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ABSTRACT

This study investigated succession planning as a predictor of employee retention at the Teachers Service
Commission. Given that the Teachers Service Commission plays a significant role in determining the education
landscape in Kenya, it was therefore important to explore the factors in employee retention. An explanatory
research design was adopted with emphasis on employees working in TSC headquarters, county, and regional
offices. Stratified random sampling was used to select 380 participants from a total workforce of 3,000 employees
to ensure diverse representation. Data collection employed structured questionnaires for primary data and a data
collection sheet for secondary data. Reliability and validity were tested via a pilot study, and data were analyzed
using descriptive statistics and multiple regression analysis through SPSS version 26. The study findings indicated
that the succession planning variables collectively explained 63.6% of the variation in employee retention (R? =
0.636, Adjusted R? = 0.632), with the model being statistically significant (F = 163.82, p < 0.001). Selective hiring
emerged as a strong predictor (8 = 0.715, p < 0.001), though respondents cited concerns about delayed timelines
and unclear expectations. Talent identification also showed a positive influence (8 = 0.682, p < 0.001), despite
widespread perceptions of irregularity and lack of fairness in its application. Leadership development programs
had a significant but lower impact (8 = 0.551, p < 0.001), hindered by inadequate resource support and weak
feedback integration. Performance-based promotions had a positive but statistically insignificant effect (8 = 0.492,
p = 0.850), indicating that their influence on retention may depend on fairness and transparency in promotion
practices. This research confirms that succession planning practices substantially influence employee retention,
though their effectiveness is moderated by implementation quality. The study recommends strengthening
recruitment practices, enhancing talent management systems, expanding leadership development and training
programs, and reforming promotion policies to build a more committed and stable workforce. These
recommendations are expected to enrich existing knowledge and inform policy at the TSC by guiding the design of
pragmatic human resource strategies that sustain long-term employee engagement and organizational stability.
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INTRODUCTION

Employees are a significant organizational resource
and the behind
organizational initiatives. Without a doubt, they are

primary driving factor
the institution’s important and productive assets,
and maintaining them is a challenging undertaking
that managers confront. Retention of employees is
extremely important for organizations throughout
the world since it has a direct impact on their
overall success and performance. Organizations
invest substantial time, effort, and money in hiring
and training people; high turnover rates can result
in increased labour costs and operational
(Bhatia  and 2024).

Furthermore, long-term employees get significant

disruptions Prashast,
institutional knowledge and skills, which improves
organizational stability and efficiency (Bhatnagar,
2021).

Retaining competent and experienced employee
also contributes to a positive work culture and
develops employee loyalty, resulting in improved
job satisfaction and productivity (Utami, 2020).
Employee turnover can also harm the organization's
reputation, making it difficult to recruit top
personnel in the future (Naseer et al., 2018).
Implementing effective retention strategies is
critical for meeting the different demands of
employees while ensuring organizational growth
and success (Bhatia and Prashast, 2024). This has
been the topic of major interest and inquiry in
various contexts, including the global, African, and

Kenyan contexts.

In countries like South Africa, Ghana, and Ethiopia

in Africa, succession planning becomes the
organization's concern as they work through
peculiarities surrounding talent retention and
development (Mabaso et al., 2021). The great bulge
of youths in Africa, with a large portion of its
young,

opportunities to be groomed and nurtured into

population  being and  providing

leadership is imperative for the future of
organizations (Kamoche and Leigh, 2021). Yet,
limited access to quality education and professional

developments in some of the countries create

barriers for producing a talented skilled workforce
(Fedorova et al., 2020). Due to increased leadership
gaps and the future sustenance pipeline of talent,
organizations have largely invested in succession
planning (Damer, 2020).

In Kenya, retention of employees is a major
challenge in most industries within the country. The
economy has been growing, and since many
professionals are reaching new heights of learning
and skills, they end up mobile as they move from
one organization to another looking for better jobs
(Drivas et al.,, 2020). Organizations in Kenya
continue responding with incentives to these
challenges by offering competitive compensation
packages, employee development programs, and
establishing a conducive working environment
(Lipuku et al., 2022).

Retention of employees is a critical issue in
contemporary HRM, focusing on an organization’s
efforts to retain its workforce and minimize
turnover rates. In today’s dynamic and competitive
landscape, retaining skilled employees is essential
for sustaining organizational success (Bhattacharyya
and Head, 2023). Effective retention strategies
enhance productivity, preserve institutional
knowledge, and significantly contribute to overall
business performance. The increasing pace of
technological advancements and intensified
competition across various sectors underscore the
necessity of retaining qualified personnel (Daley,

2020).

Developing a pipeline of talent to replace leaders
who are in key positions when they retire or leave
the place for other openings (Ghazali et al., 2021).
Selective hiring, talent identification, leadership
development programs, along with performance-
based promotion are strategic measures to secure
leadership continuity in very diverse organizational
environments and towards building organizational
resilience.

In Kenya, various studies have shown that

succession planning is important across varying
sectors including education and insurance. Tawarar
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et al., (2021) state TSC's hiring strategy, which

selects qualified teachers via its recruitment
process, is a major factor in retaining these
teachers, thus lending stability to the workforce.
Kajwang (2022) studied talent identification in the
insurance industry in Kenya and established a
positive relationship between talent identification
strategies and organizational performance, once
again emphasizing the competitive advantage these

confer.

The TSC was established in 1967 by an Act of
Parliament., TSC advises the national government
on matters of teachers and maintains a register of
trained teachers, it is mandated under Article 237 of
the Kenyan Constitution 2010 to recruit teachers,
assigns them to work, promote compensate,
exercise disciplinary control, and transfers them
within the Country. TSC has significantly benefited
the Kenyan economy by insulating and stabilizing
the educational system in Kenya. TSC plays a pivotal
role in enabling the growth of a well-educated and
skilled workforce. This well-educated workforce
contributes significantly to various sectors of the
economy, fostering innovation, productivity, and
economic growth. Serving as one of East and
Central Africa's largest employers, TSC employs
slightly over 3000 employees in its secretariat
offices across the country. It is decentralized into
eight regional offices, 47 county offices, and 338
sub-county offices to better respond to the needs of
teachers.

Problem Statement

Retention of employees is a serious concern for the
TSC, Kenya. High turnover rates averaging 14%
within the public sector causes organizations to lose
massive institutional knowledge, incur increased
costs of recruitment and training, and disrupt the
functioning of service delivery (Kenya National
Bureau of Statistics, 2023). The high turnover
among the employees at TSC not only strains
resources, affect morale of remaining employees
but also affects the organization’s ability to
effectively fulfill its mandate.

Succession planning initiatives at TSC are designed
to nurture future leaders, offer career growth
opportunities, and maintain job satisfaction for
employees in service. However, the extent to which
these initiatives influenced employee retention
remained unclear, as limited research had focused
specifically on the education sector. Previous
studies suggested that well-structured succession
plans could improve retention when employees
perceived potential for career growth (Nyaema &
2019). whether TSC’s
practices provided adequate motivation to retain

Wambua, Nevertheless,

skilled employees remains an open question.

The public sector of Kenya has been a focus of
research. Nyaema and Wambua (2019) identified
key factors influencing employee retention, such as
job satisfaction, organizational commitment, and
employee engagement. Their study recommended
enhancements in compensation packages and
career development pathways to improve retention.
Although Wambua's study addressed several public
sector institutions broadly, it did not explore the
potential role of succession planning initiatives on
retention in the context of TSC, which this study

addressed.

