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Abstract
This study sought to establish the effect of talent management on organizational performance using
KCB Bank Limited-Head office, Nairobi in Nairobi City, Kenya. This study adopted a descriptive
research design. The population was 1514 employees from all three cadres of employment in KCB
Bank Limited; Case of Head office in Nairobi City County, Kenya. Stratified random sampling
technique was used whereby all 152 employees from different cadres were involved in the study.
A specifically designed questionnaire was the tool for collecting primary data. The study carried
out a pilot test on 15 individuals in order to test how reliable a valid the data collection tool is. To
ensure validity, the study made sure that the questions in the questionnaire are in line with the
conceptual framework also, by computing the alpha coefficient of the questions. Published
documents like journals, magazines, reports and periodicals were used to collect secondary data
which complemented the primary data. Both descriptive and inferential statistics were applied in
analyzing the data using SPSS Version 21.0. The study interpreted the findings from the analyzed
data. Mean and standard deviation were used for descriptive statistics while inferential (Using
Multiple regression) statistics. The significance of correlation analysis was tested at 0.05
significance level. Tables, figures and charts were finally be used to present the findings. The study
revealed that talent attraction, talent retention, learning and development and career management
significantly and postively influence organizational performance in KCB bank limited in Kenya.
The study concludes that talent attraction, talent retention, learning and development and career
management positively related to organizational performance in KCB bank limited in Kenya. The
study recommends that to attract talent the management of KCB bank should provide favourable
working environment for employees, treat employees equally and provide job security. The study
recommends that to retain employees the management of KCB bank limited should demonstrate
that they value their employees by adopting retention strategies like competitive compensation and
motivating their employees through bonuses. The study recommends that KCB should adopt
learning and development strategies coaching, mentoring and leadership development. This would
improve the employee’s knowledge and skills and hence organizational performance. The study
recommends that the management should improve the career management practices in the KCB
bank. This is because as the business environment changes the employees needs on career
management also change. Therefore, it is important to improve on the career management
activities in the organization.
Keywords: Talent Attraction, Talent Retention, Learning and Development, Career Management
and Organizational Performance.
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Introduction
For any company to succeed, talent is very crucial. It has been identified by business owners and
executives that most of the organization faces the constraint of talent rather than capital (Kehinde,
2012). In order to meet the organizational challenges, organizations have realized that talent is
crucial and should be considered in decision making at the top most level. The saying War for
Talent was developed by McKinsey, consultants in 1997 (Axelrod & Michaels, 2011). From that
time, academicians and practitioners have become more interested with talent management and its
relation with performance of organizations. Due to the recent focus on talent management, there
has been a paradigm change from traditional competitive advantage sources like organizational
elites like the literature on upper echelon and strategic human resource management (SHRM) that
is more suitable for the current dynamic competitive environment. Despite the significant shift in
context, since the past century, the idea of talent management continues to be important (Keoye,
2014).
Collings and Mellahi (2009) explained that strategic management of talent is a task and procedure
that involves systematic determination of vital positions that contribute differentially towards
sustainable competitive advantage and performance of organizations. It is therefore important to
create a group of talent with great potential and highly performing people to fill different roles. In
addition, there is need for a differentiate HR architecture facilitating the filling of the positions
with competent employees ensuring they are continuously committed to the organization. Top
management team (TMT) are not necessarily restricted for the key positions but could include key
positions at the low levels and they vary in operating units and over time (Collings & Mellahi,
2011). Talent management has grown in popularity and has faced debates and hypes over the
decades but despite all this, its clarity is yet to be achieved. Clarity lacks with regard to definition,
scope, general goal of managing talent a view prevailing in literature by practitioners.
Concerning a survey conducted in the UK by CIPD (2012) 51% of HR professionals practiced
talent management practices but only 20% operated with formal talent management definition.
Present literature on talent management is worsened by ambiguities surrounding concept definition
and the lack of development in theories and practice (Lewis & Heckman, 2014). The above flaw
in talent management review restricts scholarly work on the same and its applied use. There are a
number of reasons as to why this weakness is significant. A significant amount of literature on
Human Resource Management has focused on the potential human resource has sustainable
competitiveness source and insisted that resources and capabilities that reinforces competitive
advantage of a company have direct link with the competencies of talented employees making up
the pool of human capital in the company (Capeli ,2008).
In addition, a study conducted recently among 40 global companies established that virtually, all
acknowledged lacking sufficient talent for filling strategic positions which as a result significantly
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constrains the ability of the business to grow (Ready & Conger, 2007). Also, a significant number
of sources in an organization is occupies by activities of talent management. Recently, a study
