilitate achievement of current and future organizational needs
(Barkhuizen et al., 2014).
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1.7.3 Talent Management Practices
Talent management refers to the anticipation of required human capital for an
organization and the planning to meet those needs through recruitment, development,
retention and performance management (Gelens, Hofmans, Dries, & Pepermans, 2014).
1.7.3 Employee Morale
Morale refers to the intangible wave which depicts how optimist and supportive an
employee feels towards the organization to which he or she belongs (Haddock, 2010)
1.8 Chapter Summary
The chapter provided the background of the study which introduces the concept and
evolution of the use of talent management practices by human resource managers. The
chapter has further highlighted the statement of the problem and the purpose of the study.
In addition, the significance of this study, the scope and definition of important terms
have also been discussed. The next chapter of the proposal will comprise of review of
literature that will be guided by the stated research questions.
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CHAPTER TWO
2.0 LITERATURE REVIEW
2.1 Introduction
This chapter examines published research work and information related to the discussed
research objectives of this study which are to determine the effect of talent development,
performance management and talent retention practices as Human Resource talent
management practices on the morale of employees.
2.2 Effect of Talent Development Practices on Employee Morale
Talent development activities are typically undertaken by organizations to ensure that
there are zero talent outages, to ensure planned succession rather than replacement, and to
enhance the organizations’ reputation as a talent magnet (Kumari & Bala, 2016).
According to Garavan (2012) talent development focuses on the planning, selection and
implementation of development strategies for the entire talent pool to ensure that the
organization has both the current and future supply of talent to meet strategic objectives
and that development activities are aligned with organizational talent management
processes. Dries (2013) states that the main ways talent can be effectively developed in an
organization is through ‘buying’ and ‘building’. The author then describes ‘buying’ as
strategic talent planning and resourcing and defines ‘building’ as efficient and thorough
training.
2.2.1 Talent Planning
For organizations to achieve successful talent development, Iles, Chuai and Preece (2010)
emphasize four possible approaches to talent planning: an inclusive approach that focuses
on each potential employee; an inclusive approach that emphasizes the planning of social
capital more generally in the organization; an exclusive approach that focuses on planning
for specific elite individuals or an exclusive approach that focuses on key positions, roles
and develops talent to fulfill these roles. Bersin (2010) insists that talent planning must
first incorporate the organization’s mission, vision and strategic objectives. This,
according to the author, enables the employees to be aware of the organization’s intended
direction and therefore align their skills and competencies with the company’s goals.
In addition to the various approaches to talent planning, an organization must decide
whether the talent planning processes it seeks to employ should focus on technical or
10

generic competencies or both (Garavan, 2012). The term “generic competencies,”
according to the same author, refer to possession of a range of qualities that are important
in the workplace which include skills such as problem solving, analytical, communication
and teamwork. In order to understand the scope of talent development, managers should
not only select the appropriate approach and competency, but they should also determine
the purposes of development and whether the learning needs are organizational,
individual or some combination (Garavan, Carbery, & Rock, 2012).
In their study on the talent gap in insurance firms, Cole and McCullough (2012) raised a
concern among financial firms in the United States that there is disconnect within
companies as to how integrate managing the talent gap problem with the overall business
strategies. The findings of their study indicated that while 78 percent of management in
professional services indicated they had an existing process for managing critical talent,
80 percent indicated that there was no integration of human capital management, business
development, and resource management. Bersin (2010) adds that for efficient talent
planning, Human Resource managers must determine and allocate the right number of
people for every task to avoid understaffing or overstaffing. According to the author,
overstaffing reduces task efficiency while understaffing leads to reduced morale and lowquality production.
With the growing percentage of financial industry executives facing retirement in the
coming years, Appel (2007) urges that issues related to developing top talent to create the
next generation of industry leaders are of critical importance. In his study on firms in
Kenya, Kigo (2016) urges that insurers must assess critical talent needs, determine
performance profiles, source and screen candidates, and then hire and onboard people. A
talent management strategy, according to Thompson (2011) starts with identifying these
individual star performers who are a source of competitive advantage and advocate
strategies that attract, retain, and develop these high performance and high potential
employees.
2.2.2 Talent Resourcing
Bhatt (2015) predicts that talent shortages are going to increase well into the next decade,
limiting the ability of companies to expand and, in fact, jeopardizing their chances of
survival as global competition becomes more intense. One of the six B’s of talent
development practices according to Iles et al., (2010) is “Buy” which the authors define
11

as talent resourcing or talent acquisition. Talent has become the key differentiator for
performance management and for leveraging competitive advantage especially in
knowledge-based organizations (Kumari & Bala, 2016). The same authors add that with
better talent acquisition and development, employee morale, engagement and productivity
improves. Capron and Mitchell (2013) concur that only a talent resourcing process that is
well defined and well-executed from start to finish yields consistent and compliant results
which will in turn lead to competitive advantage in the war for talent.
In a study on talent management in Nordic companies, Johannsdottir, Olafsson and
Davidsdottir (2014) noted that financial service providing companies are facing a
problem of attracting new talent as they are competing with other industries for talent
while clients simultaneously demand more service. According to Kumari and Bala (2016)
job seeker and organization expectations, advancements in technology, market changes
and strategic business decisions will continue to initiate new trends in the talent
acquisition process. Therefore, in order to face these challenges, organizations should be
able to leverage the most effective processes and technologies for talent identification and
acquisition. While it is possible for organizations to pursue a strategy that focuses on
talent acquisition from the external labor market, such a strategy is unlikely to be
successful in the long term (Thompson, 2011). It is well established that there are
significant advantages to be gained from an internal development approach and that
organizations need to acquire and develop industry and firm-specific knowledge and
skills (Garavan et al., 2012) in order to boost employee confidence, productivity and
morale and gain competitive advantage.
Johannsdottir et al., (2014) concluded from their study on talent acquisition that focus on
corporate social responsibility can be an enabling condition when attracting talent. The
authors recommended that if companies have a higher agenda than gaining profit and
incorporate issues of key concern for their future employees they are more likely to
succeed in attracting talent. Attracting talent, according to Mendez and Stander (2011) is
one of the most important talent management practices used by organization. The author
notes that most firms attract talents through offering them competitive packages. This
includes a good salary, employee benefits and better working conditions to attract
employees. To succeed in talent management, the organization has to strategize on the
most appropriate way of getting the right people in their job and ensure that
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organizational strategy is well aligned with the employees in place according to Huang
and Tansley (2012).
In his study on talent management in insurance firms in India, Bhatt (2015) stated that the
responsibility to recruit top-tier talent is often left up to the recruiter’s ability to source
and screen for the bright talent. The most reliable source, according to the same author, is
the internal source whereby current employees are promoted to the higher level while
external sources are used for the lower ranking positions. An organization should use the
most trusted and reliable source for the recruitment of the people (Iles et al., 2010). A
company, according to the same authors, should be innovative when designing a
recruitment strategy and the firm should also avoid the common traditional methods of
recruiting when trying to attract talent. Some recommended approaches for effective
external resourcing according to Kumari and Bala, (2016) include interactive networking
sites, referral programs from credible sources, newspaper advertisements and poaching
talent from competitor firms.
2.2.3 Training
Training and development activities allow organizations to adapt, compete, excel,
innovate, produce, improve service, increase employee morale and ultimately reach
organizational goals (Patel, 2010). Traditional talent development processes such as
training are extremely effective at imparting technical competencies and increasing
employee morale according to Onyango and Wanyoike (2014). Kigo (2016) insists that
once a candidate has been selected, a training plan should be written and executed. This,
according to the author, will help employees to perform their current jobs more
effectively, prepare them for the next job on the career ladder, and even prepare them for
a job in a different discipline.

Training and development is an essential talent management practice used by most
organizations who seek to nurture and grow a competitive team of highly motivated and
enthusiastic employees who are self-driven according to Bersin (2010). The same author
adds that training and development gives employees an opportunity to sharpen their skills
and increase their knowledge on their work which is both a personal development and on
their career goals. Cappelli (2009) concurs that it is important for an organization to have
frequent training and development to its employees. This, the author adds, makes the
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employees feel appreciated and hence more productive in their work since they are
updated with the current developments either on their job or the environment.

In addition to fostering knowledge and morale, Iles et al (2010) add that training and
development programs assist employees to manage change by helping them to be more
adaptable to unforeseen events that happen in their work life as they enable the employees
to achieve self-help actions on their skills, knowledge, morale and behavioral growth to
ensure that they meet the organizational goals. Many organizations have talent
management structures that allow one employee to touch many facets of the organization,
from sales, to marketing, to customer service and that for the employees who thrive on
constantly learning, it posed a better opportunity to have assignments in all of these
different roles (Dessler, 2015).

Effective employee training could be given through various methods such as on-the-job
training, coaching, mentoring by skilled senior employees, delegation, simulations,
internships, job rotation through various departments and effective apprenticeship
programs (Elnaga, & Imran, 2013). Salas, Tannenbaum, Kraiger and Smith-Jentsch
(2012), in their research on effective training recognized that the multiple levels within an
organization: individual; the team or unit; and the entire organization influence and are
affected by training and therefore training should be based on teams to increase team
cohesion and morale. A theory of effective training proposed by the authors is the transfer
of training theory by Gick and Holyoak. According to the theory, learning transfer has a
very specific meaning in the cognitive psychology domain referring to the extent to which
learning on one task facilitates learning on a second task (Saks & Burke 2012).

After the training, has been conducted, Bhatt (2015) insists that training evaluation is
even more important. According to the author, training evaluation enables management to
understand the success of the process by observing the immediate reactions of employees
and customer attitude, evaluating the extent to which learning objectives have been
attained through tests, evaluating behavior change as required after training through
evaluations by superiors, peers, clients, subordinates and lastly by assessing the benefits
of the training against the cost of training. Some of the common benefits of efficient
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employee training and development, according to Elnaga and Imran (2013) are enhanced
job or employee satisfaction, improved morale, increased motivation, improved
efficiencies in organizational processes which result in realized financial gain. The
authors also added that training efforts result in increased capacity that enables adoption
of new technology and processes, enhanced innovation in both strategies, services and
products and ultimately less employee turnover.
2.3 Effect of Performance Management on Employee Morale
Performance management is an ongoing, continuous process of communicating and
clarifying job responsibilities, priorities, performance expectations, and development
planning that optimizes an individual’s performance and aligns with organizational
strategic goals according to Mendez and Stander (2011). Fegley (2006), advocates for
assessment tools that provide management with information about employees whereby
staff can answer questions based on their perceptions and observations of the leader’s
skills and attributes. Performance management, according to the same author involves
having efficient work systems and conducting performance measurement to determine
whether employees’ goals are congruent with those of the organization.