Similarly, Ooko (2020) found a strong correlation
between employee engagement and retention
rates, illustrating that employees actively engaged
in their roles were less likely to leave. While the
study suggested broad employee engagement
interventions, it did not provide detailed insights
into how these applied to employees at TSC. This
research gap lay in its failure to specifically
investigate succession planning as a strategic
initiative for enhancing employee engagement and
retention. Moreover, by focusing on public sector
organizations generally, the study omitted the

unique experiences and perceptions of TSC
employees.
Existing literature also indicated that well-

structured succession planning practices could lead
to improved retention rates by 10-15% when
employees perceived clear opportunities for career
& Head, 2023).

advancement (Bhattacharyya
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However, a conceptual gap persisted due to the lack
of empirical data examining the specific impact of
succession planning initiatives such as selective
hiring, talent identification, leadership development
programs, and performance-based promotions on
employee retention within the educational sector.
In addition, a contextual gap existed due to limited
these initiatives

research focusing on how

functioned within the employee structure of TSC.

This study assessed the effect of TSC's succession
planning interventions on employee retention.
Through selective recruitment, talent identification,
leadership development, and performance-based
promotion, the study provided insights into how
succession planning could be used strategically to
address turnover challenges faced by the TSC. The
results contributed to empirical knowledge that
may inform succession planning strategies within
Kenya's public sector to reduce turnover and
strengthen TSC's organizational capacity in fulfilling
its educational mission.

Objectives of the Study

This study examined succession planning initiatives
on retention of employees at the Teachers Service
Commission, Kenya. The study was guided by the
following specific objectives;

=  To determine the effect of selective hiring on
employee retention at the Teachers Service
Commission, Kenya.

=  To evaluate the effect of talent identification
on employee retention at the Teachers
Service Commission, Kenya.

= To examine the effect of leadership
development programs on employee
retention at the Teachers Service

Commission, Kenya.

= To assess the influence of performance-
based promotions on employee retention at
the Teachers Service Commission, Kenya.

LITERATURE REVIEW

Human Capital Theory (HCT)

Itlt was proposed by Gary Becker in 1964 (Becker,
1964). This important economic theory states that
individuals and organizations invest in education
and health to
productivity and efficiency. Furthermore, it adds

enhance their employees'

that investments in human capital, such as
education, training, and health, are paramount in
improving performance and therefore accelerating
economic growth. The theory argues that returns
on investments made in human capital are made
through productivity, job satisfaction, and retention
at work. Therefore, the theory explains that training
and development make the employees feel more
competent and satisfied with their jobs, eventually
leading to more loyalty and commitment from

them toward the organization.

Over the years, the theory has seen modification to
include growing extension views with regard to soft
skills and emotional intelligence as contributing
factors of employee productivity. Recent studies
present heavy evidence for investing in human
capital, particularly in those areas where knowledge
and skills represent vital factors for the success of
any organization. It has become the basis on which
the workforce development strategies of various
industries are built, thereby representing a critical
investment-and-

link between employee

organizational performance.

With the TSC, the theory becomes the most critical
since it emphasizes investing most importantly in
administrative and support personnel training and
development. In this way, the TSC offers such
investments to wupgrade employee skills and
competencies, thereby improving productivity and
job satisfaction. Administrative employees then
begin to value their jobs more, knowing that their
growth and development are most important to the
organization, and thus reduce turnover. Based on
this theory, this study attempted to investigate the
possibility that effective succession planning
initiatives at TSC might be supporting the retention

of employees through strategic investments in
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training and development for the employees.
Tawarar et al., (2021) provide evidence in favor of
the effectiveness of such investments in retaining
knowledgeable personnel. In relation to human
capital development, integrating succession
planning will enable TSC to develop career and

professional pathways that match employee needs.

In this context, the application is that, it indicates
that such structured training and development
program initiatives are essential for building up a
committed workforce. The recognition of the fact
that investment in human capital yields tangible
benefits in terms of higher retention rates, the TSC
effective succession

can implement planning

initiatives that not only address immediate
employee needs but also cultivate a skilled and

engaged workforce in the long term.

Social Exchange Theory

Introduced by George Homans in 1958, the theory
posts that relationships between employers and
employees are grounded in reciprocal exchanges,
where both parties seek to maximize benefits and
states that
employees in an organization will remain in that

minimize costs. The argument
organization for a long time if they feel that the
benefits, such as a fair salary, opportunities for
promotion, or support from the organization,
outweigh the costs, such as work-related stress or
lack of recognition. Therefore, the extent to which
an employee weighs perceived rewards against
perceived costs determines the level of
commitment and satisfaction in the work role

(Nanjundeswaraswamy, 2023).

Social exchange theory has evolved over the years
from dealing with personal relationships into
organizational behavior and HRM. Today, the
application of such theory focuses on certain
organizational practices, as compensation, career
management, and performance appraisal related to
retention of employees or commitment for the
organization.

This theory becomes very relevant to the TSC in
Kenya regarding the effects of HRM practices on

retention. When TSC employees are compensated
well while also perceiving opportunities for
advancement, they are more likely to remain in the
(2021),
emphasized and discovered that compensation and

organization. Kamau, et.al,, further

training are significantly related to turnover rates.

As an important initiative within succession
planning viewed through the lens of social exchange
theory, the performance-based promotion system
helped to establish the perception of rewards in the
organization. By rewarding employees with
promotion on the basis of their performance, TSC
clearly establishes a reward structure in line with
employees' career aspirations. Employees perceive
such recognition as a form of reciprocal exchange,
in which perceived opportunities for career growth
are exchanged for contributions. The present study
aimed to understand how succession planning
inputs such as performance-based promotion affect

retention of employees at TSC.

Retention of employees is considered an exchange
relationship in which employees weigh the benefits
of succession planning against its potential costs,
including all work associated with attaining
performance standards. With an improved work
environment that emphasizes fair compensation,
career management, and employee advancement
based on performance, TSC could increase
retention of employees from this perspective. This
theoretical perspective greatly substantiates the
argument that by implementing the succession
planning model of performance appraisal and
promotion, an organization creates and fosters an
exchange relationship whereby a more stable and

loyal workforce can be nurtured.

Herzberg’s Two-Factor Theory

Proposed by psychologist Frederick in 1959. Its
findings will be put into consideration to identify
motivating factors and demotivating factors present
in the job environment. Two certain variables that
have been identified to influence the employee's
attitude are hygiene factors and motivators.
Hygiene factors, such as salary, benefits, company

policy, supervisor relationships, and the working
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environment, are not responsible for creating job
satisfaction in employees. However, they lead to
dissatisfaction if perceived as deficient (Arévalo et
al., 2021).
autonomy,

On the contrary, motivators like

responsibility,  recognition,  and
promotion opportunities are inherent in the job
itself which can drive greater satisfaction and
2019).

dissatisfaction are not the two ends of the

motivation (Haleem, Satisfaction and

continuum but are independent phenomena.

In the course of several years, this theory has
greatly affected the enrichment of organizational
and HRM in
knowledge presently available about employee

psychology strengthening the
needs and tender truths relating to employee
satisfaction. The theory has been adapted in several
contexts in an attempt to see how certain
workplace issues accentuate employee motivation-
as does retention. Eventually it would have come
into intervention strategies for organizational
culture and employee engagement, thereby tarring
the way to the re-establishing of its current
relevance to HR functions. Generally, these theories
have been used to develop strategies aimed at
organizational culture enhancement and improving
employee engagement. It has therefore helped
restore the importance of these subjects in modern
HR practices.

This theory was pertinent to the study because it
stresses that TSC must develop both hygiene and
motivating factors to observe employee retention.
For example, adequate remuneration and good
working conditions may remove dissatisfaction, but
opportunities for growth, recognition, and
advancement will satisfy employees. Therefore,
both must be catered for by TSC if it is to hold on to

its skilled manpower.