established that CEOs highly partake in the process of managing talent with most of them using
more than 20% of their time on issues relate to talent while others use up to 50% on talent related
issues (Echols, M 2007).
Talent management issues are therefore of interest to a large number of shareholders aside from
HR professionals and academicians. Echols (2007) established that most of the CEOs agreed that
management of talent is of great importance and cannot be left to HR. Also, according to a report
by Business Management Review (2013) management of talent is one of five grave problems faced
in nations in Europe. The basis of the results were not only competences expected by directors as
important in managing human capital but also the ones that are considered to be what the
organization is weak at. Therefore, there is likelihood of the area being relevant to scholars in
strategic management areas, organizational behavior and human resource as these impacts on
organizational performance as a whole.
According to a report by Business Review Management, (2013) Kenya is facing a problem of
talent scarcity. The challenge includes hiring, retention, training and motivation of professional
talents. In addition, talent management shortage in Kenya affects professional as well as nonprofessional management. For instance, early retirement results in staff shortage and there lacks
qualified individuals to fill the vacant positions. In his study, Kenani (2011) found that there is an
urgent need to increase scientific knowledge as well as employee skills in Kenya’s geothermal
companies. There is need to put stress more on productive development in management of human
resource and the use of personnel within the company to attain the strategic business objective of
the organization. The study found that the geothermal companies faced the challenge of striving
to work towards improving balance between demand and supply of labor a workforce that is
trained better and increased employee employability (Kenani, 2011).
Kenya Commercial Bank currently known as KCB Bank Limited is among the first and the largest
in Eastern Africa. The operations of the bank started in Zanzibar as a branch of National Bank of
India in 1896. In 1904, the bank expanded its operations to Nairobi as part of the KCB Group
which was a non-operating holding company and in 2017, its operations started as a licensed
banking institution (www.kcbbankgroup.com). The holding company as at March 2016, Kenya
Commercial Bank group had the largest banks outlets that covered Kenya, Uganda, South Sudan,
Rwanda, Tanzania, Ethiopia and Burundi (KCB Financial Statements,2017). The company also
owns KCB Insurance Agency, KCB Capital, KCB Foundation and all associate companies. The
vision of the company is to become the preferred financial provider in Africa and have a global
reach. its mission is driving efficiency and at the same tie grow its market share so as to become
Africa’s preferred financial service provider with a global reach. The KCB limited group is ranked
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the largest financial service provider in East Africa, having an asset base of approximately over
US$3.5 million.
Employees at KCB are viewed by the bank as being an important resource and one important factor
that determines the performance of the organization and commitment of employees is the culture
within the organization. This is evident through the strategic objective of the HR which is attracting
and developing competent staff so as to become employer of choice, creating a positive work
environment which is made possible by the bank value of the company and the leadership that
makes it possible to become an organization that is driven by performance. There are three main
values that best summarizes the culture of KCB: Being Inspiring, Being Simple and being Friendly
which is anchored in the bank previous values of customer first, team work, professionalism, a
willingness to change and caring for the community.
Statement of the Problem
The reason behind talent management is that people run businesses; they create value by use of
corporate assets, creating products and services needed by the individuals. For KCB Bank we have
continuously experience poor performance because talent management lacks leading to lack of
timely service delivery, Poor Customer Satisfaction and decreased Productivity. The implication
of good talent management is that the organization will perform better if it has better employees
and reason why talent management is needed for attracting, developing and utilizing best brains
for superior performance of businesses. Nonetheless, for the case of KCB Bank Limited-Head
office Nairobi, Kenya this has been different. Despite all the efforts put in place to grow the banks
revenue, Talent Management efforts have been wanting. Talent shortage is evident in every
function within the organization and this has affected the organization negatively hence the need
for the current study to show how talent management affects organization performance (KBA
Customer Service survey report-2018). It’s crucial noting that some recent studies on the
organization performance in Kenya have marginally touched on “talent management in the
banking sector but other HR practices. Ngari (2012) studied the link of intellectual capital
accounting and performance of Kenya’s pharmaceutical companies. Therefore, the present study
focused on filing the gap and providing better understanding through empirical proof on the effect
of talent management on the organization performance in KCB Bank Limited-Head office Nairobi,
Kenya.
Objective of the Study
The general objective was to establish the effect of talent management on organizational
performance in the banking industry using KCB Bank Limited-Head office Nairobi, Kenya as the
case study. The following specific objectives guided the study;
i.
To establish the effect of talent attraction on organizational performance in KCB Bank
Limited- Head office Nairobi city county, Kenya.
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To assess the effect of talent retention on organizational performance in KCB Bank
Limited- Head office Nairobi city county, Kenya.
To determine the effect of learning and development on organizational performance in
KCB Bank Limited-Head office Nairobi city county, Kenya.
To assess the effect of career management on organizational performance in KCB Bank
Limited-Head office Nairobi city county, Kenya.