Arzu and Erman (2010) argue that performance measurement is the first step in
improvement, and while measuring is the process of quantification, its effect is to
stimulate positive action. This suggests that performance measurement frameworks can
be built around the concepts of results and determinants. According to the same authors,
the indicators of performance depict the measures that show progress towards a desirable
outcome. Strategic key performance indicators monitor the effectiveness of the
organization’s strength as well as determining the gap between the actual and targeted
performance hence determine employee effectiveness and efficiency.
Previously, performance measurement was seen as an element of the planning and control
cycle that captures performance data, enables control feedback, influences work and
monitor strategy implementation (Bititci, Garengo, Dörfler & Nudurupati, 2012).
According to the same authors, performance measurement is mainly underpinned by a
financial perspective. Teeratansirikool, Siengthai, Badir, and Charoenngam (2013) agree
that performance measurement plays an instrumental role in development of strategic
plans and evaluating performance with the objective of achieving organizational goals
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while acting as a signaling and learning device whereby the organization is able to learn
and improve on its weak areas. The authors define performance measurement as the
relationship between decisions and organizational goals as they warn that before the
organization improves on something, it should be able to measure and quantify it using
measurement tools such as performance appraisals and the balanced scorecard.
2.3.1 Performance Appraisal
The main aim of performance appraisals according to Alvi et al., (2013) is to identify the
performance gap that is realized when performance of an employee does not meet the
acceptable standard set by the organization. The author adds that performance measures
can be grouped into two basic types: those that relate to results outputs or outcomes such
as competitiveness or financial performance and those that focus on the determinants of
the results inputs such as quality, flexibility, resource utilization, and innovation.
Espinilla et al (2013) adds that other roles of the performance appraisal process include:
to maintain records in order to determine compensation packages or wage structure; to
identify the strengths and weaknesses of individual employees in order to assign the right
people to the right job; to maintain and assess the potential of an employee for further
growth and development and to provide accurate feedback to employees with regard to
their previous performance. Feedback on performance appraisal results, according to the
same author, enables employees to understand the level of improvement required from
them and in turn to give their supervisors feedback on what the organization can do to
increase their efficiency and productivity.
There are several methods of conducting performance appraisal according to Garavan
(2012) which include: Graphic rating scales; 360-degree feedback; Critical incidents and
Behaviorally Anchored Rating Scales (BARS). The graphic rating scales method lists a
set of performance factors such as job knowledge, work quality, cooperation that the
supervisor uses to rate employee performance using an incremental scale. The supervisor
rates each subordinate by circling or checking the score that best describes his or her
performance for each trait. The assigned values for the traits are then totaled. The "360degree" method is named in reference to the 360 degrees in a circle to symbolize the
feedback obtained from subordinates, peers, and managers in the organizational
hierarchy, as well as self-assessment and in some cases external sources such as
customers and suppliers or other interested stakeholders.
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The third method is the critical incidents method whereby the supervisor's attention is
focused on specific or critical behaviors that separate effective from ineffective
performance. With the critical incident method, the supervisor keeps a log of desirable or
undesirable examples or incidents of each subordinate’s work-related behavior (Sumelius
et al., 2014). The authors insist that every 6 months or so, the supervisor and subordinate
meet and discuss the latter’s performance using the specific incidents as examples. Lastly,
a behaviorally anchored rating scale (BARS) combines the benefits of narratives, critical
incidents, and quantified ratings (such as graphic rating scales) by anchoring a quantified
scale with specific behavioral examples of good or poor performance (Dusterhoff,
Cunningham & MacGregor 2014).
In the context of performance management, rating accuracy is only important as it might
affect employee morale, mainly through employees’ perceptions of fairness of the process
according to DeNisi, and Murphy (2017). The authors add that regardless of the accuracy
of ratings, if the procedures for generating those ratings were not clear, not
understandable, or not seen as fair, then the ratings themselves would not be viewed as
fair and employees would be less encouraged to change their behavior following feedback
based on these unfair ratings.
2.3.2 The Balanced Scorecard
Evaluating business performance is one of the most important management agendas
because the key to accessing continuous improvement is in the ability to continually
evaluate organizational performance and determine employee effectiveness (Shahin,
Naftchali & Khazaei, 2014). Many organizations, according to the same authors, have
understood the importance of continuous evaluation of performance, and they are
applying various approaches to performance evaluation in the organization.

Previously, organizations had evaluated performance solely according to financial
criteria, and they have therefore been criticized because of reasons such as it encourages a
short-term viewpoint, it lacks strategic concentration and lacks the ability to provide data
about quality, responsiveness, and flexibility, thus encouraging an optimistic viewpoint,
and it fails to provide information about what customers want and the quality of
competitors’ performance (Anitha, 2014). The author also added that because of the
comprehensiveness of the BSC for evaluating performance and its increasing use for
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strategic management topics, its four aspects have been used worldwide as a basis for
assessing organizational performance.

Kaplan and Norton (1996) state that as companies transform themselves for competition
that is based on information, their ability to exploit intangible assets has become far more
decisive than their ability to invest in and manage physical assets, thus their development
of the Balanced Scorecard. Balance score card is the most common tool for measuring
organizational performance (Grigoroudis, Orfanoudaki, & Zopounidis, 2012). The
methodology, the authors add, focuses on major critical issues of modern business
organizations which are the effective measurement of corporate performance and the
evaluation of the successful implementation of corporate strategy. The tool, according to
Kaplan and Norton (1996), consists of financial and non-financial measures. The
financial measures reveal the results of actions already taken while non-financial
measures are drivers of future financial performance.

According to the Balanced Scorecard, an organization can be viewed from four
perspectives namely: financial perspective, internal business processes, learning and
growth and customer perspective. When measuring organization performance, the
management should develop the metrics, collect data and analyze its relativity to each of
the four perspectives (Kaplan and Norton, 2001).In addition, the balanced scorecard,
managers should develop clear and achievable Key Performance Indicators as more
specific performance measurers (Marr, 2012). Key performance indicators (KPIs)
according to the author, consist of both financial and non-financial measures used to
measure progress and the current status of performance of an organization. Financial
measures are expressed in monetary terms while non-financial performance can include
the staff turnover, competence survey and absentee rates (Kaplan and Norton, 2001).
2.3.3 Challenges facing performance management
Employee performance indicates the financial or non-financial outcome of the employee
that has a direct link with the performance of the organization and its success (Decramer,
Smolders & Vanderstraeten, 2013). The authors, in their study on performance
management in Belgium concluded that talent management practices should ultimately
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result in lower employee absence, higher satisfaction, increased employee morale, greater
employee effort and ultimately improved performance. According to Anitha (2014) some
of the challenges facing performance management in the turbulent twenty first century
market are; lack of a performance oriented organizational culture, lack of continuous
learning, poor change management systems, poor leadership and unrealistic performance
measurement standards.
Saks and Gruman (2014) note that human capital is one factor of production that cannot
be duplicated or imitated by the competitors and is considered the most valuable asset if
managed and engaged properly. The authors add that lack of strong leadership and use of
ineffective leadership styles are some of the reasons why performance management is not
vibrant in developing countries. Effective leadership is a higher-order, multi-dimensional
construct comprising self-awareness, balanced processing of information, relational
transparency, and internalized moral standards (Mittal & Dhar, 2015). Leaders are,
according to the same authors, responsible for communicating that the employees’ efforts
play a major role in overall business success. When employees work is considered
important and meaningful, it leads obviously to their interest and performance. Authentic
and supportive leadership is proven to impact performance management in the sense of
enabling human resource managers to understand how to accurately measure and improve
employee performance (Cascio & Boudreau, 2016).

Martinez et al., (2015) notes that the role of leadership depicts that an employee is
intellectually and emotionally bound with the organization and therefore the
organizational culture should encourage employees to be passionate about its goals and be
committed to live by its values. The author argues that performance management is
greatly undermined by a lack of the right organizational culture and further urges that
organizations need strong leadership to develop and support a learning culture that values
continuous learning and evidence-based information by investing in accurate performance
measurement tools and practices. Cascio and Boudreau (2016) add that the organizational
culture is guided by organizational policies, procedures, structures and systems that
decide the extent to which employees are engaged in an organization. According to the
authors, lack of performance oriented guidelines creates a hindrance to effective
employee performance management.
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In addition to employing performance management practices, Nielsen and Hunter (2013)
warn that setting unrealistic expectations has been the main reason for failed performance
management in organizations. The authors add that organizations must also involve stakeholders in developing the operational framework and measurement standards within
which performance information will be collected, monitored, and utilized while
specifying realistic and achievable indicators that will be measured. Garavan (2012) also
warns that performance management, when implemented with unrealistic expectations
regarding time lines or systems that are under-resourced, will be self-defeating.
Therefore, he advocates that management must link performance information with key
decision-making processes. It must create institutional learning mechanisms and maintain
momentum in the change process.

Organizations and leaders must define a strategy with operational, measurable outcomes
and objectives that can be used to set expectations and then drive performance (Hatry,
(2013). However, the author notes that this remains a challenge even with strong
mandates,

considerable

organizational

capacity,

and

institutional

champions.

Organizations must therefore review performance measures regularly, create balanced
measurements, put adequate resources behind performance requirements, and iterate and
manage toward intended outcomes with the use of capacity-building adjustments as a
priority (Lahey & Nielsen, 2013).
2.4 Effect of Retention Practices on Employee Morale
Bryant and Allen (2013) note that the costs associated with losing employees, recruiting,
selecting and training new employees often exceed 100% of the annual compensation for
the position. In addition to these direct financial costs, the authors add that losing
employees can also lead to work disruptions, loss of organizational memory along with
tacit or strategic knowledge, losses in productivity or customer service, loss of mentors,
diminished diversity and even turnover contagion where other valued employees follow
the leavers out the door. Therefore, Retention of employees who are strong performers,
have high potential or are in critical jobs is even more important during economic
recoveries when organizations compete aggressively for market share and talent
according to Desai (2016).
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Kumari and Bala (2016) add that retention of employees in organizations deserves special
attention since the loss of such staff is costly in terms of new recruitment, training and
development, interruptions of service, and decreased employee morale. In an environment
where insurance firms are aggressively competing for highly skilled workers, the
importance of being able to retain quality employees is a great concern (Cole &
McCullough, 2012).
2.4.1 Motivation
Although an exact understanding of motivation continues to evolve, motivational forces
can be described for practical purposes as either extrinsic or intrinsic (Pinder, 2011),
guiding the direction, intensity, and persistence of employee behavior and morale (Kanfer
et al., 2008). Extrinsically motivated behaviors are governed by the prospect of
instrumental gain and loss, for instance trough incentives, whereas intrinsically motivated
behaviors are achieved for psychological satisfaction, for example task enjoyment or
recognition (Annamalai, et al., 2010). Although money tends to be the most commonly
used incentive, the term “incentives” may include anything that is contingent on
performance of particular standards of behavior. Therefore, promotions, grades, awards,
health benefits, praise, and recognition are all incentives according to Pinder (2011). In
their study on motivation and employee behavior in New York firms, Cerasoli et al
(2014) warned that extrinsic incentives are motivating only to the extent that an employee
believes attaining the incentive is instrumental toward other things of value, such as food,
housing, clothing and leisure activities.