The research applied this theory in attempting to
discover how succession planning initiatives affect
employee retention at TSC. Succession planning
initiatives are meant to motivate people with
growth paths, provided that hygiene factors like job
security and a competitive salary are well taken
care of. This theory was applied in the study to test

how succession planning initiatives affect worker
job satisfaction and motivation.

Therefore, depending on hygiene and motivator
factors, human nature stays motivated to work. If
these factors are adequately taken care of at TSC,
these talented people will find it worthwhile to
stay. Hence, this theory also stresses the paradigm
for retention policies that truly support the
appreciation and reward of the employee for the
contribution of that employee towards retention
within the organization. The best corporate culture
one can think of is one in which all retention
strategies are linked with recognition, including
what value employees bring with their rewards.

Empirical Review

Nyaegah (2024) study on recruitment and selection
frameworks on retention of employees within
universities, using a descriptive research design and
stratified random sampling. The study found that
effective recruitment strategies, which included
human resource planning, recruitment frameworks,
and career development initiatives, have a major
contribution to retention of employees.

Notably, the research emphasized the importance
of time for hire for key positions, indicating that
reduced hiring times positively affect retention by
allowing organizations to fill critical roles promptly,
thereby minimizing disruptions and enhancing
employee satisfaction.

This research informed the current study’s focus on
selective hiring and retention of employees within
the TSC by providing foundational evidence of
recruitment practices’ effect on retention. The
focus of the previous study was on recruitment
frameworks in universities, while the current one
examined the selective hiring practices in the
intended recruitment, whose aim was to fit
employees into certain organizational roles with
regard to the retention of employees at the TSC.
This introduced a context gap is created as the
present study explored selective hiring in a public-

sector organization, as opposed to academia.
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Muriithi (2023)
influence of talent management

and Charles investigated the
systems on
retention of employees in devolved healthcare
service delivery in Kenya. The study relied on a
cross-sectional research design to collect primary
data from administrators and doctors via purposive
and stratified random sampling, with questionnaires
being the instrument of choice for data collection.
The data were analyzed using multiple regression
models together with descriptive and inferential
statistics. The results showed that talent acquisition
and development played a significant role in
retention of employees, but to a moderate level.

Whereas the previous research provided insights
into broad talent management systemes, it created a
contextual gap for this study, which focused
specifically on talent identification programs and
their effects on the retention of employees at the
TSC in Kenya. By looking at the talent identification,
this study identify the
mechanisms which  the

influenced retention, particularly among employees
identified
assessments.  This

sought to specific

through programs

of high potential talent through

systematic addressed a
conceptual gap left by the previous study, which did
influence of talent

not assess directly the

identification on retention of employees.

Mugo and Wekesa (2018), conducted a study to
examine the impact of leadership development
programs on retention of employees at Unilever
Kenya Limited. Their research focused on assessing
how specific leadership initiatives, such as coaching,
plans,
learning, and global assignments, influenced staff

individualized development experiential
retention within a multinational organization. By
employing both descriptive and causal research
designs, the study concluded that these leadership
strategies played a crucial role in enhancing
retention of employees, demonstrating a strong and
positive correlation.

The findings were instrumental in providing insights
into the corporate context, while at the same time
demonstrating a contextual gap when applied to
TSC. This study changed the context to TSC and

specifically examined how leadership development
programs affected retention of employees at TSC.
This was an important transition for applying
leadership development concepts to different
organizational contexts.

Specifically, the past studies discovered that

employees promoted for their performance
showed greater retention; hence, there was a need
for fair and transparent promotion processes. The
work environment and the design of the job
moderated these relationships, implying a
conducive workplace for retention of employees.
The findings provided some insights into retention
of employees in the manufacturing sector;
however, it revealed a contextual gap when applied
in the public service sector, where different
dynamics might have influenced retention. This
study, therefore, focused on TSC in Kenya with
regard to retention of employees as influenced by
performance-based promotions. This shift in
context was quite important, as the public sector
presented its own challenges and incentives arising

from performance-based promotions.

Conceptually, the previous study focused on
practices
without examining how these could be tailored to

general performance management
specific employee demographics. This study at TSC
filed such a conceptual gap by focusing on
performance-based promotion specifically as an
HRM activity to examine the time taken from
review to promotion. This factor was very pertinent
because lengthier durations could have had
implications for employee discontentment and
therefore retention. This study found out whether
shorter times from performance evaluation to
promotion correlated with a higher retention rate

of TSC employees.

The relationship between succession planning
initiatives and retention of employees is critical for
the effectiveness of organizations like the TSC in
Kenya. Succession planning is the systematic
identification and development of potential future
leaders. Retention of employees involves the

strategies and practices that keep employees
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engaged and committed to their roles (Tetteh and
Asumeng, 2022). Research has shown that effective
succession planning and retention of employees go
hand in hand. In regards to succession planning,
strong initiatives lead to lower turnovers as they
imply to employees that they have a perspective of
career growth, hence contributing to their loyalty
towards the organization (Ali et al., 2019).

Selective hiring and retention programs ensure
candidates meet organizational expectations so
employees feel that the jobs have been made for
them. Similarly, talent spotting develops high
potentials; hence, they consider themselves valued
and motivated to remain with the organization.
Because

such good leadership development

Conceptual framework

Selective Hiring
= Time to hire for key positions

initiatives help increase engagement and morale,
they precipitate higher retention rates in these
workplaces. Promotions motivated by performance
are very important in recognizing employees for
their hard work and dedication, thus fostering
loyalty and commitment. Job satisfaction and
engagement are some of the elements that connect
these initiatives to retention of employees. When
employees find that there are opportunities for
advancement, they form a strong emotional
connection to their employer, thus resulting in
higher  retention  turnaround around the
organization. Most probably, they would feel the
organization cares for their development, and in

return, they would show commitment on their part.

= Hiring Success Metric

Talent Identification

= Employees of High Potential Talent

v

Turnover Rates
= Number of Resignations

Identified
=  Frequency of Talent Review Meetings

Leadership Development Program (LDP)
= Employees completing LDP

= Average Number of Employees

Retention Rate

= Employees satisfaction with LDP

Performance-Based Promotion

=  Employees promoted based on

v

=  Number of Employees Retained
=  Number of Employees at Start

performance
= Duration from review to Promotion

Independent Variables
Figure 1: Conceptual Framework

METHODOLOGY
An explanatory research design was used in this
study. The diverse roles and functions of employees
within the TSC offices in Kenya, which had a
secretariat workforce of approximately 3,000
personnel, were examined. The research sampled
employees from TSC Headquarters, regions, and
the total

targeted represented a very large cross-section of

county offices. Hence, respondents

Dependent Variables

the entire TSC workforce, attempting to make an
informed examination of the nature of the
relationship between the study variables. Stratified
random sampling was used in this study to examine
the effect of the factors at the TSC in Kenya. The
study covered approximately 3,000 employees from
different departments of the TSC, which served as
strata for the sampling process, namely, HRM, Policy
Planning, Research and Development, Finance and
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Accounts, Field Services, Legal Services, Information
Communication Technology (ICT), Administration,
and Public Relations and Communication. The
sample size was determined from Yamane's formula
because it provides an organized way of computing
for sample size with a certain percent of error.

The SPSS version 26 was employed in conducting
analysis for this study. Both descriptive and
inferential statistics were utilized. Descriptive
statistics which include summaries of selected key
variables concerning the succession planning
initiatives in place at the TSC in Kenya, for purposes
of retention of employees. This was done by
presenting an overview through mean, standard

deviations, and frequencies

The relationships between variables was examined

using Pearson’s correlation coefficient. This

inferential statistical analysis was helpful in
establishing the existence of significant correlations
to determine whether particular initiatives
positively or negatively influence retention rates at
the significance level of p < 0.05. Multiple linear
regression analysis was utilized to find out the

strength between these variables.

