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Abstract: The rate of employee turnover can affect the performance of an organization and therefore employee retention is considered 

of utmost importance globally. Hence, this study sort to investigate the influence of promotion practices opportunity and performance of 

employees’ retention in firms. The study was conducted using survey design to establish the relationship between variables. The target 

population was 2940 employees of beverage firms in Kenya and the sample size was 352 employees which was calculated using Taro 

Yamanes formula. The study adopted structured questionnaires to get answers of the research questions. Questionnaires were used to 

collect data and later on analysed using descriptive statistics and presented in frequency tables. It was established that promotion 

practices opportunity showed a positive correlation with retention of employees in beverage processing firms. The study also, revealed 

that beverage processing firms promote their employees based on merits and promotion offered an opportunity for advancement. 

However, the study established that beverage processing firms had promotion policy that employees are not aware of its existence. 

Therefore, the study recommended that beverage processing firms should make aware of promotion policy to its employees through 

proper communication channel from the top management.  
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1. Introduction 
 

In today‟s competitive global market the only strategy for 

organizations to improve workforce productivity radically 

and enhance retention is to seek to optimize their 

workforce through comprehensive training and 

development programmes. Low turnover ensures that 

organization is retaining their competent employees by 

providing them superior environment, which increases the 

performance of individual employee Ayodo et al, (2014, as 

cited in Waleed Hassan et.al 2013). Employee retention is 

a key factor in an organizations‟ success (Lyria, 

Namusonge & Karanja, 2014). However, nowadays many 

organizations globally find it difficult to retention their 

employees and this has been occasioned by globalization 

mobility of highly skilled employees (Ng‟ethe, Iravo & 

Namusonge, 2012). Many scholars are in agreement that 

employees will leave companies in search of better 

payments packages, better career and development 

opportunities and job satisfaction among other factors 

(Shen & Hall, 2009). 

 

In United Kingdom a survey of London health service staff 

showed that poor working conditions and lack of better 

facilities were top on the list of factors affecting retention 

while compensation ranked fourth (Trust, 2005). In Kenya, 

(Messah & Kubai, 2011) carried out a survey of factors 

influencing agent retention in insurance industry in Kenya 

and observed that basic pay, training and development, 

promotion ranked highest on factors that employee would 

consider while moving to another organization. According 

to Mensah (2014) he established that majority of managers 

consider retention of their best employees to be an 

important part of their long term business strategy but 

many organisations do not have a framework in place to 

effectively retain their employees. Studies reviewed in the 

literature indicate that retention factors vary from one 

industry to the other and a factor could rank high in one 

industry, lower or is totally irreverent. It is this diversity in 

retention from one organization to another that this study 

wanted to investigate the influence of promotion practice 

and employee retention in selected beverage processing 

firms in Kenya. 

 

2. Literature Review 
 

Promotional opportunities refer to the degree an employee 

perceives his or her chances to grow and be promoted 

within the organization. Employees expect to work in jobs 

that provide them with opportunities to be promoted to 

new and challenging positions. Dockel (2003) strongly 

argues that people should not only be rewarded financially 

but they should also be offered opportunities to grow 

within the organization. Promotion offers opportunities for 

advancement and is also one of Herzberg motivators 

which can be used to enhance retention. Employees who 

feel stagnant in their positions generally are not motivated 

and will not stay in unfulfilling positions. On the other 

hand, employees who are promoted receive increased pay, 

high status and their esteem is boosted, resulting in 

increased job satisfaction unlike employees who stagnate 

in the same position. Promotion systems and procedures 

can play a major role in retention within the company 

affecting the need to leave for career progression 

elsewhere. Since it is not possible to promote all 

employees, Kipkebut (2010) recommends that the 
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promotion procedures must be seen to be fair, clear and 

objective thereby mitigating the negative feelings of 

employees who are not promoted. Armstrong (2010), 

argues that the aim of the promotion procedures of a 

company should be to enable management to obtain the 

best talent available within the company to fill more senior 

posts and second, to provide employees with the 

opportunity to advance their careers within the company, 

in accordance with the opportunities available (taking into 

account equal opportunity policies) and their own abilities. 

In any organization where there is frequent promotional 

moves and where promotional arrangements cause 

problems, it is advisable to have a promotion policy and 

procedure which is known by both the management and 

employees and which would be adhered to always. 

 

Promotion policy and guidelines are crucial in every 

organization. The policy should state the organization‟s 

intention to promote from within wherever this is 

appropriate as a means of satisfying its requirements for 

high quality staff. The policy could, however, recognize 

that there will be occasions when the organization‟s 

present and future needs can only be met by recruitment 

from outside. In addition, the policy should state that 

employees will be encouraged to apply for internally 

advertised jobs, and will not be held back by the line 

managers, however reluctant the latter may be to lose them 

(Armstrong, 2010).Career minded employees consider 

career growth and development as a crucial deciding factor 

in their decision to remain in an organization or leave. 