The dominant theory of intrinsic motivation, Self Determination Theory (SDT), provides
a starting point for addressing this question by explaining how intrinsic motivation fuels
the direction, intensity, and persistence of motivated behavior (Cerasoli et al., 2014).
Patall, Cooper, and Robinson (2008) noted that when employees find a particular task
enjoyable or identifiable with themselves, they are more likely to have high morale, to be
confident and even more productive. The authors added that intrinsically motivated
individuals have been found to more actively engage in learning, while extrinsically
motivated individuals instead are more passive and demoralized. According to SDT,
those who find a task more intrinsically motivating will have high morale and
consequently expend a higher degree of effort in their work (Deci & Ryan, 2010). The
authors further expounded the theory into autonomous and controlled motivation and
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explained that “Autonomous motivation means that the person behaves with a full sense
of volition and choice, while controlled motivation entails that the person engages in an
activity with an experience of pressure and control.”

Gillet et al (2013), in their study on the effect of motivation on employee retention stated
that within SDT, supervisor autonomy support has direct effect on employee morale
motivation, work satisfaction, and turnover intentions. The same authors concluded from
their research that when managers displayed an autonomy-supportive managerial style,
the employees under their supervision were more autonomously motivated, exhibited
high morale and became more engaged in their work than were employees supervised by
managers who did not offer support. The insurance sector in India, according to Desai
(2016), is rising rapidly to bring in growth and employment opportunities. Considering
that insurance companies are basically human intensive, and human resources act as an
undoubted differentiator, the author conducted a study to establish how insurance firms
can retain competent employees and concluded that motivators like good commission,
proper counseling, and informal mentoring programs will help firms to reduce the
looming turnover problem.

In a study on motivation, employee morale and retention in Ghana, Bonenberger et al.,
(2014) concluded that low pay accompanied by lack of a conducive work environment,
career planning and paths, in service training that is focused on the expressed needs of
workers and a supportive supervision system were the main causes of low morale and
high turnover. Jackalas, Martins and Ungerer, (2016) studied employee motivation in
insurance firms in Botswana and found a significant positive relationship between
employees' motivation, morale and retention rate.

Nyambegera and Gicheru (2016), studied extrinsic and intrinsic factors influencing
employee behavior at AMREF-Kenya and concluded that job enrichment, management
support and work environment were the most important extrinsic factors to employees.
The same authors stated that job enrichment makes employees to have more
responsibilities, be more efficient, improve their performance and because they feel that
they have the autonomy in their role, their morale and self-confidence is high. In addition
to the extrinsic factors, the authors identified appreciation of employees by the
organization, the degree of skill requirement, influence of employee view of the job,
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employee perception on skill development, and the perception about contributing to the
firms’ growth as the most highly correlated intrinsic factors influencing employee
motivation and consequent turnover.
2.4.2 Compensation Management
Sangwan (2015) defines compensation-based incentives as variable money paid by
principals to agents based on their actions or performance. The author adds that
employees are extremely crucial to the organization since their value to the organization
is essentially intangible and not easily replicated and therefore, they must be equitably
compensated for their services to encourage retention through loyalty and satisfaction.
Compensation represents a potent tool for organizations to recruit and retain employees,
to motivate employee behavior in organizationally beneficial directions and build
strategic competitive advantage that is difficult to imitate (Westerman, Beekun, Daly &
Vanka, 2009).
Many firms, according to Kigo (2016), are significantly transitioning their pension plans
from defined benefit to defined contribution plans with a focus towards reducing costs but
with little consideration of the potential impact on employee morale and consequent
retention. In their study in India, Upadhyay and Gupta (2012) proposed an unbiased
approach in reward distribution like compensation, promotion and benefit as possible
solutions to improving morale. Mendez and Stander (2011) emphasize that an
organization needs to retain its employees to be successful. For instance, a good
compensation package is important in attracting employees, offering an attractive,
competitive benefits package with components such as life insurance, disability insurance
and flexible hours motivates employees to commit themselves to an organization.
According to Sparrow et al., (2013) firms that offer competitive packages to their
employees’ record high performances compared to organizations that are reluctant to
remunerate their employees competitively. Organizations that fail to remunerate its
employees well might experience a high employees’ turnover at a go, this might
negatively impact on the performance of the organization in terms of cost of recruiting
new employees and efficiency since the organization has to recruit and train new ones
which is a long process before the new employees gain efficiency (Akintayo, 2012).
Compensation structure, the amount of pay dispersion across organizational levels,
matters in employee turnover (Bryant & Allen 2013). The authors insist that wide gaps
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between an organization’s lowest paid and highest paid employees increase the likelihood
that employees will voluntarily leave the organization for more equitable pay. Bersin,
(2010) argues that procedures such as determination and administration of pay raises can
affect employee turnover through their perceptions of organizational support. The author
warns that employees’ levels of satisfaction with pay procedures are associated with
perceptions of organizational support, which in turn directly affects their likelihood to
voluntarily leave.
The type of compensation also has an effect on employee turnover according to Collings
et al., (2011). Beyond pay raises and cash bonuses, the authors proposes that stock
options do have an effect on executive turnover and companies with higher levels of
insurance and retirement benefits generally experience lower levels of employee turnover.
Employee perceptions on pay fairness and equity are also significant in managing
employee commitment and turnover (Garavan, 2012). The author adds that reduction in
turnover can be a result of compensation and benefits systems that employees perceive as
unfair in terms of equity theory. Bhatt (2015) adds that many different vesting schedules
for compensation and benefits that can be linked to tenure requirements have a positive
effect on employee retention. The author explains that benefits with relatively long-term
vesting schedules such as stock options, employee stock ownership plans and retirement
plans can effectively manage employee turnover and therefore advocates that visionary
managers keep vesting schedules long enough to retain employees for a reasonable period
of time.
2.4.3 Succession Planning
Succession planning depends on more than just having a pool of both ready and available
employees should a worker decide to leave the organization (Rothwell, 2010). According
to the author, succession planning should also involve having a succession planning
process primarily focused on the long-term organizational impact and sharing this plan
with the labor force. Most traditional succession plans, according to Iles et al., (2010)
only focus on the individual employees who should be promoted to the next position in a
hierarchy of positions which is commonly referred to as an organization’s job ladder. The
authors add that visionary succession planning is focused more specifically on talent
assessment and forces managers to ask, “Who is most ready for the job?” while
succession planning improvement focuses on the fact that the determinants are made well
in advance of the vacancy.
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Through succession planning, companies can assure a steady flow of internal talent to fill
important vacancies (Bhatt, 2015). The author adds that succession planning also
encourages ‘hiring from within’ and creates a healthy environment where employees have
a career rather than just the jobs. This, according to Bersin (2010), assures organization of
continuity of operation and better qualified incumbents because various talent pools are
identified and separated through succession planning. Moreover, the same author notes
that succession planning enables the creation of various leadership models for the
betterment of the employees would be more useful to the organization as employees
would be given much better guidance and direction so that they develop along with the
organization.

Strategically minded organizations are able to change ahead of the curve when it comes to
planning and developing a workforce with the right competencies because they have
deeper strategic insight into their employees, and use that insight to proactively put the
right workforces in place to effectively respond to urgent marketplace needs (Ortlieb,
2012). At one time or another, the author notes that, organizations find themselves faced
with a situation with limited time to assess viable candidates due to a planned or
unplanned change in leadership or industry conditions (Rothwell, 2010). Since a
prolonged leadership void is too risky, the author argues that the best source of human
capital is a company's internal talent pool.

A critical element of a successful talent management program is therefore the generation
of "talent pools" within a company a reliable and consistent internal source of talent and a
valuable piece of the succession planning process (Oladapo, 2014). The development of
skilled talent pools, according to the same author, makes it easier to develop tailor-made
skill sets in a broader group of employees, resulting in higher performance and morale
across all levels and fostering employee retention as employee look forward to more
challenging tasks and career growth. By cultivating talent pools internally, organizations
ensure that that they have experienced and trained employees prepared to assume
leadership roles as they become available (Stahl et al., 2012).
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2.5 Chapter Summary
This chapter discussed relevant existing literature based on the stated research objectives;
to determine to what extent talent development practices, performance management
practices and talent retention practices affect employee morale. The next chapter of this
research report will expound on the research methodology that was used by the researcher
to collect data in this research.
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CHAPTER THREE
3.0 RESEARCH METHODOLOGY
3.1 Introduction
This chapter highlights the research methodology that was utilized in this study. The
section further gives details about the research design of the study, the target population,
the sampling design that was used, the actual data collection methods applied, the
research procedures used and finally, the data analysis and presentation methods that
were used in this research process.
3.2 Research Design
А research design is the strategy and structure of exploring to accurately develop answers
to the research questions (Saunders, Lewis & Thornhill, 2012). According to Mugenda
(2013), a descriptive design approach is used when the problem is well designed and
where а researcher can engage in а study by going to the population of interest in order
for the respondent to explain certain features about the problem under study. The study
was conducted to determine the effect of talent management practices on the morale of
employees at Kenya Commercial Bank. To meet the specific objective of this study, the
researcher therefore adopted а descriptive research design approach.
3.3 Population and Sampling Design
3.3.1 Population
Saunders and Thornhill (2012) define a population as the total collection of elements
which researchers seek to examine or make inference about. A target population,
specifically, refers to an entire group of individuals who have common observable
characteristics (Mugenda & Mugenda, 2012). Blumberg, Cooper and Schindler (2014)
add that the more specific a population of interest is defined, the better the ability to
describe and explain the behavior intended to be studied. According to the Kenya
Commercial Bank human resource department, the organization has employed a total of
75 employees in its Nairobi KenCom branch. These employees were the target population
of this research.
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Table 3.1Target Population Distribution Table
Department
Branch Manager
Assistant Branch Manager
Risk and Legal
Mortgage
Bank Tellers
Marketing
Finance
ICT
Loans
Total

Population (Frequency)

Percentage
1.33

1

2.67

2

9.33

7

9.33

5

17.33

13

14.67

11

17.33

13

13.33

10

17.33

13

100

75

Source: Human Resource Department Database. Kenya Commercial Bank (2017)
3.3.2 Sampling Design
A sampling design can be defined as a process by which cases or members in the target
population are drawn from which accurate conclusions can be made about the entire
population (Cooper & Schindler, 2014). The same authors add that a sampling design is
important because it is the method that will be used will determine whether the study
sample represents the entire population from which it is drawn or not.
3.3.2.1 Sampling Frame
Saunders and Thornhill (2014) state that a sampling frame contains a complete and up to
date list that comprises the population for the research. The sampling frame list of this
study consisted of the employees in the following departments: Management, Marketing,
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Finance, Tellers, Loans, Mortgage, Risk and Legal and ICT at Kenya Commercial Bank,
KenCom branch. (Obtained from the Kenya Commercial Bank Human Resource
database, 2017).
3.3.2.2 Sampling Technique
According to Saunders and Thornhill (2014) a census is used when every member of the
population is considered a respondent. The authors advocate for the use of a census when
the population is less than 100 people. This research therefore adopted a census sampling
technique to get an accurate result due to the number of the target population. Each
department in the branch was involved in the study. This way, individuals from the
branch formed a mirror representation of the entire bank’s population. The use of a
census in the study helped reduce error making it easier to obtain high quality information
as proposed by Cooper and Shindler (2014).
3.3.2.3 Sample Size
According to Saunders and Thornhill (2014), a sample can be defined as a proportion or
subset representative of the population of interest. A good sample, according to the same
authors, is a small version of the population and an effective sample should be a
representative of the whole population to make an accurate inference of the population.
This study used a census sampling technique therefore all the 75 members of the target
population composed the sample size.
3.4 Data Collection Methods
For this study, primary data was collected. Saunders et al., (2012) states that the choice of
an effective tool and instrument to collect data for research depends primarily on the
characteristics of the subjects, the proposed research topic, objectives of the study, the
problem statement, research design, and the expected data results. Sekaran and Bougie
(2013) define primary data as information that is gathered or obtained directly from the
respondents. For this study, the researcher used customized structured questionnaires to
collect primary data. The questionnaire designed for this study consisted of four parts,
with each part aimed to capture unique data. Part A aimed to capture the background and
demographic factors of the employees. Part B focused on how talent development
practices affect employee morale at Kenya Commercial Bank. Part C aimed to obtain data
on the effect of performance management practices on employee morale at Kenya
29