Theoretical Framework
Principles that are developed to explain some situations more so those that have been tried
severally or are acknowledged widely and may be applied in making forecasts regarding natural
phenomenon is defined as a theory (Rahman, 2006). A theory is an analytical tool that helps
understand, explain and make predictions regarding particular subjects (Hawking, 1996).
Therefore, a combination of ideas that are interrelated and are based on theories is considered to
be a theoretical framework. It helps in clarifying the reasons things are how the way they are using
theories (Kombo & Tromp, 2006).
Expectancy theory of Motivation
The theory as postulated by Vroom (1964) will be used to expound on the concept of talent
attraction. Vroom's hypothesis holds that carry out results from cognizant decisions amid options
reason being to improve joy and reduce torment. Along with Lawler and Doorman (1968), Vroom
(1964) suggested that the link between persons’ conduct grinding away and their goals (ability)
worth not forthright as projected by various researchers. Vroom understanding was that a
representative presentation is dependent on singular components, such as, characters, aptitude,
information, experiences and capacity (Calvin,2016).
The Vroom's theory as indicated by (Ibid) depends on the accompanying convictions: (I) Valence
(reward attractive quality), which empowers representatives to appoint an incentive to likely
rewards (inborn and outward rewards). Valence alludes to the enthusiastic directions individuals
hold regarding results (rewards). It is fundamental that the administration finds what the worker’s
worth is. Hence, valence implies that workers will be roused on the off chance that they are
compensated with remunerations that they esteem. (ii) Instrumentality (saw execution-reward
association) alludes to how many representatives believe that specific degrees of execution will
deliver different prizes (superior would influence better results or rewards, for instance,
advancement, pay increase or achievement). The board must promise that guarantee of payment
are content and that representatives understand that. (iii) Anticipation (exertion execution linkage)
identifies with worker levels of trust in playing out a specific assignment. Representatives possess
numerous needs and certainty level regarding what they are able to do. The executives should
determine the assets, preparing, or management representatives require.
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Vroom's hypothesis has an assumption that work conduct is affected by personal desires. Having
said this, the study will build on the proposition by Vroom’s theory (1964) that stresses the need
for companies to associate remuneration with performance and to promise the provided prizes are
the merited ones and required by the beneficiaries to attract talent and therefore talent management
executives ought to give a road through which most noteworthy efficiency can be accomplished
by guaranteeing that the company attracts, creates and retains talented human resources for
development of the company.
Equity theory of motivation
Equity hypothesis of motivation was developed by Adams (1965) and will be used in clarifying
talent retention and performance of an organization. The hypothesis is determined with possible
rewards that are certain to individuals in the organization. The significance of the hypothesis is
equilibrium. For example, a person’s level of motivation is determined by how they see the value,
reasonableness, and equity practiced by directors (Ntonga, 2007). This means that the greater the
number of workers experiences fairness, the higher they are roused to accomplish, additionally the
level; of increase in responsibility, and also, they remain in the organization for a longer time.The
basis of Equity hypothesis is that individual concern is on prizes and other people compensations
in the same post and workers foresee that a company will handle them with decency and
impartiality so long as their input and the prize they receive. Besides, those employees who
perceive that their occupation input doesn't go hand in hand with the prize they receive may attempt
to deal with this observation by low performance or leave the firm. Regarding this examination,
equity hypothesis will be imperative to clarify KCB Bank Limited-Head office, Kenya employee
retention mechanism. In this study, equity theory as advanced by Adams (1965) is very vital for
retention of employees, as it impacts on employee’s perceptions who work for KCB –Bank