Where growth is not guaranteed, employees leave for 

alternative employment. Career growth in terms of 

promotion help employees to plan for the future and to be 

better equipped with the right skills in order to remain 

competitive. As vacancies occur, employees must be given 

equal opportunity and necessary encouragement to apply 

alongside external candidates for higher positions within 

the organization. When the employees have the 

opportunity to be promoted they tend to build their career 

life around the organization and this can inform their 

decision to remain. Managers should also focus on helping 

employees progress in their career especially young and 

inexperienced ones who if unable to get on with their jobs 

are likely to leave the organization for another which they 

consider offers better job prospects (Michael, 2008). 

 

Tettey (2006) observes that the promotional procedures in 

African Universities are long, stressful and cumbersome 

while the requirements are unreasonable and indicate that 

academics are frustrated by the inconsistencies and rigidity 

in the application of the promotion criteria. In a study of 

Nigerian higher education institutions Mallam (1994) 

found that the second most influential factor on voluntary 

turnover was the opportunity for promotion. It is not 

merely the lack of promotions itself which was seen as a 

problem by academics, but also the criteria on which it 

was based. The study of job satisfaction and performance 

of Government Employees in UAE by Mohamed E 

Ibrahim, Sabri Al Sejini and Omaima Abdul Aziz Al 

Qassimi (2004) discovered that self-rated performance, 

position and nationality were significant factors affecting 

some job satisfaction facets (i.e., pay and benefits, 

professional development, and work environment). 

Employees will demonstrate pleasurable positive attitudes 

when they are satisfied with their job (Jain, Jabeen, Mishra 

& Gupta: 2007). Thus, high job satisfaction of employees 

will increase the productivity of an organization in turn 

will increase the organizational overall performance. A 

majority of researcher‟s measure job satisfaction on the 

basis of employee‟s attitude towards the job, relations with 

co-workers, supervision, company policy and support, 

promotion, and pay (DeVane & Sandy, 2003). 

Promotional opportunities refer to the degree an employee 

perceives his or her chances to grow and be promoted 

within the organization. Employees expect to work in jobs 

that provide them with opportunities to be promoted to 

new and challenging positions. Dockel (2003) strongly 

argues that people should not only be rewarded financially 

but they should also be offered opportunities to grow 

within the organization. Employees who feel stagnant in 

their positions generally aren‟t motivated and will not stay 

in unfulfilling position. Promotion offers opportunities for 

growth and is also one of Herzberg motivators which can 

be used to enhance retention. 

 

3. Research Methodology  
 

The study was conducted using survey design to establish 

the relationship between variables. The target population 

was 2940 employees of beverage firms in Kenya and the 

sample size was 352 employees which was calculated 

using Taro Yamanes formula. The study adopted 

structured questionnaires to get answers of the research 

questions. Unstandardized questionnaires were used to 

collect data and later on analysed using descriptive 

statistics and presented in frequency tables. Piloting was 

conducted using Cronbach Alpha and all Coefficients were 

above 0.7 implied that reliability of the data collection 

instrument was good. 

 

4. Research Findings and Discussion 
 

The study sought to determine the influence of promotion 

practice opportunity and employee retention in beverage 

processing firms in Kenya. The respondents were asked to 

indicate the influence of promotion practice opportunity 

and employee retention in selected beverage processing 

firms in Kenya. This was on a scale of strongly agree, 

agree, undecided, disagree and strongly disagree. The 

score of strongly agree represented very high influence of 

promotion and employee retention and was taken to be 

equivalent to mean score of 4.1 to 5.0 on the likert scale. 

The score agree represented high influence of promotion 

and employee retention and was taken to be equivalent to a 

mean score of 3.1 to 4.0. The score undecided represented 

neutral influence of promotion and employee retention and 

was taken to be equivalent to mean score of 2.1 to 3.0. The 

disagree scores represented low influence of promotion 

and employee retention and was taken to be equivalent to 

mean score of 1.1 to 2.0 and the score strongly disagree 

represented influence of promotion and employee 

retention and was taken to be equivalent to mean score of 

0.1 to 1.0. A standard deviation of more than one implies a 

significant difference in respondents. A result of the 

analysis is presented in Table below. 
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Table 4.8: Results of promotion practice opportunity 

Statements on promotion 
Strongly 

disagree (%) 
Disagree (%) Undecided (%) 

Agree 

(%) 

