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Abstract 

Human resource is the most valuable resource in every organization and they contribute 

immensely to organizations the world over. It is therefore imperative for organizations to 

institute appropriate measures to retain adroit employees. The main objective of the study was 

to conduct an analysis on the relationship between human resource practices and retention of 

knowledge workers’ in private universities in Nairobi county Kenya. Specifically, the study 

focused on the following research objectives; to determine whether training affects retention of 

knowledge workers in private universities in Kenya, to examine whether employee 

compensation affects the retention of knowledge workers in private universities in Kenya, to 

find out whether recruitment of staff affect the   retention of knowledge workers in private 

universities in Kenya and to establish whether work conditions affect retention of knowledge 

workers in private universities in Kenya. The study targeted officers, middle and top level 

knowledge based employees working in the head offices of the Universities. Currently, there are 

12 private universities licensed by the Commission of higher Education. Appendix C depicts the 

list of all 12 Chartered Private Universities. In all, there are about 3137 employees in the head 

offices of the selected Universities. In selection of the study sample, multi-stage sampling 

technique was employed in this study. First, the employees were grouped into teaching and non 

teaching staffs. Stratified random sampling procedure was then used to select employees from 

the top, middle and officers levels who make up the target population. A sample size of 314 which 

constituted 10% of the total population was selected. Descriptive and inferential statistics was 

used to analyze information generated from respondents. The data collected was presented by 

use of percentages, frequency distributions, tables, charts, and the researcher categorized 

variables. The study found out that, holding all the other factors constant, the retention of 

knowledge workers in private universities in Nairobi County-Kenya was tested against key 

human resource management practices  measured by the significance of these key human 

resource management practices elements and established that in deed; (Work Conditions (WC), 

Recruitment (R), Training (T), Compensation (C)) contributed to 78.0% of the variation of the 
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retention of knowledge workers in private universities in Nairobi County-Kenya. The study 

finally recommended that, there is the need for more training and development programs, the 

workplace environment needs to be made fully suitable for the needs of all employees, the 

private universities should focus on the identified important human resource management 

factors in recruitment process such as clarity of job description, accuracy of person specification, 

good recruitment advertisement, opportunity to skills in a team environment among others. 

Keywords: Compensation, Recruitment, work conditions and Training 

 

1. Background of the study 

The most valuable asset available to an organization is its people, thus retention of staff in their 

jobs is essential for an organization. Indeed there is a paradigm shift from human resource to 

human capital which consists of the knowledge, skills and abilities of the people employed in an 

organization which is indicative of their value (Armstrong, 2010). In today’s competitive and 

rapidly changing business world, organizations especially in the service industry need to ensure 

maximum utilization of their resources to their own advantage; a necessity for organizational 

survival. Studies have shown that organizations can create and sustain competitive position 

through management of non-substitutable, rare, valuable, and inimitable internal resources. 

Human resource management practices has the ability to create organizations that are more 

intelligent, flexible and competent than their rivals through the application of policies and 

practices that concentrate on recruiting, selecting, training skilled employees and directing their 

best efforts to cooperate within the resource bundle of the organization. This can potentially 

consolidate organization performance and create competitive advantage as a result of the 

historical sensitivity of human resources and the social complex of policies and practices that 

rivals may not be able to imitate or replicate their diversity and depth (Erturk, 2010). 

Armstrong (2009) defines Human Resource Management (HRM) as a strategic and coherent 

approach to the management of an organization’s most valued assets; that is, the people working 

there who individually and collectively contribute to the achievement of its objectives. 

Moreover, Human resource management practices can be defined as a set of organizational 

activities that aims at managing a pool of human capital and ensuring that this capital is 

employed towards the achievement of organizational objectives (Wright & Boswell, 2002). 

Research has recorded a positive relationship between human resource management practices 

and corporate performance. Thus in order to stimulate corporate performance, management is 

required to develop skilled and talented employees who are capable of performing their jobs 

successfully (Klein, 2004). HRM is composed of the policies, practices, and systems that influence 

employees’ behavior, attitude, and performance (Noe, Hollenbeck, Gerhart, & Wright, 2007).  