Limited-Head office Nairobi (Kenya). These employee’s feelings around getting fair and equal
rewards either motivates them to work hard so to contrast the sources of info they commit with the
earnings they receive from the organization. The believe that low yield is received from work done,
is seen as unfairness and inconsistent and will in general be unsatisfactory or not spurred and
subsequently are probably going to exit the company.
Reinforcement Theory of Motivation
The researcher used this theory postulated by BF Skinner (1957) to explain the learning and
improvement idea. Conditions for reinforcement conduct, people are destined to participate in
certain conduct in the instance that their remuneration is doing so. Activities which are not
compensated are less inclined to be repeated as individuals repeat activities that are definitely
remunerated and keep off from activities that result to punishment; managers can affect the conduct
of their junior by fortifying actions that are regarded as ideal. There exist two plans of reinforcing;
constant reinforcement schedule reinforces the ideal behavior each single time it is demonstrated,
in an irregular support few of the odd example of the ideal behavior is fortified. Fortification is
provided simply regularly to ensure behavior is repeated (Saleemi, 2011).. This study builds on
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the proposition by BF Skinner (1957) hat individuals are bound to take part in wanted conduct in
the event that they are remunerated for doing as such. With all these methods, the study will either
encourage or reinforce viable practices while at the same time debilitating inadequate practices to
benefit the organization and how it performs and even importantly the learning and development
strategies to employee for a KCB-Bank Limited-head Office-Nairobi (Kenya).
Self-Concept Theory
This theory was proposed by Super (1990). It is among the powerful career choices and
improvement theories. Super advises that career decisions and advancement is mainly a way
towards the creation and execution of an individual's self-concept. The hypothesis is due to
complex associations between numerous factors, for instance, personal encounter, mental growth,
climate and actual growth. He accepted the level at which an individual career enhancement is
efficient depends on the level to which a person can realize their profession self-idea. In the context
of this study, self-concept theory as advanced by Super (1990) is very important for employee
retention at KCB-Bank Limited-head Office-Nairobi (Kenya). It should be noticed that people
career idea is a result of character, premium experiences, abilities and communication qualities
and way they organize these qualities into several life jobs.
Human Capital Theory
The research used also use the human capital theory as postulated by Samuel Bowles and Gary
Becker (1960) to illustrate organizational performance. This theory emphasizes the value talent
management and investing in people by organization does, it proposes that interest in individuals
prompts monetary advantage for the individual and the association all in all (Snell, 2007). A further
desire from the hypothesis is that far reaching interest in human resources makes in the workforce
the ability base indispensable to the currently market forces enabling firms create value out of their
strategy. This study builds on the proposition by Samuel Bowles and Gary Becker (1960)) that
management of talent is directly linked to the organization performance and this provides the
explanations on how KCB-Bank limited creates value through the management of resources that
include its employees and by so doing create strategic value proposition linking employee’s
performance which in the end results to performance of an organization.
Conceptual Framework
A conceptual framework shows the connection that exists in the independent and the dependent
variables. It is presumed that the independent variables influence changes in 2004). The framework
below showed the presumed connection between talent management and organizational
performance. Factors considered to affect performance in this study were Timely service delivery
and Customer Satisfaction. The independent variables are talent attraction, retention, learning and
development and career management.
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Conceptual framework
Talent Management
Talent Attraction
• Branding
• Recruitment and selection
Talent retention
• Competitive compensation
• Employee motivation