Strongly 

agree (%) 
Mean Std. Deviation 

1. There is a company 

policy on promotion 
18 27.7 4.5 41.9 8 2.94 1.318 

2. Promotion is based on 

merit in our company 
9 28.7 4.5 41.9 15.9 3.27 1.279 

3. Promotions are regular 

in our company 
13.5 49.1 12.5 21.5 3.5 2.52 1.077 

4. Promotion criteria is 

fair in our company 
9 66.1 8 13.5 3.5 2.36 .944 

5. Internal promotions are 

more than external promotions in 

our company 

9 55.7 0 22.8 12.5 2.74 1.258 

 

From the study findings in Table above, it was found that 

beverage processing firms promote their employees based 

on merit which was rated high at 3.27 on the scale of 1 to 

5. However, it was established that employees of beverage 

processing firms are unsure whether the firm had a 

promotion policy, whether promotions are done regular, 

whether promotion criteria is fair and whether internal 

promotions are more than external promotions which were 

rated as 2.94, 2.52, 2.36 and 2.74 respectively. 

  

Based on the study findings, it was established that 

beverage processing firms promote their employees based 

on merits. Promotion offers opportunities for advancement 

and is also one of Herzberg motivators which can be used 

to enhance retention. Employees who feel stagnant in their 

positions generally are not motivated and will not stay in 

unfulfilling positions. 

 

Nevertheless, the study established conflicting results on 

promotion policy that some employees are not aware 

whether the promotion policy is in place in beverage 

processing firms. These conflicting results maybe as result 

of lack of proper communication channel from top 

management to employees that they have clear promotion 

policy. Thus it is important for beverage processing firms 

to have promotion policy and well communicated to the 

employees. According to Armstrong (2010) established 

that promotion policy and guidelines are crucial in every 

organization. The policy should state the organization‟s 

intention to promote from within wherever this is 

appropriate as a means of satisfying its requirements for 

high quality staff. The policy could, however, recognize 

that there will be occasions when the organization‟s 

present and future needs can only be met by recruitment 

from outside. In addition, the policy should state that 

employees will be encouraged to apply for internally 

advertised jobs, and will not be held back by the line 

managers, however reluctant the latter may be to lose 

them. 

 

In addition, the study established that some employees in 

beverage processing firms are not sure whether promotions 

are done regular or promotion criteria are fair. This study 

concurred with the study of Tettey (2006) who observed 

that the promotional procedures in African Universities are 

long, stressful and cumbersome while the requirements are 

unreasonable and indicate that academics are frustrated by 

the inconsistencies and rigidity in the application of the 

promotion criteria. Thus beverage processing firms are 

required to inform employees‟ promotion criteria and 

when the promotions are conducted so that employees can 

plan for promotions. Equally, employees in beverage 

processing firms are not aware that internal promotions are 

more than external promotions. Beverage processing firms 

should have a clear policy outlining internal and external 

promotions. For example beverage processing firms can 

first provide promotion opportunity to internal staff and if 

skills are not available they can source externally. 

 

The study also, conducted regression analysis so as to 

determine the influence of promotion practice opportunity 

and employee retention in selected beverage processing 

firms in Kenya. The hypothesis tested was: Promotion 

practice opportunity has no significant influence on 

employee retention in selected beverage processing firms 

in Kenya. The findings are indicated below. 

 

Table: Model Summary
b
 of promotion practice 

Model R R Square 
Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .442a .195 .192 3.90330 

a. Predictors: (Constant), Promotion 

b. Dependent Variable: Retention 

 

The linear regression model showed that adjusted R
2
= 

0.345 which means that 34.5 percent change of employee 

retention in selected beverage processing firms in Kenya 

can be explained by a unit change of promotion practice. 

The result is shown in table above. Also, the result 

indicated that one unit change in promotion translates to 

45.5 percent change in beverage processing firms in Kenya 

and therefore, promotion practice has influence on 

employee retention in beverage processing firms in Kenya. 

 

Further test on ANOVA showed that the significance of 

the F-statistic (152.5) is less than 0.05 since p value, 

p=0.00, as indicated in table below. This implied that there 

is a positive significant relationship between training 

practice and employee retention in beverage processing 

firms in Kenya. 

 

Table: ANOVA
a
 of promotion practice 

Model 
Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

1 

Regression 1060.922 1 1060.922 69.634 .000b 

Residual 4372.670 287 15.236   

Total 5433.592 288    

a. Dependent Variable: Retention 

b. Predictors: (Constant), Promotion 
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Further test on the beta coefficients of the resulting model, 

showed that the constant β= 7.203 if the independent 

variable of promotion practice is held constant then there 

will be a positive on employees retention in beverage 

processing firms in Kenya by 7.203. The regression 

coefficient for promotion practice was positive and 

significant (β = 0.44) with a t-value=8.345 (p-

value<0.001) implying that for every 1 unit increase in 

promotion practice, employees retention in beverage 

processing firms in Kenya is predicted to increase by 0.44 

units and therefore hypothesis was rejected as shown in 

Table below. 