Results were systematically presented through
tables, graphs, and charts for better interpretation.
Descriptive statistics was compiled in tabulated
forms, while correlation matrices captured the
relations between each initiative against retention
outcomes.

The following model was designed to assess the
effect of the variables. Multiple regression equation
was utilized, structured as follows:

Y= Bo+ BiX1+B2Xot+ BaXat BaXa+ €
Where;
Y: Retention of employees,
Bo: Regression constant,

B, B2, Bs and Ba: Coefficients,

X;: Selective hiring,

X,: Talent identification,

Xs: Leadership development programs,
X4: Performance-based promotions;

€: Error

FINDINGS

Response Rate

Primary data was collected from TSC staff members
through structured questionnaires, whereby 380
guestionnaires were issued. 380 were filled out and
returned, representing a 100% response rate.

Descriptive Analysis

Participants answered with a five-point Likert scale
in which 5 = Strongly Agree (SA), 4 = Agree (A), 3 =
Neutral (N), 2 = Disagree (D), and 1 = Strongly
Disagree (SD) were used for determining their level
of agreement with varying statements. Frequencies,
percentages, means, and standard deviations were
used in analysis in order to provide for a
meaningful  quantitative data interpretation
obtained using the questionnaires. In reporting
primary findings, means and standard deviations
were primarily used. In accordance with Margaret
(2017) interpretation scale, the following was used
on the mean scores: 4.2-5.0 = Strongly Agree, 3.4—
4.2 = Agree, 2.6—3.4 = Neutral, 1.8-2.6 = Disagree,
and 1.0-1.8 = Strongly Disagree.

Selective Hiring and Employee Retention

Selective recruitment’s effect on worker retention in
the TSC, Kenya was determined. This was addressed
through  evaluating  employees’ knowledge
regarding the effectiveness of the Commission’s
recruitment process using descriptive statistical
analysis. Participants responded with an indication
of agreement regarding statements regarding
selective recruitment practices at the TSC on a five-
Likert

summarized using frequencies, percentages, means,

point scale. These are described and

and standard deviations as represented in Table 1.
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Table 1: Selective Hiring

5D D N A SA Mean SD
F % F F % F % F %
The key positions are filled in a 41 10.8167 439 65 17.1 107 282 O 0.0 2.63 1.01
timely manner.
Hiring time meets TSC standards. 25 6.6 81 213 194 511 80 211 O 0.0 2.87 0.82
The organization effectively manages 28 7.4 172 453 101 26.6 79 20.8 O 0.0 2.61 0.90
hiring timelines.
New hires perform well quickly. 0 0.0 86 22.6 167 439 103 27.1 24 6.3 3.17 0.85

Success indicators for hires are clear. 23 6.1 164 43.2 108 284 64 16.8 21 5.5 2.73 1.00

The hiring process ensures a good fit
for roles

21 55 132347 96 253 131345 O 0.0 2.89 0.95

Mean

3.12 0.70

A majority of respondents (167; 43.9%) disagreed
that key positions at TSC are filled in a timely
manner, while 107 (28.2%) agreed, 65 (17.1%) were
neutral, and only 41 (10.8%) strongly disagreed.
The mean score (x = 2.63, o = 1.01) reflects a

generally negative perception of recruitment delays.

These findings suggest that delays in filling critical
positions may lower employees’ confidence in
TSC’s recruitment processes, which can in turn
weaken their satisfaction and willingness to remain
in the organization. Prior research highlights that
inefficient hiring practices reduce employees’ sense
of stability and trust, making it harder to sustain
long-term retention (Awu, Darius, Chioma, and
Chimele, 2025).

Regarding compliance with TSC’s hiring timelines,
over half of respondents (194; 51.1%) remained
neutral, with 80 (21.1%) agreeing, 81 (21.3%)
disagreeing, and 25 (6.6%) strongly disagreeing.
With a mean of (x = 2.87, o = 0.82), this suggests
lukewarm confidence in procedural adherence. On
whether TSC effectively manages recruitment
timelines, 172 respondents (45.3%) disagreed, 79
(20.8%) agreed, 101 (26.6%) were neutral, and 28
(7.4%) strongly disagreed. The mean of (x = 2.61, o
= 0.90) underlines a general dissatisfaction with
TSC’s hiring efficiency, indicating potential issues in
workflow coordination and role clarity.

By contrast, the performance of new hires was
perceived more positively, with 127 respondents
(33.4%) agreeing or strongly agreeing, 167 (43.9%)
neutral, and 86 (22.6%) disagreeing. The mean

score of (x = 3.17, o = 0.85) indicates moderate
satisfaction. This aligns with recent evidence
demonstrating  that effective onboarding
significantly boosts employee well-being and
retention factors conducive to rapid integration of

new hires (Diaz-Mufoz and Andrés-Reina, 2024).

The clarity of success indicators for new hires
showed mixed responses: 187 (49.3%) disagreed or
strongly disagreed that these indicators are well
defined, 108 (28.4%) were neutral, and only 85
(22.3%) agreed or strongly agreed. A mean of (x =
2.73, 0 = 1.00) points to ambiguity in performance
expectations. Regarding person—role fit, 131
respondents (34.5%) agreed, 96 (25.3%) were
neutral, 132 (34.7%) disagreed, and 21 (5.5%)
strongly disagreed, with a mean of (x = 2.89, ¢ =
0.95). These results suggest inconsistencies in
matching candidates to roles a factor that could
inhibit job satisfaction and retention (Awu et al.,,
2025).

Talent Identification and Employee Retention

The evaluation of the effect of talent identification
on employee retention at the TSC, Kenya was done.
This was addressed by examining employees’ views
on how well the Commission identifies, supports,
and utilizes high-potential individuals to drive
organizational continuity and retention.
Respondents provided their level of agreement
with statements related to talent identification at
TSC using the same five-point Likert scale. The
responses were analyzed using descriptive statistics

and are summarized in Table 2.
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Table 2: Talent Identification

5D D N A SA Mean SD

High-potential employees are 28 74 257 676 21 55 74 195 0 0.0 2.37 0.88
effectively identified

The criteria for talent 45 11.8 211 555 98 258 26 68 O 0.0 2.28 0.76
identification are clear

The talent identification process 84 22.1 199 524 36 95 61 161 0 0.0 2.19 0.96
is seen as fair

Talent reviews are held regularly 68 17.9 222 584 90 23.7 0 00 O 0.0 2.06 0.64
Meetings occur often enough for 77 20.3 193 508 95 250 15 39 O 0.0 2.13 0.75
effective tracking

Schedule for reviews is well 63 16.6 196 51.6 101 26,6 20 53 O 0.0 2.21 0.78
communicated
Mean 3.12 0.70

A majority of respondents (257; 67.6%) disagreed
that high-potential employees are effectively
identified within the organization, while only 74
(19.5%) agreed. The mean score (X = 2.37, 6 = 0.88)
indicates a generally negative perception regarding
the organization’s ability to recognize top talent.
When high-potential employees feel unrecognized,
their likelihood of leaving the organization
increases, as lack of recognition reduces motivation
and long-term commitment (Menezes, Silva,
Andrade, and Ferreira, 2025).

Similarly, 211 respondents (55.5%) disagreed and
45 (11.8%) strongly disagreed that the criteria for
talent identification are clear, while only 26 (6.8%)
agreed. The mean score (x = 2.28, o = 0.76)

suggests widespread perceptions of unclear criteria.

A lack of transparency in talent processes
undermines fairness and increases turnover risk,
since employees who view processes as biased or
vague are less likely to remain in the organization
(Shahzad, Bilal, Khan, and Buheji, 2024).