Commercial Bank, while Part D sought to obtain data on the effect of talent retention
practices on employee morale at Kenya Commercial Bank. Part D of the questionnaire
also measured the dependent variable which sought the overall level of employee morale
at the bank.
3.5 Research Procedures
Questionnaires were used in the study to collect primary data. The research
questionnaires were delivered by hand to the respondents. The questionnaire questions
were closed ended in nature requiring the respondents to select their response from
several choices. The close ended questions provide more planned responses to make
possible concrete recommendations. The carefully designed questionnaire was tested to
determine validity and accuracy in a pilot study involving а few members of the
population for further improvements. After data collection was completed, the data was
screened, coded, entered and cleaned. The research used Strategic Package for Social
Sciences (SPSS) software to analyze the collected data.
3.6 Data Analysis Methods
Cooper and Shindler (2014) define data analysis as the process of analyzing, cleaning
transforming and modeling data that has been collected for research. The methods of data
analysis that were used in this study included both qualitative and quantitative techniques
proposed by Blumberg et al. (2014). The data collected for this research was then coded
with respect to the different variables of the study to ease the process of data entry and
data interpretation. Both descriptive statistics and Statistical Package for Social Sciences
(SPSS) software were used to help the researcher accurately describe the data and
therefore determine the extent used.
The quantitative data that was collected was analyzed using descriptive statistics and then
presented using percentages, frequencies, regression analysis tables and Karl Person’s
coefficient of correlation. The formula (Y= β0+ β1X1 + β2X2 + β3X3), where Y is the
dependent variable employee morale, X1 is talent development practices, X2 is
performance management practicesX3 is talent retention practices, was used to determine
the correlation between the variables. Bar charts, graphs and pie charts were used to
present findings. Tables were also used to summarize responses for further analysis to
facilitate comparison and accurate inference on the effect of talent management practices
on employee morale at Kenya Commercial Bank.
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3.7 Chapter Summary
This chapter extensively discussed the research methodology that was utilized in this
study. It specifically highlighted the research design approach, the target population of the
study, the sampling design used, the data collection methods used to collect data for the
study while expounding on the research procedure and data analysis techniques that were
used. The sampling technique and the sampling frame, and sample size have also been
discussed in the chapter. The next chapter of this study discusses the results and findings
of this study.
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CHAPTER FOUR
4.0 RESULTS AND FINDINGS
4.1 Introduction
This chapter discusses the results obtained from data analysis on the effect of talent
management practices on the employee morale at Kenya Commercial Bank Limited. This
chapter is categorized into five sections according to the stated research questions. The
first section of this chapter will analyze the demographic information of the study
population. The second component will present the findings on how talent development
practices affect employee morale. The third component examines the effect of
performance management practices on employee morale. The fourth section will analyze
the effect of talent retention practices on employee morale. Finally, the last component
will present the summary of this chapter.
4.2 Demographic Information of Respondents
This section provides general information of the respondents about their age, gender,
marital status, level of education, how long they have worked in the organization and the
level of their job position in the organization.
4.2.1 Response Rate
This study had a population size of 75 respondents from Kenya Commercial Bank,
KenCom Branch. Of these 60 respondents responded to the questionnaires. This is equal
to a response rate of 80% as shown in table 4.1.
Table 4.1: Response Rate
Questionnaires

Number

Percentage

Filled and collected

60

80

Not Responded

15

20

Total

75

100
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4.2.2 Age of Respondents
The respondents were required to indicate their age group in years based on the agegroups provided by the researcher. The respondents with the highest proportion was age
group 26-30 at 53.3%, followed by age group 31-35 at 28.3 %, and above 40 at 11.7%.
Those below 25 and between 36-39 years old were each 3.3% as shown in figure 4.1

Age
60.00%
50.00%
40.00%
30.00%

53.30% vv

20.00%
10.00%

28.30%

3.30%

3.30%

11.70%

0.00%
1
25 and below

26-30 years

31-35 years

36-39 years

Above 40 years

Figure 4.1: Age of Respondents
4.2.3 Gender
The respondents were required to indicate their gender. The respondents with the highest
proportion were male respondents at 65%, while female respondents had a proportion of
35% as shown in figure 4.2 below.

Gender

35%

CC

Figure 4.1: Gender of respondents
65%

Male

Figure 4.2 : Gender
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Female

4.2.4 Marital Status
From the findings of this study, the respondents with the highest proportion were married
respondents with a 48% proportion, followed by single respondents at 34%, while those
widowed had a proportion of 3% as shown in figure 4.3.

Marital Status

34.00%
48.00%

Married

Single

Figure 4.3: Marital Status
4.2.5 Education Level
From the findings of the study, the respondents with the highest proportion were masters
holders who had a mean of 51.7%, degree holders were 31% while diploma holders had a
proportion of 5% as shown on figure 4.4.

Education
60.00%
50.00%

51.70%

40.00%
30.00%

31%

20.00%
10.00%
5%
0.00%
1
Masters

Degree

Figure 4.4: Education Level

34

Diploma

4.2.6 Experience in the Organization
The respondents were asked to indicate how many years they had in the organization.
46.7% of the respondents had worked for the organization for 6-10 years, 18.3% had
worked for more than 10 years in the organization, 16.7% had worked for 3-5 years,
11.7% had worked for 1-2 years while 6.7% of the respondents indicated that they had
worked for less than 1 year in the organization as presented in figure 4.5 below.

Experience
50.00%
45.00%
40.00%
35.00%
30.00%
25.00%
20.00%
15.00%
10.00%
5.00%
0.00%

46.70%
16.70%
6.70%

18.30%

11.70%
1

Less than 1 year

1-2 years

3-5 years

6-10 years

More than 10 years

Figure 4.5 : Experience in the Organization
4.2.7 Job level in the Organization
From the findings, as shown on figure 4.6, 76% of the respondents indicated that they
were in middle level job positions, 20% stated that they were in lower ranking posts with
3% indicating that they were in entry level jobs.
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Job Level
90%
80%
70%
60%
50%
40%

77%

30%
20%
10%

3%

20%

0%
1
Middle

Lower

Entry

Figure 4.6: Job level in the Organization
4.3 Effect of Talent Development Practices on Employee Morale
In this section, the study sought to determine how talent development practices influence
employee morale.
4.3.1 I Know My Company Mission, Vision and Strategy
The respondents were asked whether they knew the company’s mission, vision and
strategy to determine the extent of their knowledge about the company’s goals. 58% of
the respondents strongly agreed with the statement as 19.4% agreed. However, 12.9% of
the respondents were neutral and those who strongly disagreed were 9.7%. These results
are presented in Table 4.2.
Table 4.2 : I Know My Company Mission, Vision and Strategy
I Know My Company Mission, Vision and
Strategy

Distribution
Frequency

Percentage

Strongly agree

34

58.1

Agree

12

19.4

Neutral

8

12.9

Strongly disagree

6

9.7

Total

60

100.0
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4.3.2 My Job is Directly Linked to Achieving the Business Strategy
The respondents were asked whether their jobs were directly linked to the achievement of
the company strategy. 45.2% of the respondents strongly agreed as 29% agreed.
However, 12.9% of the respondents were neutral, 6.5% disagreed and another 6.5% of
respondents also disagreed. These results are presented in Table 4.3.
Table 4.3 : My Job is Directly Linked to Achieving the Business Strategy
My job is directly linked to achieving the
business strategy

Distribution
Frequency

Percentage

Strongly agree

27

45.2

Agree

17

29.0

Neutral

8

12.9

Disagree

4

6.5

Strongly disagree

4

6.5

Total

60

100.0

4.3.3 There are Enough People in my Department to Complete Tasks Efficiently
The respondents were asked whether there were enough people at their work station to
complete tasks efficiently. 29% of the respondents strongly agreed and 25.8% agreed.
However, 22.6% of the respondents were neutral, while those who disagree were also
22.6%. No respondent disagreed with the statement as presented in Table 4.4.
Table 4.4 : There are Enough People in my Department to Complete Tasks
Efficiently
There are enough people in my department
to complete tasks efficiently

Distribution
Frequency

Percent

Strongly agree

17

29.0

Agree

15

25.8

Neutral

14

22.6

Disagree

14

22.6

Total

60

100.0
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4.3.4 My Organization Uses Corporate Social Responsibility to Attract Talent
The respondents were asked if the organization uses corporate social responsibility to
attract talent. 25.8% of the respondents gave a neutral response; while those who
disagreed with the statement were also 25.8%. 19.4% agreed with the statement while
16.1% of the respondents strongly agreed. 12.9% of these respondents strongly disagreed.
These results are presented in Table 4.5.
Table 4.5 : My Organization Uses Corporate Social Responsibility to Attract Talent
My

organization

uses

corporate

social

responsibility to attract talent

Distribution
Frequency

Percent

Strongly agree

10

16.1

Agree

11

19.4

Neutral

16

25.8

Disagree

16

25.8

Strongly disagree

7

12.9

Total

60

100.0

4.3.5 Internal Recruitment Process is Common in the Organization
When asked if the bank uses internal talent pools to fill vacancies, 29% of the respondents
gave a neutral response, 22.6% of the respondents strongly agreed as an equal 22.6% also
agreed. However, those who disagreed were 12.9%, and who strongly disagreed were
9.7%%. One respondent did not answer this question as presented in Table 4.6.
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Table 4.6 : Internal Recruitment Process is Common in the Organization
Internal recruitment process is common in the

Distribution

organization

Frequency

Percent

Strongly agree

14

22.6

Agree

14

22.6

Neutral

17

29.0

Disagree

8

12.9

Strongly disagree

6

9.7

Total

59

96.8

Missing

1

3.2

Total

60

100.0

4.3.6 Networking Sites, Referrals, Adverts and Poaching from Competitors are Used
as External Sources of Talent
The respondents were asked if the bank uses networking sites, referral programs,
internships, newspaper advert and poaching from competitors’ firms as external sources
of recruitment. To this statement, 29% of the respondents strongly agreed, 25.8% of the
respondents were neutral. Those who disagreed with this statement were 22.6%, while
those who strongly disagreed were 12.9%.9.7% of the respondents agreed. These results
are presented in Table 4.7.
Table 4.7 : Networking Sites, Referrals, Adverts and Poaching from Competitors are
Used as External Sources of Talent
Networking sites, referrals, adverts and
poaching from competitors are used as external
sources of talent