 

Table: Coefficients
a
 of promotion practice 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

B Std. Error Beta 

1 
(Constant) 7.203 .767  9.392 .000 

Promotion .440 .053 .442 8.345 .000 

a. Dependent Variable: Retention 

 

From the results it was established that promotion 

opportunity significantly influence employees‟ retention in 

beverage processing firms in Kenya. This finding 

concurred with the studies reviewed in the literature that 

promotion would retain employee in an organization. For 

example, Dockel (2003) strongly argues that people should 

not only be rewarded financially but they should also be 

offered opportunities to grow within the organization. 

Employees who feel stagnant in their positions generally 

aren‟t motivated and will not stay in unfulfilling position. 

Promotion offers opportunities for growth and is also one 

of Herzberg motivators which can be used to enhance 

retention. Thus, Kipkebut (2010) noted that the promotion 

procedures must be seen to be fair, clear and objective 

thereby mitigating the negative feelings of employees who 

are not promoted. 

 

5. Conclusion and Recommendations 
 

From the study findings it could be concluded that 

beverage processing firms promote their employees based 

on merits and this promotion offered an opportunity to 

employee for advancement. It also acts as a motivator 

which can be used to enhance retention of employees. 

However, it could be concluded from the study that 

beverage processing firms have promotion policy that 

employees are not aware of its existence. This could be as 

result of poor communication from the top management. 

Thus it is important for beverage processing firms to have 

promotion policy clearly spelt out to the employees. 

Further, the study concludes that promotion practice had a 

positive correlates with retention of employees in beverage 

processing firms. This implied that promotion practice 

influence positively employees retention in beverage 

processing firms in Kenya and therefore hypothesis was 

rejected. 

 

Basing on promotion, the study revealed that beverage 

processing firms promote their employees based on merits 

and promotion offered an opportunity for advancement. 

Thus, the study recommends that firms should promote 

their employees based on merits as a way of motivating 

and retaining them. However, the study established that 

beverage processing firms had promotion policy that 

employees are not aware of its existence. Therefore, the 

study recommends that beverage processing firms should 

make aware of promotion policy to its employees through 

proper communication channel from the top management. 

 

References 
 

[1] Ahmad, K. Z., and Bakar, R. A. (2003) The 

association between training and organizational 

commitment among white collar workers in 

Malaysia. International Journal of training and 

development 7 (3).  

[2] Armstrong, M. A. (2010) Handbook of Human 

Resource Management Practice. London: Kogan 

Page Limited.  

[3] Armstrong M. A., (2009) Handbook of Human 

Resource Management Practice London: Kogan 

Page Limited.  

[4] Ayodo, I. A., Namusonge, G. S., Ayodo, K. & 

Maluti, V. (2014) Influence of Training on 

Employee Retention in Public Universities In 

Kenya: Case Of The University Of Science And 

Technology-Kenya International Journal for 

Management Science and Technology, 2 (4).  

[5] Babin, B. J., and Boles, J. S. (1996) "The effects of 

perceived co-worker involvement and supervisor 

support on service provider role stress, performance 

and job satisfaction", Journal of Retailing, Vol. 72 

No. 1, pp. 57-75.  

[6] Barringer, B. R., Jones, F. Neubaum, D. (2005) A 

quantitative Content Analysis of the characteristics 

of rapid growth firms and their Founders. Journal of 

business ventures vol. 2 No. 3 

[7] Bashir, S., Tirmizi, S. R., Noor, A., & Shoaib, M. 

(2009) Determinants of Employee Retention in 

Telecom Sector of Pakistan 

[8] Beardwell J., & Claydon, T. (2007) Human 

Resource Management: A contemporary Approach 

London: Prentice Hall 

[9] Benson, G. S. (2006) Employee development, 

commitment and intention to turnover: a test of 

„employability‟ policies in action. Human Resource 

Management Journal, 16: 173–192.  

[10] Boachie-Mensah F, Dogbe O. (2011) Performance-

Based pay as a motivational tool for achieving 

organisational performance: an exploratory case 

study. International Journal for business 

management 

[11] Bohlander, G. W., & Snell, S. (2007) “Managing 

Human Resources” (14th ed.). Cengage Learning. 

New York.  

[12] Branham, L. (2001). Keeping the People who keep 

you in Business: 24 Ways to Hang on your most 

Valuable Talent. New York: Amacom.  