 (In a competitive environment, a company invests not only in technological advancements but 

also the creation of human capital through extensive training).  
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2. Review of existing literature   

Other scholars and researchers have done concerning employee retention in the world. 

Theoretical and empirical reviews are done leading to a conceptual framework which is 

proposed to guide the study.Various theories address employee needs and have been advanced 

by a number of authors as basis of retention strategies in organizations. Most notable are; 

Equity theory (1965) Expectancy theory (1964); Hertzberg (1959) two factor theories and 

Human capital theory, all of which are all relevant to this study.  

2.1 Training 

Planned systematic modification of behavior through learning, events, programs and 

instructions which enable individuals to achieve the levels of knowledge, skills and competence 

needed to carry out their work efficiently. He adds: training is the use of planned instruction 

activities to promote learning. According to Waleed (2011 as quoted in Ng’ethe (2014) training 

is not simply a means of arming employees with skills they need to perform their jobs, it is often 

deemed to be representative of an employer’s commitment to their work force.  

2.1 Employee Compensation  

Reward and compensation are the forms of tangible benefits and financial returns that an 

employee receives, however with the emerging economy and the present work environment the 

rewards and recognition takes in different forms. These include performance based rewards, 

employee recognition, non-monetary incentives, extrinsic rewards, and intrinsic rewards. 

Performance based pay improves employee performance in addition to motivating and engaging 

employees (Nazir, et al., 2013) causing to improve employee retention.  

2.2 Recruitment and Selection 

Armstrong (2008) gives the overall aim of recruitment as to obtain at minimum cost the and 

quality of employees required to satisfy the human resource needs of the company and involves 

defining requirements (preparation of job description and specifications) and attracting 

candidates through reviewing and evaluating alternative sources of application inside and 

outside the company. Wright (2004) points out that recruitment and selection are processes 

concerned with identifying, attracting and securing suitable people to meet and organizational 

human resource needs. Recruitment is concerned with identifying and attracting suitable 

candidates.  

2.4 Work Conditions 

Employee welfare is defined as efforts to make life worth living for workmen with their origin 

either in some statute formed by the state or in some local custom or in collective agreement or 

in the employer’s own initiative. According to Derek and Laura (1998), there are two primary 

welfare areas which are of benefit to individuals that is physical (health, safety, paid holidays, 
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reduced working hours etc) and emotional (improved mental health through provision of 

counseling services, improved communication and general human relations at the workplace). 

Work conditions encompass not only the earlier concern with workers physical working 

conditions (sanitation, canteens, hours of work, rest pauses, etc) but also the human relations 

aspect to achieve job satisfaction.  

3. Objective of the study 

The study has the following specific objectives- 

i. To determine whether training  affects retention of knowledge workers in private 

universities in Kenya  

ii. To examine whether employee compensation affects the retention of knowledge workers in 

private universities in Kenya  

iii. To find out whether recruitment of staff affect the   retention of knowledge workers in 

private universities in Kenya  

iv. To establish whether work conditions affect retention of knowledge workers in private 

universities in Kenya. 

 

4. Hypothesis of the study 

Hypothesis 1: there is no significant relationship between training and retention of knowledge 

workers in private universities in Nairobi County 

Rejection of null hypothesis point towards a statistically relationship between training and 

retention of knowledge workers in private universities Nairobi county 

Hypothesis 2: there is no significant association between compensation and retention of 

knowledge workers in private universities Nairobi County 

Rejection of the null hypothesis indicates a statistically significant association between 

compensation in retention of knowledge workers in private universities Nairobi County 

Hypothesis 3: recruitment has no influence on retention of knowledge workers in private 

universities in Nairobi County 

Rejection of null hypothesis indicates a significant influence in retention of knowledge workers 

in private universities in Nairobi County 

Hypothesis 4: there is no significant relationship between work conditions on retention of 

knowledge worker in private universities in Nairobi County. 