Organization Performance
• Timely service delivery
• Customer Satisfaction
• Increased Productivity

Learning and Development
• Coaching
• Leadership development
Career Management
• Succession Planning
• Employee Career Growth
Independent variables

Dependent variable

Figure 1: Conceptual Framework
Research Methodology
The study adopted a descriptive research design type involving informed and desirable individuals.
The study focused on the banking industry to be able to achieve a detailed study of the topic under
study. The target population was 1514 staff consisting of 60 top-level management staff, 157
middle level staff and 1297 other workers from each department at KCB Bank Limited-Head
office, Nairobi in Kenya. Using Stratified random sampling, the sample size comprised of 6 toplevel managers, 16 middle level managers and 130 other employees being 10 percentages of each
population category respectively to make 152 staff.
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Table 1: Sampling Frame
Population category

Top level Managers
Middle Level Managers
Other Employees
Total
Source: Researcher 2020

KCB BankHead office
staff
60
157
1297
1514

Sample size
(Z % of 152)
6
16
130
152

Percentage of population
(Representative s of each
stratum)
10%
10%
10%
100%

Structured questionnaires were used to make sure that the respondents answer to a similar set of
questions. Transmittal letter was issued from the department of Human Resource ManagementSchool of Business (KU) to enable the researcher go to the field. A pilot study is carried out to
identify if the research instrument and instrumentation has weaknesses. Pilot test helps the
researcher identify whether there are flaws weaknesses, or limitations in the data collection
instrument ad therefore provide the opportunity for amendments to be done before it can be used
to obtain data for the actual study. This study conducted a pilot test using 15 respondents who
represent 10% of the selected sample size. The findings from the pilot were used to test for validity
and reliability of data collection tool. Kothari (2004) recommended an appropriate sample for
pilot test to be 10% of the sample.
Collected data was reviewed, categorized, tabulated and evidence recombined for the purpose of
obtaining meaning that relates with the initial objective, issues and research questions of the study.
The findings from the key informants were used to complement the findings obtained from the
questionnaires. The study analyzed the data using descriptive statistics such as mean, frequencies,
percentages and standard deviations. Through descriptive statistics, the study provided general
characteristics of variables. The study also computed inferential statistics which include
correlation and regression analysis. Inferential statistics were used to explain the relationship
between the variables. The significance of correlation was tested at 5% level of significance.
Regression analysis was performed to establish to determine the influence of the independent
variable on dependent variables.
Results and Discussion
Descriptive and inferential statistics have been used to discuss the findings of the study. The results
are derived from Likert scales. The study targeted a sample size of 152 respondents from which
140 filled in and returned the questionnaires making a response rate of 92.1%. This response rate
was satisfactory to make conclusions for the study. The response rate was representative.
According to Mugenda and Mugenda (2003), a response rate of 50% is adequate for analysis and
reporting; a rate of 60% is good and a response rate of 70% and over is excellent. Based on the
assertion, the response rate was considered adequate.
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Reliability Analysis
This test used Cronbach’s alpha which measures internal consistency to determine reliability of
the questionnaire. Cronbach’s Alpha coefficient of 0.6-0.7 is a commonly accepted rule of thumb
that indicates acceptable reliability and 0.8 or higher indicates good reliability. The Alpha value
threshold at 0.7 will form the benchmark for the study. The results were presented in Table 2.
Table 2: Reliability Results
Scale
Talent Attraction
Talent Retention
Learning and Development
Career Management
Source: Researcher (2021)

Cronbach's Alpha
0.811
0.852
0.793
0.791

Number of Items
5
5
5
5

The findings in Table 2 show that talent attraction has an alpha value of 0.811, talent retention an
alpha value of 0.852, learning and development an alpha value of 0.793 and career management
an alpha value of 0.791. This shows that that all the variables were reliable.
Talent Attraction
Table 3: Talent Attraction and Organization Performance
Statement on talent attraction

Mean Std. Dev.