[13] Bratton, J. and Gold, J. (2001) Human Resource 

Management Theory and Practice. Hound Mills, 

Palgrave Macmillan.  

[14] Bratton, J., & Gold, J. (2009) Human resource 

management: theory and practice. (3rd ed.), 

Hampshire: Palgrave Macmillan 

Paper ID: 11081904 10.21275/11081904 2109 



International Journal of Science and Research (IJSR) 
ISSN: 2319-7064 

ResearchGate Impact Factor (2018): 0.28 | SJIF (2018): 7.426 

Volume 8 Issue 8, August 2019 

www.ijsr.net 
Licensed Under Creative Commons Attribution CC BY 

[15] Cardy, R. L., and Selvarajan T. T. (2004) Assessing 

ethical behaviour: Development of behaviourally 

anchored rating scale, Proceeding of Southern 

Academy Management Meeting Chacha, N. C. 

(2004) Reforming Higher Education in Kenya: 

Challenges, Lessons and Opportunities. State 

University of New York Workshop with the 

Parliamentary Committee on Education, Science 

and TechnologyNaivasha Kenya 

[16] Chen H. M., & Min K. J (2004) The role of human 

capital cost in accounting Journal of Intellectual 

capital, 5 (1):116-131.  

[17] Chew, J. C. (2004) The Influence of Human 

Resource Management Practices on Retention of 

Core Employees of Australian Organizations Ph. D. 

Thesis, Murdoch University 

[18] Chiboiwa, W. M., Samuel, M. O., & Chipunza J. 

(2010) An Examination of Employee Retention 

Strategy in a Private Organisation in Zimbabwe: 

African Journal of Business Management, 4 (10), 

2103- 2109.  

[19] Chimpunza, , Cand Samuel, O. (2009) Employees’ 

Retention and Turnover: using Motivational 

variables as panacea African Journal of Business 

Management Vol 3 (8).  

[20] Coens T, & Jenkins M, (2002) Abolishing 

performance appraisal: Why they backfire and what 

to do instead. Berrett-Koekler, San Francisco, C. A. 

USA.  

[21] Cole, G. T., (2005) Organisational Behaviour: 

Theory and Practice. UK: Thomson Learning.  

[22] Collins, D. (1998) Organizational Change: 

Sociological Perspectives, USA: Routledge.  

[23] Daly, C. J., & Dee, J. R. (2006) Greener Pastures: 

Faculty Turnover Intent in Urban Public 

Universities. Journal of Higher Education, 77. 5 

(8/9), 59-64.  

[24] Dibble, S. (1999) Keeping your Valuable 

Employees: Retention Strategies for your 

Organisation. Canada: John Wiley & Sons, Inc.  

[25] Dockel, A. (2003) The Effect of Retention Factors 

on Organisational Commitment: An Investigation of 

High Technology Employees. Master of Human 

Resource Thesis. University of Pretoria.  

[26] Erdogan B. (2002) Antecedents and consequences 

of justice perception in performance appraisals. 

Hum. Resource Management Rev. 12 (4): 555-578.  

[27] Gerhart, B. (2005) “Human resources and business 

performance: findings, unanswered questions, and 

an alternative approach”, Management Review, Vol. 

16 No. 2, pp. 174-186.  

[28] Gordon, G. G. (1965) The relationship of satisfiers 

and dissatisfiers to productivity, turnover and 

morale, American Psychologist. 20, 499-502 

[29] Government of Kenya (GoK), (2006) 

Transformation of Higher Education and Training 

in Kenya: Report of the Public Universities 

Inspection Board. Nairobi: Government Printers.  

[30] Government of Kenya (GoK), (2007). Code of 

Regulations for Civil Servants Kenya: Nairobi. 

Government Printers.  

[31] Greenberg, J., and Baron, R. A. (2003) Behavior in 

Organizations: Understanding and Managing the 

Human Side of Work. Englewood Cliffs, NJ: 

Prentice 

[32] Gruman & Saks., (2011) Performance management 

and employee engagement. Human Resource 

Management Review 21 123–136  

[33] Guma, P. V. (2011) Organisational Factors 

Impacting on Employee Retention. Master of 

Business Administration Thesis, Nelson Mandela 

Metropolitan University 

[34] Hamidi Y. (2010) The effect of performance 

appraisal result on personnel‟s motivation and job 

promotion. Australian Journal of Basic and Applied 

Sciences 4 (9): p. 4178-4183.  

[35] Harting, D. (2008) Employees -Your Most Valuable 

Asset. http://ezinearticles.com/expert 

Dennis_Harting, accessed on 25 July, 2011.  