Distribution
Frequency

Percent

Strongly agree

17

29.0

Agree

6

9.7

Neutral

15

25.8

Disagree
Strongly disagree

14
8

22.6
12.9

Total

60

100.0
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4.3.7 My Organization Offers Training and Development Programs
The respondents were asked if the company offers training and development
opportunities for employees. 45.2% of respondents agreed, 19.4% of them were neutral
while 16.1% strongly agreed. 9.7% of the respondents strongly disagreed while those who
strongly disagreed were also 9.7%. The results are presented in Table 4.8 below.
Table 4.8 : My Organization Offers Training and Development Programs
My organization offers training and

Distribution

development programs

Frequency

Percent

Strongly agree

9

16.1

Agree

27

45.2

Neutral

12

19.4

Disagree

6

9.7

Strongly disagree

6

9.7

Total

60

100.0

4.3.8 Training has Increased My Skills and Knowledge
The respondents were asked if the training and development programs increase their skills
and knowledge. 35.5% agreed while 29% strongly agreed. 16.1% of the respondents gave
a neutral response, 13.3% strongly disagreed and 5% disagreed as presented in Table 4.9
below.
Table 4.9 : Training has Increased My Skills and Knowledge
Training has Increased My Skills and

Distribution

Knowledge

Frequency

Percent

Strongly agree

18

29.0

Agree

21

35.5

Neutral

10

16.1

Disagree

3

5.0

Strongly disagree

8

13.3

Total

60

100.0
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4.3.9 Training has Enabled Me to Increase or Improve My Competencies
When asked if the training programs conducted at the bank increased their competencies
at their respective jobs, 38.7% of the respondents agreed 35.5% strongly agreed, 12.9%
strongly disagreed, 9.7% were neutral while 3.2% disagreed as presented in Table 4.10.
Table 4.10 : Training has Enabled Me to Increase or Improve My Competencies
Training has enabled me to increase or improve my

Distribution

competencies

Frequency

Percent

Strongly agree

21

35.5

Agree

23

38.7

Neutral

6

9.7

Disagree

2

3.2

Strongly disagree

8

12.9

Total

60

100.0

4.3.10 Training is Conducted Individually
The respondents were asked if the training and development programs were
individualized. 41.9% of the respondents were neutral to this statement, 22.6% disagreed
with it, 16.1% agreed, 12.9% of them strongly disagreed while 6.5% of the respondents
strongly agreed. These results are presented in Table 4.11.
Table 4.11 : Training is Conducted Individually
Distribution
Frequency

Percent

Strongly agree

5

6.5

Agree

6

16.1

Neutral

27

41.9

Disagree

14

22.6

Strongly disagree

8

12.9

Total

60

100.0

Training is conducted individually
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4.3.11 Team-Based Training is Offered
The respondents were asked if the training and development programs were conducted in
teams. 29% of the respondents strongly agreed, while an equal 29% agreed. 19.4% of the
respondents were neutral to this statement while those who disagree and strongly
disagreed were 16.1%, and 6.5% respectively as presented in Table 4.12.
Table 4.12 : Team-Based Training is Offered
Distribution
Team-based training is offered

Frequency

Percent

Strongly agree

17

29.0

Agree

17

29.0

Neutral

12

19.4

Disagree

10

16.1

Strongly disagree

4

6.5

Total

60

100.0

4.3.12 My Organization Conducts Evaluation to Assess Training Exercises
The respondents were asked if the company conducts training evaluations to determine
the success of training programs. To this statement 32.3% of respondents agreed, 25.8%
gave a neutral response, 22.6% disagreed, 12.9% of them strongly agreed, while 6.5%
strongly disagreed with the statement as presented in Table 4.13.
Table 4.13 : My Organization Conducts Evaluation to Assess Training Exercises
My organization conducts evaluation to

Distribution

assess training exercises

Frequency

Percentage

Strongly agree

8

12.9

Agree

19

32.3

Neutral

15

25.8

Disagree

14

22.6

Strongly disagree

4

6.5

Total

60

100.0
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4.4 Effects of Performance Management Practices on Employee Morale
In this section, the study sought to determine effects of performance management
practices on the morale of employees at the Kenya Commercial Bank.
4.4.1 My Organization Conducts Performance Appraisals
The respondents were asked if the organization conducts performance appraisals to
determine how each employee met their goals. 38.7% of the respondents agreed while
35.5% strongly agreed. 16.1% of the respondents gave a neutral response, 6.5% of them
disagreed with the statement and 3.2% strongly disagreed as presented in Table 4.14.
Table 4.14 : My Organization Conducts Performance Appraisals
Distribution

My organization conducts performance
appraisals

Frequency

Percent

Strongly agree

21

35.5

Agree
Neutral
Disagree

23
10
4

38.7
16.1
6.5

Strongly disagree

2

3.2

Total

60

100.0

4.4.2 Individual Performance Standards are Used in my Organization
The respondents were required to indicate whether the performance standards were based
on individual performance goals. 22.6% of the respondents strongly agreed, while 32.3%
agreed. 35.5% of the respondents gave a neutral response, 6.5% disagreed with the
statement while 3.2% strongly disagreed with it. These results are presented in Table
4.15.
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Table 4.15 : Individual Performance Standards are Used in my Organization
Individual performance standards are used
in my organization

Distribution
Frequency

Percentage

Strongly agree

14

22.6

Agree

19

32.3

Neutral

22

35.5

Disagree

5

6.5

Strongly disagree

1

3.2

Total

60

100.0

4.4.3 I am Satisfied with how Performance Appraisals are Conducted
The respondents were asked if they were satisfied with how the organization conducted
the performance appraisals. 38.7% of the respondents gave a neutral response to this
statement, 29% of respondents disagreed, 16.1% agreed, 12.9% of them strongly
disagreed while 3.2% strongly agreed. These results are presented in Table 4.16.
Table 4.16 : I am Satisfied with how Performance Appraisals are Conducted
I am satisfied with how performance

Distribution

appraisals are conducted

Frequency

Percentage

Strongly agree

2

3.2

Agree

10

16.1

Neutral

22

38.7

Disagree

18

29.0

Strongly disagree

8

12.9

Total

60

100.0

4.4.4 My Evaluator Gives Me Fair and Relevant Feedback After Appraisals
The respondents were asked if their supervisors provide fair and relevant feedback after
performance appraisals are conducted. 41.9% of the respondents gave a neutral response,
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25.8% agreed, 22.6% disagreed while 9.7% of the respondents strongly agreed. No
respondents strongly disagreed with this statement as presented in Table 4.17.
Table 4.17 : My Evaluator Gives Me Fair and Relevant Feedback after Appraisals
My evaluator gives me fair and relevant

Distribution

feedback after appraisals

Frequency

Percentage

Strongly agree

5

9.7

Agree

15

25.8

Neutral

26

41.9

Disagree

14

22.6

Total

60

100.0

4.4.5 The Appraisal Method Used is Appropriate for My Job
The respondents were asked if the method used for performance appraisal was
appropriate to the nature of their job. To this statement, 41% of respondents were neutral,
29% of respondents agreed, 16.1% disagreed, 9.7% of them strongly agreed while 3.2%
of respondents strongly disagreed. These results are presented in Table 4.18.
Table 4.18 : The Appraisal Method Used is Appropriate for My Job
The appraisal method used is appropriate for my
job

Distribution
Frequency

Percentage

Strongly agree

6

9.7

Agree

17

29.0

Neutral

26

41.9

Disagree

9

16.1

Strongly disagree

2

3.2

Total

60

100.0

4.4.6 Salaries, Rewards and Promotions are Tied to Appraisals
When the respondents were asked if salaries, rewards and promotions were linked to the
performance appraisal results, 25.8% of the respondents strongly agreed as an equal
45

25.8% were neutral, 22.6% agreed, 12.9% disagreed while 9.7% strongly disagreed. One
respondent did not answer this question. These results are presented in Table 4.19.
Table 4.19 : Salaries, Rewards and Promotions are Tied to Appraisals
Salaries, rewards and promotions are tied to

Distribution

appraisals

Frequency

Percent

Strongly agree

16

25.8

Agree

13

22.6

Neutral

16

25.8

Disagree

8

12.9

Strongly disagree

6

9.7

Total

59

98.3

Missing

1

1.7

Total

60

100.0

4.4.7 I Know what a Balanced Scorecard Is
The respondents were asked whether they know what a balanced score card is.51.6% of
the respondents strongly agreed, 25.8% agreed, those who gave a neutral response were
9.7% while another 9.7% strongly disagreed. 3.2% of the respondents disagreed with the
statement. The results are presented in Table 4.20 below.
Table 4.20 : I Know what a Balanced Scorecard Is
Distribution
Frequency

Percent

Strongly agree

32

51.6

Agree

16

25.8

Neutral

6

9.7

Disagree

2

3.2

Strongly disagree

6

9.7

Total

60

100.0

I know what a balanced scorecard is
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4.4.8 The Balance Score Card is Used to Measure Performance in My Organization
The respondents were asked if the organization uses a Balanced Scorecard to measure its
performance. 25.8% agreed with the statement, 22.6% strongly agreed as an equal 22.6%
disagreed, 22.6% were neutral while 6.5% strongly disagreed as presented in Table 4.21.
Table 4.21 : The Balance Score Card is Used to Measure Performance in My
Organization
The balance score card is used to measure
performance in my organization

Distribution
Frequency

Percentage

Strongly agree

14

22.6

Agree

15

25.8

Neutral

14

22.6

Disagree

14

22.6

Strongly disagree

3

6.5

Total

60

100.0

4.4.9 The Balanced Scorecard Measures are Clear and Achievable
The respondents were asked the balanced score card measures used were clear and
achievable.35.5% agreed, 25.8% were neutral, 19.4% strongly agreed, while 12.9% and
6.5% disagreed and strongly disagreed respectively as presented in Table 4.22.
Table 4.22 : The Balanced Scorecard Measures are Clear and Achievable
The balanced scorecard measures are clear
and achievable

Distribution
Frequency

Percentage

Strongly agree

11

19.4

Agree

21

35.5

Neutral

16

25.8

Disagree

8

12.9

Strongly disagree

4

6.5

Total

60

100.0
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4.4.10 My Organization has Outlined Key Performance Indicators
The respondents were asked if the organization has outlined Key Performance Indicators
to guide performance measurement. 41.9% of respondents agreed, 22.6% strongly agreed,
19.4% were neutral, 9.7% disagreed while 6.5% strongly disagreed. The results are
presented in Table 4.23.
Table 4.23 : My Organization has Outlined Key Performance Indicators
My organization has outlined key