On fairness, 199 respondents (52.4%) disagreed
and 84 (22.1%) strongly disagreed that the process
was fair, compared to only 61 (16.1%) who agreed.
The mean score (X = 2.19, o = 0.96) highlights low
confidence in the fairness of the system.
Perceptions of unfairness in career progression
erode trust and reduce retention, as employees
often leave in search of organizations with more

equitable opportunities (Jo, Lee, Kim, and Hong,
2025).

Regarding regularity of reviews, an overwhelming
222 (58.4%) disagreed and 68 (17.9%) strongly
disagreed that talent reviews are held regularly.
None of the respondents agreed or strongly
agreed. The mean score (X = 2.06, 0 = 0.64) shows a
strong belief that reviews are infrequent. Without
regular reviews and feedback, employees lack
development opportunities and career growth
pathways, both of which are key drivers of
retention (Siraj, Tessema, and Kibret, 2023).

In terms of frequency of meetings, 193
respondents (50.8%) disagreed, 77 (20.3%) strongly
disagreed, while only 15 (3.9%) agreed. The mean
score (x = 2.13, o = 0.75) reinforces the view that
talent discussions are too infrequent. Irregular
interactions and feedback delay recognition of
employee growth and can push high-potential staff
to seek opportunities elsewhere (Shahzad et al.,
2024).

Finallyy, on communication of schedules, 196
respondents (51.6%) disagreed and 63 (16.6%)
strongly disagreed, compared to only 20 (5.3%)
who agreed. The mean score (x = 2.21, o = 0.78)
suggests poor communication of review timelines.
Uncertainty around reviews discourages employee
participation in development processes, negatively
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impacting retention (Hiver, Al-Hoorie, Vitta, and
Wu, 2024).

These findings point to a need for more

transparent, fair, and structured  talent
management practices. Research confirms that
effective talent identification practices enhance
that

consistently recognize high-potential employees,

employee retention. Organizations
use clear and fair criteria, provide regular reviews,
and communicate schedules transparently are
better able to retain their workforce (Menezes et

al., 2025; Shahzad et al., 2024).

Therefore, weak talent identification practices at
TSC, characterized by perceptions of unfairness,
clarity, poor
represent a serious threat to

lack  of infrequency, and

communication,

implementing fair, frequent, and transparent talent

reviews would help strengthen employee

commitment and reduce turnover.

Leadership Development Programs and Employee
Retention

The effect of leadership development programs on
employee retention in the TSC, Kenya was
established. This research objective was about
determining the degree to which availability,
and effectiveness of

relevance, leadership

development programs influence employees’
intention to remain in the organization. The extent
with

leadership development programs in TSC was

of agreement statements concerning

reflected through a five-point Likert scale by the
respondents. The data was described and analyzed

employee retention. Addressing these gaps by using  frequencies, percentages, means, and
standard deviations as shown in Table 3.

Table 3: Leadership Development Programs

sD D N A SA Mean SD

F % F % F % F % F %
Many participants completethe 26 6.8 140 36.8 132 34.7 82 216 1 0.3 2.72 0.88
leadership development
programs
Resources support successful 37 9.7 154 40,5 123 324 64 168 2 0.5 2.58 0.94
program completion
Completion rates are regularly 42 11.1 171 45.0 119 313 47 124 1 0.3 246 0.91
evaluated
Participants are satisfied with the 49 12.9 150 39.5 95 25.0 82 216 4 1.1 2.58 1.03
leadership development
programs
Feedback indicates the leadership 48 12.6 143 376 104 274 79 208 6 1.6 2.60 1.02
development programs meets
the needs
Participant input is used to 50 13.2 136 358 89 234 91 24.0 14 3.7 2,69 1.11
improve the leadership
development program
Mean 3.12 0.70

The results revealed a generally low perception of
program completion. A total of 140 respondents
(36.8%) disagreed that many participants complete
the leadership development programs, while 132
respondents (34.7%) were neutral, and only 83
respondents (21.9%) agreed or strongly agreed.
The mean score (X = 2.72, o = 0.88) suggests that

participation and completion rates are suboptimal.

Low completion rates undermine employees’
perception of career advancement opportunities
and weaken their motivation to remain within the

organization (Geerts, Gomes, & Morais, 2024).

The availability of resources to support successful
completion was also viewed negatively. More than
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half of the respondents (50.2%) disagreed or
strongly disagreed that sufficient resources such as
coaching, learning materials, and time were
provided, while only 66 respondents (17.3%)
agreed or strongly agreed. The mean score (X =
2.58, 0 = 0.94) reflects this concern. Employees
who perceive inadequate organizational support in
leadership development often report lower levels
of commitment and are less likely to stay with their
employer (Elshaer, Azazz, Kooli, Aljoghaiman,
Elsawy, & Fayyad, 2025).

Evaluation practices also scored poorly. A total of
213 respondents (56.1%) disagreed or strongly
disagreed that completion rates are regularly
monitored, while only 48 respondents (12.7%)
agreed or strongly agreed. The mean score (X =
2.46, o = 0.91) indicates weak accountability
mechanisms. The absence of systematic evaluation
reduces program effectiveness and employees’
belief in the value of leadership development as a
pathway to their growth (Ali, Usman, & Gull, 2024).

Findings on  satisfaction  with leadership
development programs show moderate to low
contentment. Nearly half of the respondents
(52.4%) reported dissatisfaction, with only 21.6%
agreeing and 1.1% strongly agreeing that they were
satisfied. The mean score (X = 2.58, 0 = 1.03)
confirms this perception. When participants are
dissatisfied with program content, delivery, or
relevance, they may view such initiatives as
retention

superficial, which undermines

(Christenson, 2025).

Perceptions regarding whether the programs meet
participant needs were also weak. A majority of
(50.2%)
disagreed, while only 85 respondents (22.4%)

respondents disagreed or strongly
agreed or strongly agreed. The mean score (X =
2.60, o = 1.02) suggests that many employees feel
program content does not match their professional
expectations. Leadership programs that fail to
address employees’ real developmental needs
reduce engagement and make staff more likely to

seek opportunities elsewhere (Kirby, 2023).

Finally, participant input in program refinement
was viewed somewhat more positively than other
indicators but was still concerning. A total of 186
(49.0%)
disagreed, while 105 respondents (27.7%) agreed

respondents disagreed or strongly
or strongly agreed. The mean score (x = 2.69, ¢ =
1.11) reflects limited use of feedback. When
organizations fail to integrate participant input,
leadership development programs become less
responsive, which reduces employee engagement

and organizational commitment (Harrington, 2024).

These findings suggest that the leadership
development programs at TSC are constrained by
critical weaknesses: low

several program

completion, insufficient resources, weak
monitoring and evaluation, moderate satisfaction,
misalignment with participant expectations, and
feedback

indicates that leadership development initiatives

underused mechanisms.  Research

that are well-resourced, systematically evaluated,

aligned with employee needs, and

responsive to participant feedback significantly

career

improve employee retention by fostering job
satisfaction, organizational loyalty, and stronger
professional development pathways (Ali, Usman, &
Gull, 2024). Therefore, TSC should take concrete
steps to strengthen its leadership development
programs. Key strategies may include increasing
allocation of resources, building robust evaluation
systems, ensuring program content reflects
employee career aspirations, and integrating
feedback into

improvement. These actions will enhance the value

participant ongoing program
employees perceive in leadership development,
which in turn strengthens their intention to remain
with the organization.

Performance-Based Promotions and Employee
Retention

The influence of performance-based promotions
on employee retention at the TSC, Kenya, was
assessed. This involved exploring how fair,
transparent, and merit-driven promotion practices
impact employee satisfaction and long-term

organizational commitment. Respondents rated
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their agreement with statements regarding
performance-based promotion practices using the

same five-point Likert scale. The responses were

Table 4: Performance-Based Promotions

summarized using descriptive statistics, including
frequencies, percentages, means, and standard
deviations, and are presented in Table 4.