[36] Holtom, B. C., Mitchell, T. R., Lee, T. W., & 

Inderrieden, E. J. (2005) Shocks as Causes of 

Turnover: What they are and How Organizations 

can Manage them.  

[37] Horsoo, S. K., (2010) Employee Performance 

Appraisal, Rewards and Recognitions A Case Study 

of Barclays Bank of Ghana Limited, Kumasi, 

Institute of Distance Learning, KNUST.  

[38] Hughes, J. C. (2008) Talent Management; A 

Strategy for Improving Employee Recruitment, 

Retention and Management within Hospitality 

Organisations. Journal of Contemporary Hospitality 

Management Education 20 (7), 743- 757 

[39] Huselid, M. A. (1995) “The impact of human 

resource management practices on turnover, 

productivity and corporate financial performance”, 

Academy of Management Journal, Vol. 38 No. 3, 

pp. 635-672.  

[40] International Labour Conference, 97th Session, 

(2008) Skills for improved productivity, 

employment growth and development. International 

Labour Office,  

[41] Johnshrud, L., & Rosser, J. (2002) Faculty 

Members‟ Morale and their Intention to Leave: 

Multilevel Explanation. Journal of Higher 

Education, 73 (4), 518 - 542.  

[42] Kamoche, K. N., Nyambegera, S. M., & Mulinge, 

M. M. (2004) Managing Human Resources in 

Africa London: Routledge.  

[43] Karia, N., & Asaari, M. H. A. (2006). The effects of 

total quality management practices on employees‟ 

work related attitudes. The TQM Magazine, 18 (1), 

30- 43.  

[44] Khan, M. A. (2010). Effects of human resource 

management practices on organisational 

performance - an empirical study of oil and gas 

industry in Pakistan. European Journal of 

Economics, Finance and Administrative Sciences, 

24, 158-175.  

[45] Kipkebut, D. J. (2010) Organisational Commitment 

and Job Satisfaction in Higher Educational 

Institutions: The Kenyan Case. PhD thesis, 

Middlesex University.  

[46] Korsgaard, M. A., Roberson, L. and Klein, D. A. 

(1991), "The effect of self-appraisal and 

participation on subsequent performance", Paper 

Paper ID: 11081904 10.21275/11081904 2110 

http://ezinearticles.com/expert


International Journal of Science and Research (IJSR) 
ISSN: 2319-7064 

ResearchGate Impact Factor (2018): 0.28 | SJIF (2018): 7.426 

Volume 8 Issue 8, August 2019 

www.ijsr.net 
Licensed Under Creative Commons Attribution CC BY 

presented at the Society for Industrial and 

Organizational Psychology Conference, 1991.  

[47] Kochachathu, P. (2010) Influence of Human 

Resource Practices on Employee Retention 

Master‟s Thesis, University of Malaysia.  

[48] Kothari, C. R (2009). Research Methodology: 

Methods and Techniques. New Delhi: New Age 

International Publishers.  

[49] Kuvaas, B. (2006) "Performance appraisal 

satisfaction and employee outcomes: mediating and 

moderating roles of work motivation", International 

Journal of Human Resource Management, Vol. 17 

No. 3, pp. 504–522.  

[50] Law DR (2007). Appraising performance 

appraisals: A critical look at external control 

techniques. Intl. J. Reality Therapy, 16 (2): 18-25 

[51] Lewa, P. (2009) Talent Management Strategies for 

Increased Competitiveness. United States 

International University (USIU-Kenya) 

Colloquium, 20th May, 2009.  

[52] Lepilale, J. (2009) The relationship between 

employee retention management practices and 

voluntary labour turnover in Five Star Hotels in 

Nairobi. University of Nairobi 

[53] Lepper, M. R., & Malone, T. W. (1987) Intrinsic 

motivation and instructional effectiveness in 

computer-based education.  

[54] Lowenberg, G. and Conrad, K. A. (1998) Current 

Perspectives in Industrial/Organizational 

Psychology. Boston, MA: Allyn & Bacon.  

[55] LyriaR. K., Namusonge, G. S., & Karanja, K. 

(2014) Effect Of Talent Retention On Organisation 

Performance In Companies Listed In Nairobi 

Securities Exchange In Kenya. European Journal of 

Business and Social Sciences 3 (1), 47-58  

[56] Maslow, A. H. (1954) Motivation and Personality: 

NY: Harper.  

[57] Mathis, R. L., & Jackson, J. H. (2005) Human 

Resources Management (3rd ed.). Thompson, 

Bangalore.  

[58] McKeown, E. (2010) Retention in the Upswing. 

Training and Development, 22. McKeown, J. L. 

(2002). Retaining Top Employees New York: 

McGraw- Hill.  