Distribution

performance indicators

Frequency

Percent

Strongly agree

13

22.6

Agree

25

41.9

Neutral

12

19.4

Disagree

6

9.7

Strongly disagree

4

6.5

Total

60

100.0

4.4.11 My Job Is Directly Linked to These Key Performance Indicators
When asked to indicate whether their job is directly linked to the achievement of the
organizational KPIs, 41.9% agreed, 22.6% were neutral while 19.4% strongly agree.9.7%
disagreed and 6.5% strongly disagreed as presented in Table 4.24.
Table 4.24 : My Job Is Directly Linked to These Key Performance Indicators
Distribution

My job is directly linked to these key

Frequency

Percent

Strongly agree

11

19.4

Agree

26

41.9

Neutral

13

22.6

Disagree

6

9.7

Strongly disagree

4

6.5

Total

60

100.0

performance indicators
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4.4.12 My Organization’s Goals are Realistic and Achievable
The respondents were asked whether the organizations goals are realistic and achievable.
To this, 35.5% strongly agreed, 32.3% agreed and 16.1% of the respondents were neutral.
However, 9.7% disagreed and 6.5% strongly disagreed as presented in Table 4.25
Table 4.25 : My Organization’s Goals are Realistic and Achievable
My organization’s goals are realistic and
achievable

Distribution
Frequency

Percent

Strongly agree

22

35.5

Agree

19

32.3

Neutral

9

16.1

Disagree

6

9.7

Strongly disagree

4

6.5

Total

60

100.0

4.4.13 Performance Measures are Linked to the Organizational Strategy
The respondents were asked whether they believe that the performance measurements are
directly linked to the organizational strategy.41.9% agreed, 32.3% of the respondents
strongly agreed and 12.9% of the respondents were neutral. However, 6.5% disagreed and
another 6.5% strongly disagreed. These results are presented in Table 4.26.

Table 4.26 : Performance Measures are Linked to the Organizational Strategy
Performance measures are linked to the
organizational strategy

Distribution
Frequency
Percent

Strongly agree

19

32.3

Agree
Neutral
Disagree

25
8
4

41.9
12.9
6.5

Strongly disagree

4

6.5

60

100.0

Total
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4.4.14 The Organizational Culture Fosters Performance Management
Asked whether the organizational culture fosters effective performance management,
35.5% agreed, 29% of the respondents were neutral and 22.6% of the respondents
strongly agreed. However, 9.7% disagreed while 3.2% strongly disagreed. These results
are presented in Table 4.27.

Table 4.27 : The Organizational Culture Fosters Performance Management
The organizational culture fosters

Distribution

performance management

Frequency

Percent

Strongly agree

14

22.6

Agree

21

35.5

Neutral

17

29.0

Disagree

6

9.7

Strongly disagree

2

3.2

Total

60

100.0

4.4.15 My Organization has Transformational Leadership
The respondents were asked whether the organization has transformational leadership to
oversee the achievement of its strategy. 35.5% of the respondents agreed with this
statement, 29% gave a neutral response as 16% strongly agreed and another 16%
disagreed. 3.2% of respondents strongly disagreed. These results are presented in Table
4.28.
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Table 4.28 : My Organization has Transformational Leadership
My organization has transformational

Distribution

leadership

Frequency

Percent

Strongly agree

10

16.1

Agree

21

35.5

Neutral

17

29.0

Disagree

10

16.1

Strongly disagree

2

3.2

Total

60

100.0

4.4.16 Change is Well Managed in My Organization
The respondents were asked if change is well managed within the organization. With this
statement 35.5% agreed, 25.8% of them were neutral, 16.1% disagreed, 12.9% of them
agreed while 9.7% disagreed. These results are presented in Table 4.29.
Table 4. 29 : Change is Well Managed in My Organization
Distribution
Change Management

Frequency

Percent

Strongly agree

8

12.9

Agree

21

35.5

Neutral

16

25.8

Disagree

9

16.1

Strongly disagree

6

9.7

Total

60

100.0

4.5 Effects of Talent Retention Practices on Employee Morale
In this section, the study sought to determine the extent of the effects of talent retention
practices on the morale of the employees at Kenya Commercial Bank.
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4.5.1 Motivation Practices are Both Financial and Non-Financial
The respondents were asked if the organization uses both financial and non-financial
methods to motivate employees. 45% strongly agreed, 35.5% agreed. 16.1% disagreed
and 3.2% strongly disagreed. None gave a neutral response as presented in Table 4.30.
Table 4.30 : Motivation Practices are Both Financial and Non-Financial
Motivation practices are both financial and
non-financial

Distribution
Frequency

Percent

Strongly agree

27

45.0

Agree

21

35.5

Disagree

10

16.1

Strongly disagree

2

3.2

Total

60

100.0

4.5.2 My Organization Shows Recognition for Employee Contribution
The respondents were asked whether the bank shows recognition for the employee
contribution in any way. 31.6% of respondents agreed, 25.8% of the respondents strongly
agreed while 16.7% of the respondents gave a neutral response. However, 16.7%
disagreed and 10% strongly agreed as presented in Table 4.31.
Table 4.31 : My Organization Shows Recognition for Employee Contribution
My Organization Shows Recognition for
Employee Contribution

Distribution
Frequency

Percent

Strongly agree

15

25.8

Agree

19

31.6

Neutral

10

16.7

Disagree

10

16.7

Strongly disagree

6

10.0

Total

60

100.0
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4.5.3 My Organization Offers a Conducive Work Environment
When asked if their work environment is conducive for attainment of organizational
goals, 54.8% of the respondents agreed 25.8% of them strongly agreed, 9.7% of the
respondents were neutral while those who disagreed were also 9.7%. None of the
respondents strongly disagreed. These results are presented in Table 4.32 below.
Table 4.32 : My Organization Offers a Conducive Work Environment
My organization offers a conducive work

Distribution

environment

Frequency

Percent

Strongly agree

16

25.8

Agree

32

54.8

Neutral

6

9.7

Disagree

6

9.7

Total

60

100.0

4.5.4 Working Hours Facilitate Work-Life Balance
The respondents were asked whether working schedules facilitated work -life balance.
35.5% of respondents strongly agreed, 29% were neutral, 22.6% agreed, 6.5% strongly
disagreed and 3.2% disagreed as presented in Table 4.33.
Table 4.33 : Working Hours Facilitate Work-Life Balance
Working Hours Facilitate Work-Life

Distribution

Balance

Frequency

Percent

Strongly agree

22

35.5

Agree

14

22.6

Neutral

17

29.0

Disagree

3

3.2

Strongly disagree

4

6.5

Total

59

96.8

Total

60

100.0
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4.5.5 Compensation Is Fair and Unbiased
When asked if the compensation packages were fair and unbiased gave the following
responses; 29% of respondents strongly agreed, 29% were neutral, 19.4% of them agreed,
16% strongly disagreed and 6.5% disagreed. These results are presented in Table 4.34.
Table 4.34 : Compensation Is Fair and Unbiased
Compensation is fair and unbiased

Distribution
Frequency

Percent

Strongly agree

17

29.0

Agree

12

19.4

Neutral

18

29.0

Disagree

4

6.5

Strongly disagree

9

16.1

Total

60

100.0

4.5.6 My Organization Uses Incentives to Increase Employee Morale
The respondents were asked to indicate whether the bank uses incentives to increase
employee morale. 22.6% agreed and 22.6% of the respondents were neutral. 22.6%
disagreed, 19.4% of the respondents strongly agreed with 9.7% strongly disagreeing with
the statement. The results are presented in Table 4.35.
Table 4.35 : My Organization Uses Incentives to Increase Employee Morale
My organization uses incentives to

Distribution

increase employee morale

Frequency

Percent

Strongly agree

12

19.4

Agree

14

22.6

Neutral

14

22.6

Disagree

14

22.6

Strongly disagree

5

9.7

Total

60

100.0
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4.5.7 The Compensation Package Increases My Morale
The respondents were asked to indicate whether the compensation packages were
favorable and increased their morale. 32.3% of them agreed while 32.3% of the
respondents were neutral. 22% of the respondents strongly agreed with the statement,
10% strongly disagreed and 6.5% disagreed as presented in Table 4.36.
Table 4.36 : The Compensation Package Increases My Morale
The compensation package increases my

Distribution

morale

Frequency

Percent

Strongly agree

14

22.6

Agree

19

32.3

Neutral

19

32.3

Disagree

4

6.5

Strongly disagree

4

6.5

Total

60

100.0

4.5.8 My Organization Has a Succession Planning Process
The respondents were asked whether the organization has a succession planning process.
38.7% responses were neutral, 25.8% of them agreed, 16.1% disagreed, 12.9% strongly
agreed, while 6.5% strongly disagreed with the statement as presented in Table 4.37.
Table 4.37 : My Organization Has a Succession Planning Process
My organization has a succession planning
process

Distribution
Frequency

Percent

Strongly agree

8

12.9

Agree

15

25.8

Neutral

24

38.7

Disagree

9

16.1

Strongly disagree

4

6.5

Total

60

100.0
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4.5.10 Succession Planning Increases My Commitment to the Company
The respondents were asked if the organization uses incentives to increase employee
morale.41.9% gave a neutral response, 22.6% agreed, another 22.6% disagreed, 9.7%
strongly agreed while 3.3% strongly disagreed with the statement. The results are
presented in Table 4.38.
Table 4.38 : Succession Planning Increases My Commitment to the Company
Succession planning increases my

Distribution

commitment to the company

Frequency

Percent

Strongly agree

6

9.7

Agree

14

22.6

Neutral

25

41.9

Disagree

14

22.6

Strongly disagree

2

3.3

Total

60

100.0

4.5.11 Succession Planning is Fair and Unbiased
The respondents were asked if the succession planning process at the bank was unbiased.
43.3% responses were neutral to this as 21.7% agreed while 16.1% disagreed. 13.3% of
the respondents strongly agreed while 6.7% strongly disagreed as presented in Table 4.39.
Table 4.39 : Succession Planning is Fair and Unbiased
Distribution
Succession planning is fair and unbiased

Frequency

Percent

Strongly agree

8

13.3

Agree

13

21.7

Neutral

26

43.3

Disagree

9

16.1

Strongly disagree

4

6.7

Total

60

100.0
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4.5.12 Succession Planning Increases Opportunities for High Potential Workers
The respondents were asked to indicate whether the succession planning at the
organization increased opportunities for high potential workers. 35.5% of respondents
agreed with the statement, 25.8% of them disagreed, 22.6% gave a neutral response,
12.9% strongly agreed while 3.2% of them strongly disagreed as presented in Table 4.40.
Table 4.40 : Succession Planning Increases Opportunities for High Potential
Workers
Succession planning increases opportunities
for high potential workers

Distribution
Frequency

Percent

Strongly agree

16

12.9

Agree

11

35.5

Neutral

14

22.6

Disagree

16

25.8

Strongly disagree

3

3.2

Total

60

100.0

4.5.13: My Morale is High Due to the Organization’s Talent Development Practices
The respondents were asked if the bank’s talent development practices affected their level
of morale.29% of them agreed, 22.6% were neutral, 19.4% of respondents disagreed,
16.1% strongly agreed while 12.9% strongly disagreed as presented in Table 4.41.
Table 4.41 : My Morale is High Due to Talent Development Practices
My morale is high due to the organization’s
talent development practices