This organization's good conditions for working and fair remuneration have
assisted in attracting the right talents
This organization value talent search matrix in selection so as to get
qualified, experienced, expertise and potential staff
This organization endeavors to create a good brand image get talented staff
In the organization employees are assured of job security, so as to get the
right talent.
This organization determines the skills gotten from training and matches
them with firm goals

3.993

0.963

3.907

1.009

4.093
4.036

0.934
0.938

3.986

0.868

From the findings, the respondents agreed that their organization endeavors to create a good brand
image get talented staff as shown by a mean of 4.093, in the organization employees are assured
of job security, so as to get the right talent as shown by a mean of 4.036, the organization's good
conditions for working and fair remuneration have assisted in attracting the right talents as shown
by a mean of 3.993, the organization determines the skills gotten from training and matches them
with firm goals as shown by a mean of 3.986 and the organization value talent search matrix in
selection so as to get qualified, experienced, expertise and potential staff as shown by a mean of
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3.907. The findings concur with those of Poorhosseinzadeh and Subramaniam, (2012) who found
a positive and huge connection between management of talent and the accomplishment of
multinational companies.
Talent retention
Table 4: Talent Retention and Organization Performance
Statement on talent retention
Mean Std. Dev.
This organization compensation system is competitive ins comparison with 3.871
0.792
other firms in the similar industry which motivates employees
This organization has a policy for internal recruitment that assists to improve 3.900
0.928
the morale and royalty of our workers
This organization ability to listen to employee through the ER department is 3.807
0.960
an employee’s motivating factor
This organization provides opportunities for training to improve the growth 4.107
0.944
of career and retain talented staff
This organization has an effective performance assessment which improves 3.914
0.951
the confidence of the employees

From the findings, the respondents agreed that the organization provides opportunities for training
to improve the growth of career and retain talented staff as shown by a mean of 4.107, the
organization has an effective performance assessment which improves the confidence of the
employees as shown by a mean of 3.914, the organization has a policy for internal recruitment that
assists to improve the morale and royalty of our workers as shown by a mean of 3.900, the
organization compensation system is competitive ins comparison with other firms in the similar
industry which motivates employees as shown by a mean of 3.871 and the organization ability to
listen to employee through the ER department is an employee’s motivating factor as shown by a
mean of 3.807. The findings concur with those of Blackman and Kennedy, (2013) who indicated
that management of talent and succession plans inside government organizations affected
absorption of talent, talent retention, and development, responsible for competitive advantage
within the company.
Learning and Development
Table 5: Learning and Development and Organization Performance
Statement on learning and development
This organization has suitable strategies for learning and development
In this organization staff are progressively getting new knowledge and
skills, and grasping novel ways of undertaking their tasks
Line managers coach employees in the organization
In this organization the development of leadership skills is taken seriously
141
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3.871
0.889
3.786
0.932
3.657
3.643

0.863
0.687
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From the findings, the respondents agreed that the organization has suitable strategies for learning
and development as shown by a mean of 3.871, in the organization staff are progressively getting
new knowledge and skills, and grasping novel ways of undertaking their tasks as shown by a mean
of 3.786, line managers coach employees in the organization as shown by a mean of 3.657 and in
the organization the development of leadership skills is taken seriously as shown by a mean of
3.643. The findings are related to those of People in Aid (2013) who found that the enlistment and
improvement of skilled workers was of fundamental importance to attainment of organization
targets.
Career Management
Table 6: Career Management and Organization Performance
Statement on Career Management
This organization believes that career planning enables extension and
growth of this organization.
This organization promotes rotation and transfer of jobs to rise their value
by themselves
This organization has a plan on employee career growth as a norm.
This organization has established succession planning mechanisms
This organization has programs for retirement preparation in place