[59] McNamara, C. (2005). Human Resource 

Management and Talent Management Authenticity 

Consulting LLC.  

[60] Metcalf, H., Rolfe P., & Weale. M. (2005) 

Recruitment and Retention of Academic Staff in 

Higher Education. National Institute of Economic 

and Social Research, Research Report RR 658.  

[61] Mtazu, S. P. (2009) Evaluating Remuneration and 

Reward Systems at Lobels Bread. Master of 

Business Administration Thesis, Nelson Mandela 

Metropolitan University‟s Business School 

[62] Michael, S. O. (2008) Using Motivational Strategy 

as Panacea for Employee Retention and Turnover in 

Selected Public and Private Sector Organisations in 

the Eastern Cape Province of South Africa. Master 

of Commerce Thesis, University of Fort Hare.  

[63] Mondy R (2008) Human Resource Management 

10th ed., New Jersey: Prentice Hall.  

[64] Moon, C., Lee, J., Jeong, C., Lee, J., Park, S. & 

Lim, S. (2007) An Implementation Case for the 

Performance Appraisal and Promotion Ranking, in 

IEEE International Conference on System, Man and 

Cybernetics, 2007.  

[65] Muceke, E. Iravo, & G. S. Namusonge (2012) 

Determinants of Academic Staff Retention in Public 

Universities in Kenya: Empirical Review. 

International Journal of Humanities and Social 

Science Vol. 2 No. 13; July 2012 

[66] Mugenda and Mugenda (2008) Research Methods 

(3rdedition) Jomo Kenyatta Publishers. Nairobi. 

Kenya 

[67] Mulvaney M. A, McKinney W. R, & Grodsky R, 

(2008) The development of a pay- for-performance 

appraisal system for public park and recreation 

agencies: A case study. J. Park and Recreation 

Admin., 26 (4):126156.  

[68] Munsamy, M., & Venter, B. A. (2009) Retention 

Factors of Management Staff in the Maintenance 

Phase of their Careers in Local Government. SA 

Journal of Human Resource Management, 7 (1), 

187-195.  

[69] Nambuswa E, J. M., Namusonge, G. S. & Kinali 

(2014) Determinants of Effectiveness of Employee 

Performance Appraisal System in Institution of 

Higher Learning: A Survey of Public Universities in 

Nakuru County. European Journal of Business and 

Management Vol. 6No. 8, 2014  

[70] Namusonge, G. S., Karanja, K, & Mutua, SM 

(2012) „Role of Human Resource Management 

Practices on Performance of Financial Cooperatives 

Based in Nairobi County, Kenya‟ International 

Journal of Humanities and Social Science, Vol. 2 

No. 22, pp. 289-297.  

[71] Newman, A., Thanacoody, R., & Hui., W. (2010) 

The Impact of Employee Perceptions of Training on 

Organisational Commitment and Turnover 

Intentions: A Study of Multinationals in the Chinese 

Service Sector 

[72] Ng‟ethe, J. M., Iravo, M. E., & Namusonge, G. S. 

(2012) Determinants of academic staff retention in 

Public universities in Kenya: Empirical review 

International Journal of Humanities and Social 

Science, 2 (13), 205212.  

[73] Nzuve S. N. M (2007) Management of human 

resources; a Kenyan perspective, Nairobi, basic 

modern management consultants  

[74] Obwogi, J. (2011) Factors that Affect Quality of 

Teaching Staff in Universities in Kenya PhD Thesis. 

Jomo Kenyatta University of Agriculture and 

Technology 

[75] Orodho, C. R. (2003) Elements of Education and 

Social Science Research Methods (2nd Edition) 

Kanezja Publishers New Delhi India 

[76] Pettijohn, C. E., Pettijohn, L. S., Taylor, A. J., and 

Keillor, B. D. (2001) "Are performance appraisals a 

bureaucratic exercise or can they be used to enhance 

sales-force satisfaction and commitment?” 

Psychology & Marketing, Vol. 18 No. 4, pp. 337-

364.  

Paper ID: 11081904 10.21275/11081904 2111 



International Journal of Science and Research (IJSR) 
ISSN: 2319-7064 

ResearchGate Impact Factor (2018): 0.28 | SJIF (2018): 7.426 

Volume 8 Issue 8, August 2019 

www.ijsr.net 
Licensed Under Creative Commons Attribution CC BY 

[77] Phillips, J., & Connell, O. (2003) Managing 

Employee Retention: A Strategic Accountability 

Approach USA: Heinemann.  

[78] Pienaar, C., & Bester, C. L. (2008) Retention of 

Academics in the Early Career Phase. SA Journal of 

Human Resource Management, 6 (2), 32 - 41.  