Rejection of null hypothesis indicates a statistically significant relationship between work 

conditions and retention of knowledge workers in private universities in Nairobi County 

5. Database and methodology of study 

According to Orodho (2013), a research design is a master plan/framework or blue print 

specifying the methods and procedures for collecting and analyzing the needed information. A 

descriptive design was employed in this study. A cross-sectional study is conducted once to pick 

out the parameters of a phenomenon at a specific point in time.  
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In this study data was analyzed using Statistical package for social science (SPSS). All the 

questionnaires received were coded to make data entry easy. Descriptive statistics such as mean, 

standard deviation and percentage was estimated for the various variables. Inferential data 

analysis was done using Pearson correlation coefficient, regression analysis and multiple 

regression analysis.  

The following multiple regression model will be used. 

Y= β0 + β1X1+ β2X2+ β3X3 + β4X4+ e 

 Y is the retention of knowledge workers in private Universities 

X1  Employee Training  

X2    Employee Compensation 

X3  Recruitment   

X4  working conditions 

   e =   Error term 

6. Major findings of the study 

This chapter covers data presentation and analysis. The main objective of the study was to 

analyze the relationship between human resource management practices and retention of 

knowledge workers’ in private universities in Nairobi county Kenya. In order to simplify the 

discussions, the researcher provided tables and figures that summarize the collective reactions 

and views of the respondentsThe study used a sample size of 314 respondents from which 227 

filled in and returned the questionnaires making a response rate of 72.3%. According to Cooper 

and Pamela, (2010), a response rate below 40% is unreliable, a response rate of 40%-50% is 

poor, a response rate of 50%-60% is acceptable for analysis and reporting, a response rate of 

60%-70% is good and a response rate of 70%-80% is very good while response of over 80% is 

excellent. This response rate of 227 out of 314 respondents was very good and representative 

to make conclusions for the study.  

Table 1: Response Rate 

Questionnaires Frequency Percent (%) 

Response 227 72.3% 

Non-Response 87 27.7% 

Total  314 100.0% 

 

Reliability in research is a measure of the degree to which a research instrument yields 

consistent results or data after repeated trials (Orodho, 2013). In this study, Cronbach’s alpha 

was applied to determine the internal reliability of the questionnaire used in this study on the 
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same pilot group and responses were collected with a view of establishing the consistency of the 

questionnaire. The reliability index acceptable is between 0.7 and above according to Mugenda 

& Mugenda, (2010).  

Cronbach’s alpha was calculated by application of SPSS for reliability analysis. The value of the 

alpha coefficient ranges from 0-1 and may be used to describe the reliability of factors extracted 

from dichotomous and or multi-point formatted questionnaires or scales. A higher value shows 

a more reliable generated scale. According to Mugenda and Mugenda, (2010) a reliability below 

0.4 is unreliable, 0.4-0.5 as poor, 0.5-0.6 as acceptable, 0.6-0.7 as good, 0.7- 0.8 as very Good and 

above 0.8 as excellent. According to Table 4.2 the reliability test at 91.9% was excellent 

Table 1: Reliability 

Case Processing Summary (Scale: ALL VARIABLES) 

 N % 

Cases Valid 227 100.0 

Excludeda 0 .0 

Total 227 100.0 

a. Listwise deletion based on all variables in the procedure. 

Reliability Statistics 

Variables  Cronbach's Alpha N of Items 

 .919 37 

In this study, a multiple linear regression model was implemented to identify the relationship 

between the four independent variables (Training, compensation, employee recruitment and 

work conditions) and one dependent variable which is retention of knowledge workers in 

private universities in Kenya. The study applied the statistical package for social sciences (SPSS) 

to code, enter and compute the measurements of the multiple regressions for the study. The 

finding of the study is as shown in table 4.11  

Table 2: Model Summary 

Model Summary 

Mo

del 

R R 

Square 

Adjuste

d R 

Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R 

Square 

Change 

F 

Change 

df

1 

df2 Sig. F 

Change 

1 .883a .780 .776 .19528 .780 196.989 4 222 .000 

a. Predictors: (Constant), Work Conditions(WC), Recruitment (R), Training(T), Compensation (C) 
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It is evident from the study findings that, all the four independent variables (Work 

Conditions(WC), Recruitment (R), Training(T), Compensation (C)), explain about 78.0% of the 

on the retention of knowledge workers in private universities in Kenya, as represented by the R 

Square (R2) 0.780. This implies that; Work Conditions, Recruitment, Training, Compensation 

contributes significantly to the retention of knowledge workers in private universities in Kenya. 