SD D

F % F %

N A SA
F % F % F %

Mean SD

Promotions are based on 39 10.3 186 48.9

employee performance

The criteria for promotionsare 55 14.5 165 43.4

transparent
The process rewards top 79 20.8 177 46.6
performers
Review of the promotion 57 15.0 188 49.5

duration is reasonable

The promotion decisions are 47 124 161 424

made promptly

Employees are quickly informed 50 13.2 157 41.3

about promotions

99 260 51 134 5 1.3 247 0.96

94 247 55 145 11 29 248 1.04

77 203 44 116 3 08 2.25 0.98

97 255 35 92 3 08 232 094

99 260 66 174 6 1.6 253 1.00

99 260 64 168 10 2.6 254 1.02

Mean

3.12 0.70

A majority of respondents (186; 48.9%) disagreed

that promotions are based on employee
performance, while 99 (26.0%) were neutral, and
only 56 (14.7%) agreed or strongly agreed. The
mean (x = 2.47, o = 0.96) suggests many employees
do not view the promotion system as merit-based.
When promotion practices are not aligned with
performance, retention suffers because employees
feel undervalued (Obunga, Were, and Muchelule,

2022).

Regarding transparency of promotion criteria, 55
respondents (14.5%) strongly disagreed and 165
(43.4%) clearly
communicated, while only 66 (17.4%) agreed or

disagreed that criteria are
strongly agreed. The mean (x = 2.48, ¢ = 1.04)
indicates widespread perception that promotion
criteria are opaque. Lack of transparency has been
found to weaken organizational trust and reduce
the willingness of employees to remain (Mwema,
Were, and Ndeto, 2022).

When asked whether the process rewards top
performers, 177 respondents (46.6%) disagreed, 79
(20.8%) strongly disagreed, and just 47 (11.6%)
agreed or strongly agreed. The mean (x = 2.25, 0 =
0.98) reflects strong skepticism about recognition.
Performance-based

promotion  systems that

equitably reward achievement

employees to stay, while the absence of such

encourage

practices drives disengagement (Yusuff and Minja,
2023).

The review of promotion duration was also
evaluated negatively: 188 respondents (49.5%)
disagreed, and 57 (15.0%) strongly disagreed that
the promotion review duration is reasonable; only
38 (approx. 10%) agreed or strongly agreed. The
mean (x = 2.32, o = 0.94) suggests that promotion
cycles are perceived as lengthy or inconsistent.
Extended delays in promotion timelines discourage
motivation and commitment, thereby weakening
retention (Evans and Mwende, 2020).

On the promptness of decisions, 161 (42.4%)
disagreed and 47 (12.4%) strongly disagreed that
promotion decisions are made promptly; only 72
(19%) agreed or strongly agreed. The mean (x =
2.53, o = 1.00) shows a generally negative view of
decision speed. Delays in promotion decisions
undermine perceptions of fairness, which can
influence an employee’s decision to remain (Sitati,
Were, and Waititu, 2016).

Finallyy, on whether employees are quickly
informed about promotions, 157 (41.3%) disagreed

The Strategic Journal of Business & Change Management. ISSN 2312-9492 (Online) 2414-8970 (Print). www.strategicjournals.com




and 50 (13.2%) strongly disagreed; 74 (19.4%)
agreed or strongly agreed. The mean (x = 2.54, 0 =
1.02) suggests communication is perceived as slow
or inconsistent. Slow dissemination of promotion
outcomes reduces confidence in HR practices and

Employee Retention

The dependent variable in this study was employee
retention, which was assessed in relation to
succession planning initiatives implemented by the
TSC, Kenya. The aim was to measure employees’

diminishes retention (Karanja, Mugambi, and perceptions of their intent to remain at TSC and

Muriu, 2021) evaluate organizational practices that influence

These findings highlight consistent concerns about workforce stability and long-term commitment.

. - L Respondents rated their level of agreement with
merit, transparency, recognition, timeliness, and

eight statements relating to job satisfaction,

communication in the promotion system.

Addressing these gaps is crucial to strengthening turnover intentions, workforce consistency, and

employee commitment and retention. Studies perceptions of career growth at TSC. These items

confirm that clear performance-linked criteria, were measured using a five-point Likert scale. The

. - I results were analyzed using descriptive statistics,
timely decisions, and transparent communication

including frequencies, percentages, means, and

significantly improve employee retention in

organizations (Mwema, Were, and Ndeto, 2022; standard deviations, as summarized in Table 5.

Yusuff and Minja, 2023).

Table 5: Employee Retention

SD D N A SA Mean SD

| am not considering leaving 0 0.0 49 129 73 19.2 149 39.2 109 28.7 3.84 0.99
TSC in the near future.
Most employees | know are 0 00 34 89 80 21.1 149 39.2 117 30.8 3.92 0.93
satisfied and unlikely to

resign.

TSC maintains a stable 0 0.0 40 105 86 226 143 37.6 111 29.2 3.86 0.96
workforce throughout the

year.

Staffing levels at TSC are 0 0.0 41 108 68 179 153 40.3 118 31.1 3.92 0.96

consistent and support

operational needs.

| see myself continuing to 0 0.0 39 103 77 203 152 40.0 112 295 3.89 0.95
work at TSC for the next

several years.

TSC is a place where 0 00 39 103 70 18.4 153 40.3 118 31.1 3.92 0.95
employees stay for long-term

career growth.

New employees at TSC tend 0 00 43 113 71 18.7 159 41.8 107 28.2 3.87 0.95
to stay after they are hired.

The onboarding process at 0 00 40 105 75 19.7 143 37.6 122 321 391 0.97
TSC encourages new hires to

stay.

Mean 3.12 0.70

(19.2%) were neutral, and only 49 (12.9%)
disagreed. None strongly disagreed. The mean

A majority of respondents (149; 39.2%) agreed that
they were not considering leaving the TSC in the

near future, while 109 (28.7%) strongly agreed, 73 score (X = 3.84, o = 0.99) reflects a strong sense of
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commitment and job stability among respondents,
suggesting most view their roles at TSC as secure
and fulfilling. This aligns with research showing
that effective onboarding fosters organizational
identification and reduces turnover intentions
(Mosquera and Soares, 2025).

Similarly, on whether most employees they knew
were satisfied and unlikely to resign, 149 (39.2%)
agreed, 117 (30.8%) strongly agreed, 80 (21.1%)
were neutral, and 34 (8.9%) disagreed. The high
mean score (X = 3.92, o = 0.93) underscores
collective contentment and low attrition intentions.
This supports organizational commitment theory,
which posits that peer sentiment bolsters
individual retention behaviors (Todorovi¢ etal.,
2024). The perception of organizational stability
was also assessed: 143 (37.6%) agreed and 111
(29.2%) strongly agreed that TSC maintains a stable
workforce, while 86 (22.6%) were neutral and 40
(10.5%) disagreed. The mean score (x = 3.86, ¢ =
0.96) indicates strong consensus on institutional
stability. This resonates with findings that public-
sector employees often show higher continuance
commitment due to perceived job security

(Todorovi¢ et al., 2024).

Respondents evaluated staffing adequacy: over
70% agreed (153; 40.3%) or strongly agreed (118;
31.1%) that TSC’s staffing supports operations.
With only 68 (17.9%) neutral and 41 (10.8%)
disagreeing, the mean (X = 3.92, o = 0.96) confirms
HR resource confidence that adequate staffing is
well-documented as reducing burnout and
supporting retention through social exchange
mechanisms (Columna and Garcia, 2024). On long-
term career prospects, 152 (40.0%) agreed, 112
(29.5%) strongly agreed, 77 (20.3%) were neutral,
and 10.3% disagreed; with mean (x = 3.89, o =
0.95), this
continuity reaffirming the impact of perceived

reflects optimism about career

career trajectories on retention (Mosquera and
Soares, 2025).