[79] Price, J. (2001) Reflections on the Determinants of 

Voluntary Turnover: International Journal of 

Manpower, 22 (7), 600-624.  

[80] Pienaar, C., & Bester, C. L. (2008) Retention of 

Academics in the Early Career Phase. SA Journal of 

Human Resource Management, 6 (2), 32 - 41.  

[81] Radivoev, J. (2005) The Retention of Sales 

Consultants in the Security Industry Master of 

Business Management Thesis University of 

Johannesburg 

[82] Rana, T. M., Salaria, M. R., Herani, G. M., & 

Amin, M. A. (2009) Identifying Factors Playing 

Important Role in the Increasing Employee 

Industrial Journal of Management and Social 

Sciences 2 (3).  

[83] Rezghi R. T. (2000) Performance evaluation 

system, Tadbir Publication, No, 114.  

[84] Robbins, P. and Judge, A. (2009) Organizational 

Behavior. New Jersey: Pearson Education, Inc 

[85] Romano, S., Chege, K., Mutua, S., & Musiega, D. 

(2014) Effects of Employee Engagement on 

Employee Retention in Micro-Finance Institutions. 

The International Journal of Business & 

Management (ISSN 2321 – 8916).  

[86] Rosser, V., (2004) Faculty Members‟ Intention to 

leave. A national Study on their Work- life and 

Satisfaction. Research in Higher Education, 45 (3), 

285 -309.  

[87] Samganakkan, S. (2010) mediating role of 

organizational commitment on HR practices and 

turnover intention among ICT professional, 

Management research 

[88] Sanderson, A., Phua, V. & Herda, D. (2000) The 

American Faculty Poll. TIAA- CREF, New York: 

National Opinion Research Center, Illinois: 

Chicago.  

[89] Shoaib, M., Noor A., Tirmizi, S., & Bashir, S. 

(2009) Determinants of Employee Retention in 

Telecom Sector of Pakistan. Proceedings 2nd 

CBRC, Lahore, Pakistan, 14th November, 2009.  

[90] Smither, R. D. (1998) The Psychology of Work and 

Human Performance (3
rd

 ed.). New York: 

Longman.  

[91] Soh K. B. K. (1998) Job analysis, appraisal and 

performance assessments of a surgeon a 

multifaceted approach. Singapore Med J., 39 

(4):180- 185. PMID: 9676152  

[92] Sutherland, M. M., (2004) Factors Affecting the 

Retention of Knowledge Workers. Published PhD 

Thesis, Rand Afrikaans University 

[93] Ssesanga, K, & Garrett, R. M. (2005) Job 

satisfaction of University Academics: Perspectives 

from Uganda. Higher Education, 50, 33-56.  

[94] Stavrou-Costea, E. (2005) Flexible Work Bundles 

and Organisational Competitiveness in Europe: 

Toward a Framework. Journal of Organisational 

Behaviour, 26 

[95] Storey, J. (1992) Developments in the Management 

of Human Resources. Oxford: Blackwell.  

[96] Terrence H. M., & Joyce M., (2004) Performance 

appraisals: ABA labour and employment law 

section, equal opportunity committee.  

[97] Tettey, J. W. (2006). Staff Retention in African 

Universities: Elements of a Sustainable strategy, 

Washington, DC: World Bank.  

[98] Udi, G. (2010) Determinants of Staff Retention in 

Service Organisations: A Case of Consumer Insight 

Ltd. Master‟s Thesis, Jomo Kenyatta University of 

Agriculture and Technology.  

[99] Waleed, A., (2011) The Relationship between 

Human Resource Practices and Employee Retention 

in Public Organisations: An Exploratory Study 

Conducted in the United Arab Emirates. PhD 

Thesis, Edith Cowan University.  

[100] Wangui, A. (2009) Employee retention in local 

Kenyan banks; A case study of Equity bank 

Strathmore Business School, MBA Thesis.  

[101] Wanjiru, S. (2007) Factors that influence employee 

retention in manufacturing firms in Nairobi 

University of Nairobi MBA Thesis.  

[102] Waswa, F., & Katana G. (2008) Academic Staff 

Perspectives on Operating Beyond Industrial 

Actions for Sustainable Quality Assurance in Public 

Universities in Kenya. International Journal of 

Environment, 4 (1), 45-58.  

[103] Yee C. C, & Chen Y. Y., (2009) Performance 

appraisal system using multifactorial evaluation 

model. PWASET, 41: 231-235  

[104] Yousaf, A. (2010) One Step Ahead: Examining New 

Predictors of Affective and Organisational 

Occupational Commitment. PhD Thesis, University 

of Twent 

 

Paper ID: 11081904 10.21275/11081904 2112 