Table :3 Analysis of Variance (ANOVA) 

ANOVAa 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 Regression 30.050 4 7.512 196.989 .000b 

Residual 8.466 222 .038   

Total 38.516 226    

a. Dependent Variable: Employee Retention(ER) 

b. Predictors: (Constant), Work Conditions(WC), Recruitment (R), Training(T), 

Compensation (C) 

 

In an attempt to test the significant of the model, the study used ANOVA. From Table 4.12 the P-

value is 0000b which is less than 0.05 thus the model is statistically significance in predicting the 

human resource practices (Work conditions, recruitment, training and compensation) and their 

respective relationship with the retention of knowledge workers in private universities in 

Kenya. The F critical at 5% level of significance is 2.46. Since F calculated (value =196.989) is 

greater than the F critical, this shows that the overall model is significant. The coefficients of the 

multiple regression models are presented in the table 4.12 

 

4: Regression Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) .424 .092  4.626 .000 

Work Conditions(WC) .230 .042 .290 5.471 .000 

Compensation (C) .311 .038 .501 8.107 .000 

Recruitment (R) .117 .031 .138 3.828 .000 

Training(T) .081 .042 .102 1.913 .004 

a. Dependent Variable: Employee Retention (ER)  

 The regression model has established that taking human resource management practices 

elements considered in the study (Work Conditions (WC), Recruitment (R), Training (T), 

Compensation (C)) at constant zero, the retention of knowledge workers is at 42.4% evidenced 

by constant 0.424. The generated model is given by;  

Y = 0.424+ 0.081X1 + 0.311X2 + 0.117X3 + 0.230X4 +ε 
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From the study findings, the researcher gathers that, employee compensation system had the 

greatest influence on the retention of knowledge workers at 31.1% followed by work 

conditions for the employees at 23.0%, then recruitment and selection at 11.7% and finally 

employee training at 8.1%. This aside, all the variables were significant as their P-values were 

less than 0.005. At 5% level of significance and 95% level of confidence; the t statistics helps in 

determining the relative importance of each variable in the model. As a guide regarding useful 

predictors, the research determines the t values well below -0.05 or above +0.005.  

7. Conclusions 

From the findings of the study, it was concluded that: 

 Training and retention of knowledge workers 

As to whether s training affects retention of knowledge workers in private universities in Nairobi 

County-Kenya, it can be concluded that, employee training is always a significant factor towards 

retention of knowledge workers in private universities in Nairobi County-Kenya at β4= 

0.081and p =0.004 and being the least influential variable in the model and with regards to 

retention of knowledge workers. The study results however show a positive relationship 

meaning an improvement in employee training will always lead to an increase in the retention 

of knowledge workers in private universities in Nairobi County-Kenya. 

 Employee compensation and retention of knowledge workers 

Examining whether employee compensation affects the retention of knowledge workers in 

private universities in Nairobi County-Kenya, it is evident from the study that, employee 

compensation is also a significant factor or variable towards retention of knowledge workers in 

private universities in Nairobi County-Kenya. The study findings showed that employee 

compensation will always a significant factor towards retention of knowledge workers at β2 = 