Distribution
Frequency

Percent

Strongly agree

10

16.1

Agree

17

29.0

Neutral

14

22.6

Disagree

11

19.4

Strongly disagree

8

12.9

Total

60

100.0
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4.5.14 My Organization’s Performance Management Practices Have Increased My
Morale
The respondents were asked whether the organization’s performance management
practices have increased their level of employee morale. 29% of respondents agreed with
this statement, 25.8% were neutral, 25.8% of respondents disagreed, 16.1% strongly
agreed while 3.2% of them strongly disagreed. These results are presented in Table 4.42.
Table 4.42 : My Organization’s Performance Management Practices Have Increased
My Morale
My organization’s performance management
practices have increased my morale

Distribution
Frequency

Percent

Strongly agree

9

16.1

Agree

17

29.0

Neutral

16

25.8

Disagree

16

25.8

Strongly disagree

2

3.2

Total

60

100.0

4.5.15 My Morale Is High Due to Talent Retention Practices at My Organization
The respondents were requested to indicate whether talent retention practices at the bank
affect their morale. 32.3% of respondents agreed, 19.4% strongly agreed, 19.4% gave a
neutral response while another 19.4% disagreed. 9.7% strongly disagreed with the
statement as presented in Table 4.43
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Table 4.43 : My Morale Is High Due to Talent Retention Practices at My
Organization
My morale is high due to talent retention
practices at my organization

Distribution
Frequency

Percent

Strongly agree

11

19.4

Agree

21

32.3

Neutral

11

19.4

Disagree

11

19.4

Strongly disagree

6

9.7

Total

60

100.0

4.5.16 My Overall Morale as an Employee is High
The respondents were asked to indicate whether their morale was high. 41.9% of them
agreed, 22.6% were neutral, 19.4% of respondents disagreed while 12.9% of them
strongly agreed. 3.2% of the respondents strongly disagreed with the statement. The
results are presented in Table 4.44.
Table 4.44 : My Overall Morale as an Employee is High
My overall morale as an employee is high

Distribution
Frequency
8

Percent
12.9

Agree

26

41.9

Neutral

13

22.6

Disagree

11

19.4

Strongly disagree

2

3.2

Total

60

100.0

Strongly agree

4.6 Inferential Statistics
4.6.1 Pearson Correlation
A Pearson correlation analysis was done in this study to establish the relationship
between the dependent variable (employee morale) and the independent variables (talent
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development practices, talent retention practices and performance management). As
shown on Table 4.46, a positive and significant correlation exists between employee
morale and the three independent variables. The study also established that the strongest
relationship existed between employee morale and retention practices with a Pearson
Correlation value of (r=0.830, p=0.001) compared to performance management at
(r=0.623, p=0.001) and talent development at (r=0.380, p=0.001).

Table 4.45: Pearson Correlation on Talent Management Practices and Employee
Morale
employee
Talent
performance retention
morale development management practices
Employee
Pearson Correlation
1
.380*
.623**
.830**
morale
Sig. (2-tailed)
.035
.000
.000
N
60
60
60
60
*
**
Talent
Pearson Correlation
.380
1
.735
.528**
development Sig. (2-tailed)
.035
.000
.002
N
60
60
60
60
**
**
Performance Pearson Correlation
.623
.735
1
.685**
management Sig. (2-tailed)
.000
.000
.000
N
60
60
60
60
**
**
**
Retention
Pearson Correlation
.830
.528
.685
1
practices
Sig. (2-tailed)
.000
.002
.000
N
60
60
60
60
*. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).

4.6.2 Regression Analysis
The findings in Table 4.47 show the results of regression analysis conducted between
employee morale and talent management practices. The adjusted R Square was 0.684.
This implies that 68.4% of the variations in employee morale was caused by the
variations in retention practices, talent development and performance management. As
shown on Table 4.47, a value of F (1, 60) =22.598, p<0.00) established that the
relationship between the dependent and independent variables existed. The regression
analysis further established that talent development practices, performance management
practices and talent retention practices, all other factors held constant, increase employee
morale by 0.129 as presented on Table 4.49.
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The coefficients between the independent and dependent variables showed that among the
three independent variables, only talent retention practices had a significant effect on
employee morale (β =0.959, p<0.000) whereas the other variables did not have a
significant effect on employee morale; talent development practices (β = 0.284, P>0.177)
and performance management practices (β =0.349, p>0.170).

Table 4.46 : Regression Analysis of Talent Management Practices and Employee
Morale
Model Summary
Change Statistics
Sig.
F

Model
1

R
.846a

R

Adjusted

Std. Error of R Square

Square

R Square

the Estimate

.715

.684

.60264

Change
.715

F

Chan

Change df1
22.598

3

df2
60

ge
.000

a. Predictors: (Constant), retention practices, talent development, performance
management

Table 4.47 : ANOVA Analysis
ANOVAa
Model
Sum of Squares
df
Mean Square
F
1
Regression
24.622
3
8.207
22.598
Residual
9.806
57
.363
Total
34.427
60
a. Dependent Variable: employee morale
b. Predictors: (Constant), retention practices, talent development, performance
management

61

Sig.
.000b

Table 4.48 : Coefficient Correlation on Talent Management Practices and Employee
Morale
Coefficients

Model
1 (Constant)
Talent
development
Performance
management
Talent Retention
Practices

95.0%
Unstandardized Standardized
Confidence
Coefficients
Coefficients
Interval for B
Std.
Lower Upper
β
Error
Beta
t
Sig. Bound Bound
.129 .407
.316 .754
-.706
.963
-.284 .205
-.211 -1.388 .177
-.704
.136
.349

.248

.249

1.410

.170

-.159

.858

.959

.176

.771

5.458

.000

.599

1.320

a. Dependent Variable: employee morale

4.7 Summary
The chapter discussed the results obtained from the data collection and analysis. The
chapter highlighted the demographic factors of the population. The effect of talent
development, performance management and talent retention practices was also
determined from the data analysis. Inferential statistics done to determine the correlation
between the variables were also highlighted. The next chapter will expound on the
discussion of the findings, conclusions and recommendations of this study.
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CHAPTER FIVE
5.0 DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS
5.1 Introduction
This chapter presents the summary of this study. Discussions of the study based on the
findings and in comparisons to literature review are highlighted as well. The chapter also
discusses conclusions drawn from the findings of the study. Recommendations derived
from this study guided by the research questions are also discussed in this chapter.
5.2 Summary
The purpose of this study was to investigate the effect of talent management practices on
the morale of employees at Kenya Commercial Bank. The study was guided by the
following research questions; How does talent development affect employee morale in
Kenya Commercial Bank? How does performance management affect employee morale
in Kenya Commercial Bank? How do retention practices affect employee morale in
Kenya Commercial Bank?

This study used a descriptive design approach. The target population of this study was the
75 employees of Kenya Commercial Bank at the Nairobi KenCom branch. Census
sampling was used whereby all 75 employees were involved in the study. A specifically
designed structured questionnaire was the tool used to collect primary data for this study.
The data, after collection, was analyzed using descriptive statistics including frequencies
and percentages for easier interpretation. Pearson correlation and regression analysis were
then used to show how the independent variables influence the dependent variables. The
data was thereafter analyzed using the Statistical Package for Social Sciences (SPSS)
software. Tables, figures and charts were finally used to present the findings.