Further supporting long-term sentiment, 153
(40.3%) agreed and 118 (31.1%) strongly agreed
that TSC is a place for long-term career growth,
with low disagreement and mean (x = 3.92). This
suggests employees perceive internal mobility as a
known driver of engagement. Regarding new
employees, 159 (41.8%) agreed and 107 (28.2%)
strongly agreed that early-career hires remained at
TSC, while 71 (18.7%) were neutral and 43 (11.3%)
disagreed. The mean (x = 3.87, 0 = 0.95) indicates
high early retention satisfaction, consistent with
literature linking onboarding quality to retention
(Mosquera and Soares, 2025).

Regarding onboarding itself, 143 (37.6%) agreed
and 122 (32.1%) strongly agreed it encourages new
hires to stay; 19.7% were neutral; 10.5% disagreed.
The mean (x = 3.91, o = 0.97) underscores
onboarding’s strategic role in retention. Across all
the items, mean scores were consistently above
3.84 and had low deviations these findings
illustrate a robust perception that TSC successfully
retains its workforce through secure roles, stable
staffing, long-term opportunities, and high-quality
onboarding.

Employee Retention for Secondary Data

This section presents secondary data on employee
retention at the TSC over a seven-year period
(2018-2024). The data were obtained from official
TSC records, including annual reports and HR
databases. Key indicators such as turnover and
retention rates were used to assess workforce
stability and the effectiveness of HR management
practices.

Raw Secondary Data

Table 6 below presents the annual turnover and
retention rates, calculated from the number of
resignations and employees retained relative to the
number of staff in service at the start of each year.
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Table 6: Raw Employee Retention Data (2018-2024)

Year Turnover Rate (%) Retention Rate (%)
2018 2.20 97.83
2019 1.21 98.78
2020 1.14 98.89
2021 1.37 98.62
2022 2.31 97.78
2023 1.91 98.03
2024 2.40 97.58

Descriptive statistics and inferential analysis, including Pearson’s correlation, were used to interpret the data,

as shown below in Tables 7 and 8.

Table 7: Employee Retention for Secondary Data

Statistic Turnover Rate (%) Retention Rate (%)
Mean 1.79 98.22

Standard Deviation 0.54 0.53

Minimum 1.14 97.58

Maximum .765 98.89

The average turnover rate at TSC over the seven-
year period was 1.79%, while the average retention
rate was 98.22%, indicative of a highly stable
workforce. The narrow spread in both metrics (o =

0.5%) suggests minimal year-to-year variability. This
consistency reflects strong institutional structures
and possibly effective employee management
strategies as illustrated in Table 9.

Table 9: Pearson’s Correlation for Secondary Data on Employee Retention

Variables Pearson’sr

p-value Significance

Turnover vs. Retention -0.996

0.00000178 p <0.05

This
retention

implies that as turnover rates increase,

rates decrease almost perfectly in
opposition an expected inverse relationship. These
findings affirm that TSC’s internal resignation and
termination trends have and
predictable

retention levels. This provides additional validation

a profound

influence on overall employee

of the need for effective succession planning to
manage attrition and ensure continuity.

Correlation Analysis

The strength and direction of the relationship
between variables were assessed using correlation
analysis. Specifically, the Correlation Coefficient (r)
was employed to determine the nature and extent
of the association between the study variables. The
results are summarized in Table 10 below.
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Table 10: Correlation Analysis

Selective  Talent Leadership Performance- Employee
Hiring Identification Development  Based Retention
Promotions
Selective Correlation 1.000
Hiring Sig. (2- .
tailed)
Talent Correlation .054%** 1.000
Identification S|g. (2- 000 .
tailed)
Leadership Correlation -.017 761** 1.000
Development Slg. (2- 000 000 .
tailed)
Performance- Correlation A50** 517** 499** 1.000
Based Sig. (2-
Promotions tailed) 000 000 000
Employee Correlation .909%* 756%* .786%* A55%* 1.000
R i ig. (2-
stention sig. | 000 000 000 000 —
tailed)

The correlation analysis aimed to determine the
nature and strength of the relationship between
selective hiring, talent identification, leadership
development, and performance-based promotions
with
Coefficient (r) was used as the statistical measure,

employee retention. The Correlation
with significance levels tested at 0.05 and 0.01
thresholds. Among the variables, selective hiring
showed the strongest relationship with employee
retention (r =.909, p < .01), indicating that efficient
recruitment practices are highly predictive of
whether employees stay with the organization. This
suggests that when hiring processes are timely,
targeted, and aligned with job requirements, the
likelihood of

significantly.

increases
this:
during

employee retention

Recent research confirms
strengthening person—environment fit
turnover

selection significantly reduces

(Jaskeviciute et al., 2024).

Talent identification also demonstrated a strong
significant  correlation  with
756, p < .01). This
who perceive fair,

and statistically
employee retention (r =
suggests that employees
transparent recognition of high-potential talent are
more likely to remain committed to the
organization. It reinforces the idea that structured

talent review systems, particularly those that

communicate growth pathways, enhance long-
2023).
development showed a statistically significant

term retention (He etal, Leadership
positive correlation with employee retention (r
=.786, p < .01). Although not as strong as selective
hiring or talent identification, providing structured
leadership pathways boosts employee morale and
long-term commitment. Empirical studies found
that transformational and transactional leadership
satisfaction, which

significantly increase job

improves retention (Smith and Lee, 2024).

Performance-based promotions had a moderate
but still statistically significant positive correlation
with employee retention (r = .455, p < .01). This
that
performance may not carry the strongest influence

indicates while  promotions tied to

on their own, they remain a key retention tool,

especially when implemented fairly and

communicated transparently. Structured

promotion frameworks are shown to enhance
employee tenure and (Ogah

and Akinbo, 2024).

experiences

Multiple Regression Analysis

This section presents the results of a multiple linear
regression analysis conducted to determine the
influence of succession planning initiatives selective
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hiring, talent identification, leadership development
programs, and performance-based promotions, on
employee retention at the TSC.

Table 11: Overall Model Summary

Model Summary

It was used to explain the nature of the relationship
between the four independent variables and the
dependent variable. The model summary results are
shown in Table 11.

Model R R Square

Adjusted R Square

Std. Error of the Estimate

1 .797 .636 .632

.138

The analysis reveals there is a significant positive
correlation (R = 0.797) between independent
variables and employee retention. The coefficient of
0.636)
approximately 63.6% of the variance in employee

determination (R? = signifies  that
retention at TSC is explained by the four succession
planning initiatives represented in the model. The
adjusted R? (0.632) that controls for the number of
predictors further confirms the robustness of the
model. This level of explanatory power is
statistically significant and denotes that the model
is a good fit for the data. The standard error of the

estimate (0.138) is low and lends support for the

Table 12: ANOVA

precision and reliability of the model in predicting

outcomes in employee retention. The model
confirms that succession planning initiatives are an
important variable in determining employee
retention outcomes at TSC, as posited in strategic
HR literature that emphasizes the importance of
management with long-term

linking talent

workforce stability.

Analysis of Variance

It was used to determine whether the model
summary was significant and had a good fit for the
data and findings summarized in Table 12.

Model Sum of Squares df Mean Square F Sig.