Mean Std. Dev
3.629
0.853
3.671

0.742

3.693
3.764
3.743

0.675
0.804
0.728

From the findings, the respondents agreed that the organization has established succession
planning mechanisms as shown by a mean of 3.764, the organization has programs for retirement
preparation in place as shown by a mean of 3.743, the organization has a plan on employee career
growth as a norm as shown by a mean of 3.693, the organization promotes rotation and transfer of
jobs to rise their value by themselves as shown by a mean of 3.671 and the organization believes
that career planning enables extension and growth of this organization as shown by a mean of
3.629. The findings are related to those of Sekarin (2017) who found out that commitment to an
organization is significant in talent management and performance of an organization.
Organizational performance
Table 7: Organization Performance
Statement on organizational Performance
Mean Std. Dev.
This organization believes that talent management improves our timely 4.021
0.895
delivery of service to our customers
This organization strategy for talent retention has led to increase in staff 3.971
0.882
productivity
This organization’s internal policy for recruitment helps align staff 4.014
0.908
energies to organizational performance.
This organization believes that interesting and challenging jobs 3.943
0.893
increases employee’s productivity.
In the organization talent has led to increase in customer Satisfaction 3.921
0.957
hence increase in sales
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From the findings, the respondents agreed that the organization believes that talent management
improves timely delivery of service to customers as shown by a mean of 4.021, the organization
internal policy for recruitment helps align staff energies to organizational performance as shown
by a mean of 4.014, the organization strategy for talent retention has led to increase in staff
productivity as shown by a mean of 3.971, the organization believes that interesting and
challenging jobs increases employee’s productivity as shown by a mean of 3.943 and the
organization talent has led to increase in customer Satisfaction hence increase in sales as shown
by a mean of 3.921.
Correlational Analysis

Organizational Performance

Pearson Correlation
Sig. (2-tailed)
N
Talent Attraction
Pearson Correlation
Sig. (2-tailed)
N
Talent Retention
Pearson Correlation
Sig. (2-tailed)
N
Learning and Development
Pearson Correlation
Sig. (2-tailed)
N
Career Management
Pearson Correlation
Sig. (2-tailed)
N
**. Correlation is significant at the 0.01 level (2-tailed).

Career
Management

Learning and
Development

Talent
Retention

Organization
al
Performance
Talent
Attraction

Correlation analysis is used to analyze the association between independent and dependent
variables. Pearson Moment Correlation analysis was adopted in this study.
Table 8: Correlations

1
140
.863** 1
.000
140 140
.890** .571** 1
.000 .032
140 140 140
.840** .465** .424** 1
.001 .028 .021
140 140 140 140
.798** .367** .327** .294**1
.002 0.023 0.019 0.016
140 140 140 140 140

The results revealed that there was a strong positive correlation between talent attraction and
organizational performance in KCB bank limited as shown by r = 0.863, statistically significant p
= 0.000<0.01; there was a positive correlation between talent retention and organizational
performance in KCB bank limited as shown by (r = 0.890, p = 0.000); there was a positive
correlation between learning and development and organizational performance in KCB bank
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limited as shown by (r = 0.840, p = 0.001); there was a strong positive correlation between career
management and organizational performance in KCB bank limited as shown by (r = 0.798, p =
0.002).
Table 9:Model Summary
Model

R

R Square

Adjusted R Square

Std. Error of the
Estimate

1

.829a

.687

.679

.03179

From the findings, the R squared was 0.687 implying that there was 68.7% variation of
organizational performance in KCB bank limited due to the changes of talent attraction, talent
retention, learning and development and career management. The remaining 31.3% implies that
there are other factors that affect organizational performance in KCB bank limited that were not
discussed in the study. R shows the association between the variables and from the findings, the
variables were strongly related as shown by a value of 0.829.
Table 10: Analysis of Variance
Model
Sum of Squares
df
Mean Square
F
Sig.
1
Regression
162.304
4
40.576
168.21
.000b
Residual
32.565
135
0.241
Total
194.869
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From the ANOVA statistics, the processed data (population parameters) had a significance level
of 0.001. This shows that the data is ideal for making conclusions on the population’s parameter
as the value of significance (p-value) is less than 5%. The F calculated was greater than F critical
(168.21 > 2.439). This shows that talent attraction, talent retention, learning and development and
career management significantly influence organizational performance in KCB bank.
Table 11: Beta Coefficients of the study Variables
Unstandardized
Standardized
Coefficients
Coefficients
Model
B
Std. Error
Beta
(Constant)
.106
.031
Talent Attraction
.401
.093
.378
1
Talent Retention
.396
.099
.355
Learning and Development
.376
.094
.346
Career Management
.362
.096
.332
The fitted regression model was
Y = 0.106 + 0.401 X1 + 0.396 X2 + 0.376 X3 + 0.362 X3 + є
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t

Sig.