0.311and p = 0.000 and being the most influential variable in the model. The study findings also 

show a positive relationship meaning an increase in employee compensation will always lead to 

an increase in financial performance in the retention of knowledge workers in private 

universities in Nairobi County-Kenya  

 Recruitment of staff and retention of knowledge workers 

Analysis of the third objective which was to find out whether recruitment of staff affects the   

retention of knowledge workers in private universities in Nairobi County-Kenya. It is evident 

from the study results that, recruitment will always a significant factor for retention of 

knowledge workers in private universities in Nairobi County-Kenya at β3= 0.117 and p = 0.000 

and being the second least influential variable in the model. The study results also show a 

positive relationship between recruitment of staff and retention of knowledge workers in 

private universities in Nairobi County-Kenya meaning a build-up in recruitment will always lead 

to an increase in retention of knowledge workers in private universities in Nairobi County-

Kenya and vice versa.  
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Work conditions and retention of knowledge workers 

The fourth and the last objective of the study to establish whether work conditions affect 

retention of knowledge workers in private universities in Kenya. On this objective the study duly 

concludes that, work conditions will always a significant factor for retention of knowledge 

workers in private universities in Kenya at β1= 0.230and p = 0.000 and being the second highest 

influential variable in the model. The study results also showed a positive relationship between 

work conditions and the retention of knowledge workers meaning an increase in improvement 

in service innovation will always lead to an increase in the financial performance in the work 

conditions will always lead to an improved retention of knowledge workers in private 

universities in Nairobi County-Kenya. 

 Employee Retention   

Finally, holding all the other factors constant, the retention of knowledge workers in private 

universities in Nairobi County-Kenya was tested against key human resource management 

practices  measured by the significance of these key human resource management practices 

elements and established that in deed; (Work Conditions (WC), Recruitment (R), Training (T), 

Compensation (C)) contributed to 78.0% of the variation of the retention of knowledge workers 

in private universities in Nairobi County-Kenya as explained by adjusted R2 of 0.780.  

8. Recommendations 

The study recommends the following; 

It is evident from the study findings that majority of the respondents have served in the 

organization for over 5 years, with close to 80% of the employees having spent more than five 

years with the various institutions. The researcher proposes that, there is the need for more 

training and development programs to equip them with the requisite skills for the job. This is 

because Training is important in improving the effectiveness and in retaining the key employees. 

Employees are loyal to the employer if the employer is committed and helpful for their long term 

career development. 

The employees hold the opinion that compensation/rewards  

contribute to improving an employee’s loyalty and retention  

toward organization. 

The employees hold the opinion that compensation/rewards  

contribute to improving an employee’s loyalty and retention  

toward organization. 

The compensation and beets given by Telecom sector to its  

employees is a vital policy that helps organizational nourishment.  

The employees hold the opinion that compensation/rewards  

contribute to improving an employee’s loyalty and retention  

toward organization.  The results indicate that Telecom sector  

is very capable and successful in employee retention. It is also  
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providing a culture that is helping in retaining the employees at  

all levels. 

 The employees hold the opinion that compensation/rewards contribute to improving an 

employee’s loyalty and retention toward organization. Effectively the study recommends that, 

the role of HR departments should satisfy the needs of employees through the offering 

competitive compensation in order to retain knowledge workers in the institutions 

Grounded on the study results, the study proposes that, the private universities should focus on 

the identified important human resource management factors in recruitment process such as 

clarity of job description, accuracy of person specification, good recruitment advertisement, 

opportunity to skills in a team environment among others. If resources will not be sufficient, the 

company can concentrate on training and development factors, communication and information 

sharing factors, health, safety and welfare factors, incentives and compensation factors and job 

security factors to improve retention of knowledge workers in the organization.  

In this category the researcher recommends that, the workplace environment needs to be made 

fully suitable for the needs of all employees by ensuring leadership styles that encourage 

decentralization and delegation of duties, equality in the implementation of employee evaluation 

and appraisal systems, and provision of sufficient employee benefits, rewards, and structures 

for recognition in order to boost retention of knowledge workers in the various public 

universities in Nairobi County-Kenya.  

The study findings also revealed that the human resource management practices considered in 

the study (Work Conditions (WC), Recruitment (R), Training (T), and Compensation (C)) only 

accounted for 78.0% of the variation in retention of knowledge workers as explained by adjusted 

R2 of 0.780. Meaning other factors not tested in the current study should be considered for 

future research.   
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