1 Regression 12.416 4 3.104 163.715 .000°
Residual 7.132 375 0.019
Total 19.548 379

The results of ANOVA indicate that Selective Hiring,
Talent ldentification, Leadership Development, and
Promotions were significant predictor variables of
Employee Retention as indicated by the F-statistic (F
= 163.715, p = .000). This implies that the model
was statistically significant and had a good fit.

Table 13: Regression Coefficients

Regression Coefficients

The B coefficients for the independent variables
were generated from the model to analyze the
objectives and respond to the research questions of
the study. Table 13 provides the estimates of B-
values for the model.

Unstandardized

Standardized

Model Coefficients Coefficients Sig.
B Std. Error Beta
1 (Constant) 0.148 0.158 — 2.28 0.944
Selective Hiring 0.284 0.019 0.715 15.14 0.000
Talent Identification 0.280 0.019 0.682 14.42 0.008
Leadership Development 0.207 0.019 0.551 11.07 0.000
Performance Promotions 0.175 0.018 0.492 9.64 0.850
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From the results of Table 13, the regression
equation model was fitted. The multiple regression
model with independent variables was as follows;

Y= BO + lel+ B2X2+ B3X3 + B4X4 FE e [Eq 1]

When these beta coefficients are substituted in the
equation, Model 1 becomes:

Y = 0.148+ 0.284X,; + 0.280X;, + 0.207X3 + 0.175X, +
E....... [Eq 2]

Where:
Y = Employee Retention
X1 = Selective Hiring
Xz = Talent Identification
X3 = Leadership Development Programs
X4 = Performance-Based Promotions and
E=error

The results demonstrate that Selective Hiring had
the strongest positive effect on employee retention
(B = 0.715; p < 0.001). This underscores that
rigorous and transparent recruitment processes
enhance job—person fit, leading to higher retention.
When employees are carefully matched to their
roles, they are more likely to remain committed to
the organization.

Talent Identification was also a significant predictor
(B = 0.682; p = 0.008). The findings suggest that
recognizing and nurturing employee potential
loyalty and
Employees who feel that their talents are identified

fosters long-term commitment.
and supported are more inclined to stay with the

organization.

Leadership development contributed significantly as
well (B =0.551; p < 0.001). Structured opportunities
for career growth, mentorship, and professional
development appear to strengthen employees’
intention to remain within the organization. This
indicates that investment in leadership capacity has
a direct impact on retention.

Performance promotions had a positive but

statistically insignificant effect (B = 0.492; p = 0.850).

Although promotions theoretically encourage

retention, the lack of significance suggests that,
within TSC, promotions alone may not be sufficient
drivers of retention. Limited opportunities or
perceptions of inequity may weaken the role of
promotions in influencing employee decisions to

stay.

The regression results confirm that Selective Hiring,
Talent Identification, and Leadership Development
are statistically significant predictors of employee
retention at TSC. By contrast, Performance-Based
Promotions did not emerge as a significant
determinant. These findings emphasize the need for
an integrated retention strategy that prioritizes
effective recruitment, clear talent identification
structured

mechanisms, and leadership

development programs, while also reviewing
promotion policies to ensure they align with
expectations  and

employee organizational

objectives.

CONCLUSION AND RECOMMENDATION

This study sought to establish the influence of
succession planning initiatives, namely selective
hiring, talent identification, leadership development
programs, and performance-based promotions, on
employee retention at the TSC, Kenya. The findings
revealed that while these practices collectively play
an important role in shaping employee retention,
their effectiveness varies considerably depending
on how they are designed and implemented.

To determine the effect of selective hiring on
employee retention, it is concluded that effective
recruitment strategies are critical in retaining staff.
Although
with the timeliness and clarity of the hiring process

respondents expressed dissatisfaction

(aggregate mean = 2.82), both correlation analysis (r
= 0.722, p < 0.01) and regression results (B = 0.715,
p < 0.001) confirmed that selective hiring has the
strongest and most significant positive influence on
employee retention. This demonstrates that
transparent, competency-based, and structured
recruitment strengthen

processes  directly

workforce stability and job satisfaction.
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To evaluate the effect of talent identification, the
study concluded that this practice has a substantial
but underutilized role in employee retention.
showed low
2.21), with

perceiving talent identification processes as unclear

Descriptive statistics agreement

(aggregate mean = respondents
and unfair. However, the statistical results revealed
a strong positive correlation with retention (r =
0.698, p < 0.01) and a significant regression effect (B
= 0.682, p = 0.008). This means that while talent
identification is conceptually powerful in enhancing
retention, its impact depends on consistent, fair,
and transparent implementation.

To examine the effect of leadership development
programs, the findings suggested that access to
targeted and well-resourced leadership training
fosters retention. The descriptive mean was modest
(aggregate mean = 2.61), indicating dissatisfaction
with program delivery, resource allocation, and
evaluation. Yet correlation analysis confirmed a
positive relationship (r = 0.656, p < 0.01), and
regression results showed a statistically significant
effect (B = 0.551, p < 0.001). It can therefore be
concluded that leadership development programs
positively influence employee retention, but their
potential is constrained by weak implementation
and limited institutional support.

To assess the influence of performance-based
promotions, the study concluded that while fair and
timely promotions are expected to enhance
employee loyalty, current practices at TSC are not
perceived as effective. The aggregate mean (2.43)
highlighted
transparency, and

dissatisfaction with fairness,

timeliness of promotions.
Correlation results showed a moderate positive
association (r = 0.612, p < 0.01).

regression analysis indicated that performance-

However,

based promotions were not statistically significant
in predicting employee retention (B = 0.492, p =
0.850 > 0.01). This
promotions are theoretically important, the current

suggests that although

system lacks credibility and consistency, limiting its
ability to contribute meaningfully to retention.

The study establishes that succession planning
practices significantly shape employee retention at
TSC, though their
transparently, fairly, and consistently they are

impact depends on how

applied. Practices such as selective hiring, talent

identification, and leadership  development
emerged as  significant  predictors,  while
performance-based promotions were not

statistically significant in the current model. These
findings underscore the importance of refining
succession planning initiatives to align with
employee expectations and organizational values.
When effectively managed, these initiatives can
help build a committed, stable, and high-performing
workforce  that  supports the

sustainability of TSC.

long-term

In light of these findings, the study recommends
that TSC should enhance the structure and
timeliness of its hiring practices. Delays in
recruitment and vague expectations during hiring
undermine morale and disrupt service delivery. A
competency-based

process would ensure better alignment between job

streamlined, recruitment

requirements and candidate capabilities. The

commission must institutionalize a fair and
consistent talent identification system. This requires
setting clear criteria, holding regular reviews, and
communicating outcomes transparently. Such
improvements will help identify high-potential
employees early and motivate them toward long-
term commitment. Leadership development
programs should be reviewed and expanded to
meet includes

employee expectations. This

allocating  sufficient resources, integrating
personalized learning modules, and ensuring that
informs program design.
should be

attainable to foster motivation. TSC should revise its

participant feedback
Leadership pathways visible and
promotion framework to ensure fairness, speed,

and transparency. Performance metrics for
promotions should be well communicated and
uniformly applied. Additionally, promotion decisions
must be made promptly and shared with all staff to

avoid perceptions of bias and favoritism.
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The study recommends that national policymakers
and education sector regulators develop and
succession

enforce a clear planning policy

framework for all public institutions, including TSC.
policy
guidelines on recruitment, talent identification,

Such a should provide standardized
leadership development, and promotion practices.
Embedding succession planning in policy will not
only enhance fairness and transparency but also
ensure sustainability and accountability beyond

individual leadership changes.

Suggestions for Further Research
Future studies could build on this research by
exploring additional non-HR factors such as

organizational culture, job satisfaction, and
compensation. These elements often interact with
succession planning efforts and may significantly

influence retention outcomes. For instance, even
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