3.419
4.312
4.000
4.000
3.771

.004
.000
.000
.000
.002
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The equation above reveals that holding talent attraction, talent retention, learning and
development and career management constant, the variables will significantly influence
organizational performance in KCB bank limited as shown by a constant value of 0.106 as shown
in Table 11.
Talent attraction is statistically significant to organizational performance in KCB bank limited as
shown by (β = 0.401, P = 0.000). This shows that talent attraction had significant positive
relationship with organizational performance in KCB bank limited. This implies that a unit
increase in talent attraction will result to increase in organizational performance in KCB bank
limited in Kenya. Talent retention is statistically significant to organizational performance in KCB
bank limited as shown by (β = 0.376, P = 0.000). This shows that talent retention had significant
positive relationship with organizational performance in KCB bank limited. This implies that a
unit increase in talent retention will result to increase in organizational performance in KCB bank
limited in Kenya.
Learning and development is statistically significant to organizational performance in KCB bank
limited as shown by (β = 0.396, P = 0.000). This shows that learning and development had
significant positive relationship with organizational performance in KCB bank limited. This
implies that a unit increase in learning and development will result to increase in organizational
performance in KCB bank limited in Kenya. Career management is statistically significant to
organizational performance in KCB bank limited as shown by (β = 0.362, P = 0.002). This shows
that career management had significant positive relationship with organizational performance in
KCB bank limited. This implies that a unit increase in career management will result to increase
in organizational performance in KCB bank limited in Kenya.
Conclusions
The study found that talent attraction was statistically significant to organizational performance in
KCB bank limited. This implied that talent attraction had significant positive relationship with
organizational performance in KCB bank limited. Therefore, a unit increase in talent attraction
will result to increase in organizational performance. The study concludes that talent attraction
positively affects organizational performance in KCB Bank Limited. The study established that
talent retention was statistically significant to organizational performance in KCB bank limited.
This shows that talent retention had significant positive relationship with organizational
performance in KCB bank limited. A unit increase in talent retention will result to increase in
organizational performance. The study concludes that talent attraction has a positive relationship
with organizational performance in KCB Bank Limited.
The study revealed that learning and development was statistically significant to organizational
performance in KCB bank limited. This shows that learning and development had significant
positive relationship with organizational performance in KCB bank limited. The study concludes
that a unit increase in learning and development will result to increase in organizational
145
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performance in KCB bank limited in Kenya. The study found that career management was
statistically significant to organizational performance in KCB bank limited. This shows that career
management had significant positive relationship with organizational performance in KCB bank
limited. The study concludes that a unit increase in career management will result to increase in
organizational performance in KCB bank limited in Kenya.
Recommendations
The study found that talent attraction positively affects organizational performance. The study
recommends that the management of KCB bank should provide favourable working environment
for employees, also treat employees equally and provide job security. This will attract talented
employees in the organization. The study revealed that talent retention positively affects
organizational performance. The study recommends that the management of KCB bank limited
should demonstrate that they value their employees by adopting retention strategies like
competitive compensation and motivating their employees through bonuses. This would influence
the employee to remain in the organization.
The study found that learning and development positively affects organizational performance. The
study recommends that KCB should adopt learning and development strategies coaching,
mentoring and leadership development. This would improve the employee’s knowledge and skills
and hence organizational performance. The study found that career management positively affects
organization performance. The study recommends that the management should improve the career
management practices in the KCB bank. This is because as the business environment changes the
employees needs on career management also change. Therefore, it is important to improve on the
career management activities in the organization.
Suggestions for Future Research
This study sought to determine the establish the effect of talent management on organizational
performance in the banking industry using KCB Bank Limited-Head office Nairobi, Kenya as the
case study. This study used talent attraction, talent retention, learning and development and career
management as the study variables. The study recommends that other studies should be conducted
on talent management on organizational performance using other variables like performance
management apart from the ones discussed in this study.
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