This study has concluded that talent development practices do not significantly influence
employee morale. However, the study established that training and development improves
employee skills and competencies and enables employees to perform better. The use of
performance appraisals and the Balanced Score Card makes performance management
easier and accurate when based on clear and achievable Key Performance Indicators.
Both financial and non-financial motivational practices increase employee retention.
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Unbiased compensation and reward management contributes to employee retention and
employee morale.
Findings derived from this study indicated that the organization’s performance
management practices were not significantly related to the level of employee morale.
However, most of the respondents indicated that the organization used performance
appraisals to analyze the level of individual performance. In addition to the use of
performance appraisals, most respondents also agreed that the salaries, rewards and
promotions are tied to performance appraisal results. Majority of the respondents also
agreed that the bank has achievable Key Performance Indicators and uses a balanced
score card to determine performance standards.
The research found that talent retention practices significantly influence employee
morale. Most respondents agreed that the financial ad non-financial motivation practices
used by the organization increased their morale. Majority of respondents indicated that
the organization offers a conducive work environment and work life balance which
fosters morale. The respondents also agreed that in addition to fair and unbiased
competition, the bank uses incentives to increase employee morale
5.3 Discussion
5.3.1 Talent Development Practices and Employee Morale
According to the findings of this study, the awareness of the company mission, vision and
strategic objectives by employees is significant to enabling employees to understand the
short and long-term goals of the organization and to consequently align their skills and
competencies to the organizational objectives. This agrees with Bersin (2010), that talent
development must first incorporate the organization’s mission, vision and strategic
objectives. This, according to the author, enables the employees to be aware of the
organization’s intended direction and therefore align their skills and competencies with
the company’s goals.
This study also found that internal source of recruitment is reliable and improves the level
of employee morale. This finding is consisted with Bhatt (2015) who concluded from his
study that the most reliable talent source is the internal source whereby current employees
are promoted to the higher level while external sources are used for the lower ranking
positions. Iles et al., (2010) also advised organization should use the most trusted and
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reliable source for the recruitment of the people which is the internal source as it
improves employee morale and commitment to the organization.
According to the findings of this study, the organization conducts team-based training
which has helped to increase employee skills and competencies. This finding is in
agreement with Onyango and Wanyoike (2014) that traditional talent development
processes such as training are extremely effective at imparting technical competencies
and increasing employee morale. This finding also concurs with Salas, et al., (2012), who,
in their research on effective training recognized that the multiple levels within an
organization, especially teams or units are affected by training and therefore training
should be based on teams to increase team cohesion and morale.
Based on the results of this study, the organization conducts little or training evaluation to
determine the effect of training program. After the training, has been conducted, Bhatt
(2015) insists that training evaluation is even more important. According to the author,
training evaluation enables management to understand the success of the process by
observing the immediate reactions of employees and customer attitude, evaluating the
extent to which learning objectives have been attained through tests, evaluating behavior
change as required after training through evaluations by superiors, peers, clients,
subordinates and lastly by assessing the benefits of the training against the cost of
training.
5.3.2 Performance Management and Employee Morale
The findings of this study determined that the organization uses performance appraisals
and the balanced score card to measure performance. This is supported by
Teeratansirikool et al., (2013) who state that before an organization improves on
something, it should be able to measure and quantify it using efficient measurement tools
such as performance appraisals and the balanced scorecard.
This study further established that the organization uses performance appraisal to
determine the achievement of individual performance goals. This finding is in agreement
with Alvi, et al., (2013) who states that the main aim of performance appraisals is to
identify the performance gap that is realized when performance of an employee does not
meet the acceptable standard set by the organization.
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According to the findings of this study, performance appraisals were used to determine
promotions, reward and compensation packages for employees. This finding concurs with
Espinilla et al (2013), that one of the roles of the performance appraisal in talent
management is to maintain records in order to determine compensation packages, wage
structure and salaries to identify the strengths and weaknesses of individual employees in
order to assign the right people to the right job; to maintain and assess the potential
present in an employee for further growth and development;
This study also established that there is little or no feedback from their supervisors after
performance appraisals have been conducted. Espinilla et al., (2013) states that
performance feedback is critical as it provides information to employees about their
performance and status upon conducting performance appraisals. This enables employees
to understand the level of improvement required from them and in turn to give their
supervisors feedback on what the organization can do to increase their efficiency and
productivity.
According to this study’s findings, the organization has outlined clear and achievable key
performance indicators to guide the employees on the required performance standards.
This finding concurs with Marr (2012) that Human Resource managers should develop
clear and achievable Key Performance Indicators as more specific performance
measurers.
5.3.3 Talent Retention Practices and Employee Morale
The findings of this study determined that the organization uses both financial and nonfinancial motivational practices through which the respondents agree that employee
retention is increased. These findings are concurrent with Annamalai, et al., (2010) that
although money tends to be the most commonly used incentive in organizations, the term
“incentives” may include anything that is contingent on performance of standards or
employee behavior.
Findings from this study show that a conducive work environment increases employee
productivity and morale. This finding is in agreement with Bonenberger et al., (2014) that
lack of a conducive work environment were the main causes of low morale and high
turnover. In addition to a conducive work environment, this study established that fair and
unbiased compensation management affects talent retention. This supports Upadhyay and
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Gupta (2012) who proposed that an unbiased approach in reward distribution like
compensation, promotion and benefit as possible solutions to achieving employee
retention and improving morale.
According to the findings of this study, good compensation packages offered by the
organization have fostered employee retention. This concurs with Pruis (2011) that
organizations that fail to remunerate its employees well might experience a high
employees’ turnover at a go which might negatively impact on the performance of the
organization in terms of cost of recruiting new employees and efficiency since the
organization has to recruit and train new ones.
The findings of this study also indicated that employees perceive the compensation
package as fair and unbiased and therefore increased their commitment to the
organization. This finding supports that of Garavan, (2012) that employee perceptions on
pay fairness and equity are also significant in managing employee commitment and
turnover and that reduction in turnover can be a result of compensation and benefits
systems that employees perceive as unfair in terms of equity theory
Based on the findings of this study, the organization has a succession planning process
which increases opportunities for high potential workers. This supports Stahl et al.,
(2012) that through succession planning organizations ensure that that they have
experienced and trained employees prepared to assume leadership roles as they become
available and fostering employee retention as employee look forward to more challenging
tasks and career growth.
5.4 Conclusions
5.4.1 Talent Development Practices and Employee Morale
From the findings of this study, it can be reasonably concluded that talent development
practices are not significantly related to employee morale. However, the findings
established that each job station or department should have enough people to complete
tasks efficiently. Internal sources of recruitment area reliable and efficient source of talent
to fill vacancies. The study also established that training and development improves
employee skills and competencies and has enabled employees to perform better.
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5.4.2 Performance Management and Employee Morale
This study concludes that performance management practices do not significantly
influence employee morale. According to this study, the use of measurement tools such as
performance appraisals and the Balanced Score Card, however, make performance
management easier and accurate. The Key Performance Indicators used by the
organization are clear and achievable and enable employees to align their skills with the
organizational performance standards. Fair and relevant feedback was however not done
efficiently after performance appraisals were conducted therefore employees are not able
to know how they are performing.
5.4.3 Talent Retention Practices and Employee Morale
Based on its findings, this study concludes that talent retention practices influence
employee morale. Both financial and non-financial motivational practices used by the
bank have helped to achieve employee retention. Compensation and reward management
is managed fairly according to this study which has increased employee retention. The
succession planning used by the organization has also improved employee retention by
increasing opportunities for high potential employees.
5.5 Recommendations
5.5.1 Recommendations for improvement
5.5.1.1 Talent Development Practices and Employee Morale
This study recommends that the organization should hire adequate number of individuals
per work station or department to facilitate effective completion of tasks. The
organization should conduct human resource audits to determine and allocate the right
number of people for every task to avoid understaffing or overstaffing. The study also
noted that training evaluation is not done to determine the effectiveness of the training
programs. This study therefore recommends that the organization conduct training
evaluation after each training exercise to establish the impact of training and the
appropriateness of the training method used.
5.5.1.2 Performance Management and Employee Morale
According to this study, the performance appraisal method used was not perceived as
effective. Based on this finding, the study recommends that the organization conduct
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research on the most relevant method of performance appraisal to provide accurate
performance results for employees. The study also noted that feedback given after
appraisals was not perceived as fair by the employees. Therefore, the study recommends
that the organization develop fair and consistent metrics to evaluate performance.
Training for supervisors on how to conduct appraisals and give appraisal feedback is also
recommended.
5.5.1.3 Talent Retention Practices and Employee Morale
Based on this study, the organization does not give significant recognition for employee
contribution as a motivational strategy. The study therefore recommends the use of public
and private means of recognizing and appreciating employee contribution to foster
extrinsic motivation and employee morale. The study also established that the
organization does not effectively use a succession planning process. Based on this
finding, the study recommends that the organization develop talent pools from which it
can source talent to fill vacancies as they become available and foster employee retention.
5.5.2 Recommendation for Further Studies
This study investigated the extent to which talent management practices affect employee
morale. However, the research did not exhaust all factors affecting employee morale.
Therefore, research needs to be done to determine other factors that may lead to increased
employee morale. Furthermore, this research was based on a private institution in the
banking industry. Research on public institutions and other industries is recommended to
determine if the findings are similar and to give a more accurate conclusion to the factors
affecting employee morale.
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APPENDIX I: QUESTIONNAIRE
EFFECT OF TALENT MANAGEMENT PRACTICES ON EMPLOYEE
MORALE
This questionnaire assists in data collection for academic purpose. The research intends to
give an analysis of the effect of talent development, performance management and talent
retention practices on employee morale. All information obtained will be handled with
high level of confidentiality. Please do not incorporate identification or names in this
questionnaire.
Please answer every question by using either a cross(x) or tick (√) in the option that
applies.
SECTION A: DEMOGRAPHIC FACTORS
Please tick the most appropriate answer (√/x)
1. Age

25 and below
26-30yrs
31-35yrs
36-39yrs
40yrs and above

2. Gender

Male

3. Marital status: Married

Female
Single

Widowed

4. Which is your highest education level?
Certificate
Diploma
Degree
5. How long have you worked in the organization?
Less than 1 year
1-2 years
3-5 years
6-10 years
More than 10 years
6. Which level of the organization do you work in?
Top
Middle
Lower
Entry
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Masters

Divorced

PHD

SECTION B: EFFECT OF TALENT DEVELOPMENT PRACTICES ON
EMPLOYEE MORALE
Please indicate your opinion as per the level of disagreement or agreement with the
outline statement using the provided 1 to 5 scale guidelines.
1= Strongly Agree, 2= Agree, 3= Neutral, 4 =Disagree, 5= Strongly Disagree
TALENT PLANNING
7.

I know the company mission, vision and strategy

8.

My job is directly linked to achieving the business strategy

9.

There are enough people in my department to complete tasks
efficiently

10. My organization uses corporate social responsibility to attract talent
11. Internal recruitment process is common in the organization
12. Networking sites, referrals, adverts and poaching from competitors’
are used as external sources of talent in my organization
TRAINING
13. My organization offers training and development programs
14. Training has increased my skills and knowledge
15. Training has enabled me to increase or improve my competencies
16. Training is conducted individually
17. Team-based training is offered
18. My organization conducts evaluation to assess training exercises
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1

2

3 4

5

SECTION C: EFFECT OF PERFORMANCE MANAGEMENT PRACTICES ON
EMPLOYEE MORALE
Please indicate your opinion as per the level of disagreement or agreement with the
outline statement using the provided 1 to 5 scale guidelines.
1= Strongly Agree, 2= Agree, 3= Neutral, 4 =Disagree, 5= Strongly Disagree
PERFORMANCE APPRAISAL
19. My organization conducts performance appraisals
20. Individual Performance standards are used to develop
performance appraisals
21. I am satisfied with how performance appraisals are conducted
22. My evaluator gives me fair and relevant feedback after appraisals
23. The appraisal method used is appropriate for my job
24. Salaries, rewards and promotions are tied to appraisals
THE BALANCED SCORECARD
25. I know what a balanced scorecard is
26. The Balance score card is used to measure performance in my
organization
27. The balanced scorecard measures are clear and achievable
28. My organization has outlined key performance indicators
29. My job is directly linked to these KPIs
CHALLENGES FACING PERFORMANCE
MANAGEMENT
30. My organization’s goals are realistic and achievable
31. Performance measures are linked to the organizational strategy
32. The organizational culture fosters performance management
33. My organization has transformational leadership
34. Change is well managed in my organization
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1

2

3

4 5

SECTION D: EFFECT OF TALENT RETENTION PRACTICES ON EMPLOYEE
MORALE
Please indicate your opinion as per the level of disagreement or agreement with the
outline statement using the provided 1 to 5 scale guidelines.
1= Strongly Agree, 2= Agree, 3= Neutral, 4 =Disagree, 5= Strongly Disagree
MOTIVATION
35. Motivation practices are both financial and non-financial
36. My organization shows recognition for employee contribution
37. My organization offers a conducive work environment
38. Working hours allow for work-life balance
COMPENSATION MANAGEMENT
39. Compensation is fair and unbiased
40. My organization uses incentives to increase employee morale
41. The compensation package increases my morale
42. Employee retention is due to good compensation packages
SUCCESSION PLANNING
43. My organization has a succession planning process
44. Succession planning increases my commitment to the company
45. Succession planning is fair and unbiased
46. Succession planning increases opportunities for high potential workers
OVERALL LEVEL OF EMPLOYEE MORALE
47. My morale is high due to the organization’s talent development
practices
48. My organization’s performance management practices have increased
my morale
49. My morale is high because of the talent retention practices at my
organization
50. My overall morale as an employee is high

THANK YOU FOR YOUR PARTICIPATION
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APPENDIX II: RESEARCH BUDGET
Budget Line Items

Cost (in Ksh.)

1. Proposal Development


Materials

1,000



Printing

1,000



Photocopying

500

2. Data Collection (Fieldwork)


Photocopying



Travelling

2,000



Research assistant

5,000

500

3. Data Analysis and interpretation


3,500

Data analysis

4. Report writing and dissemination


Report writing



Printing

2,000



Binding

500



Dissemination

-

1,000

TOTAL COST

17,000
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APPENDIX III: IMPLEMENTATION SCHEDULE
Timeframe
Research Activity

Start

Finish

Duration

Proposal Development

October 2016

December 2016

10 Weeks

Data collection (Fieldwork)

January 2017

February 2017

6 Weeks

Data analysis

February 2017

March 2017

3 Weeks

April 2017

3 Weeks

May 2017

3 Weeks

Data

analysis

and March 2017

interpretation
Report writing

April 2017

Report dissemination

May 2017

3 Weeks
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