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1. Introduction 

 

One of the biggest challenges facing organizations today is the issue of employee motivation, which continues being an 

important determinant of job retention within organizations. Staff motivation has for a long time continued affecting the rate at 

which employees are retained within the workplace. Studies conducted on employee motivation have found that staff motivation 

influences job retention in organizations. 

 

Scholars have established that employee motivation is an important factor since it leads to improved overall organizational 

performance. According to DeSteno (2010), motivated employees normally commit themselves towards ensuring that the 

organization meets its goals, vision, mission and objectives. These employees always have a positive attitude towards their work 

(Porter, 2013). Additionally, Bargh, 2010 suggests that motivated employees are more often than not loyal and support the 

activities and objectives of the organization  

 

Motivation is the most significant contributor to the exemplary performance of the employees in the organizations (Gupta, 

2011). Research has shown that employee’s perception towards work environment is that they need jobs that are rewarding.  

Bjornebekk (2010) opines that high performing personnel in most organizations go unnoticed as a result of lack of motivation. 

Research activities are lengthy and stressful process that requires an officer to be patient, motivated and happy within the work 

environment (Eshiteti, 2013).  

 

2. Research Problem  
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Abstract 

Human Resource Management has become an integral part of organizations with issues of staff motivation being the key to 

overall corporate performance with regard to job retention.  Over the years, employee motivation has remained a key human 

resource challenge in many organizations. Despite the important role that staff motivation plays in organizations, there is 

however scanty information on how different organizations approach it. In Kenya, for instance, there is limited knowledge 

with regard to staff motivation in research organizations. This study which used the descriptive research method was 

conducted among 131 employees of the Kenya Agricultural and Livestock Research Organization Sugar Research Institute.  

The main objective of this study was to assess the role that staff motivational practices play in job retention within the 

research service sector in Kenya. Based on the data, the study found out that there is a statistically significant positive and 

strong relationship between staff motivation and job retention (r = 0.996, p < 0.05). Moreover, the findings confirmed that 

there is a positive influence of staff motivation on job retention (β = 1.30). Findings from the study suggested that employees 

are not motivated by the management of the Sugar Research Institute. In addition, the study established that employees 

consider good compensation, recognition, reward, and good working environment as the main motivators although these are 

not considered to be inadequate at the Sugar Research Institute. The findings concluded that the management has not put into 

place a proper strategy to motivate staff. This study established that it is critical for human resource management especially 

within research organisations to ensure that they implement enhanced motivational practices in order to retain their 

employees. 
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Succession planning practices are considered important in ensuring that organizations retain their employees. The empirical 

literature that was reviewed suggests that lack of effective succession planning practices in the organization is likely to negatively 

affect the ability of the organization to retain their staff for a long period of time. Available evidence shows that the ability of the 

organization to retain staff is normally negatively affected when employees are not motivated, because they develop feelings of 

not being appreciated. Staff will only enjoy their work when they feel appreciated and wanted.   

Currently, SRI has a stalled succession plan for example, where the number of key employees (scientists) expected to retire in 

the next five years is 14 scientists, about 50%.  When employees leave the organization due to retirement or search for new job 

opportunities, research activities such as Agronomy, Entomology and Plant Pathology tend to stall, a situation that could be 

attributed to lack of SPP.  That is notwithstanding the fact that even the 27 scientists currently available are eight (8) short of the 

required thirty five (35).This situation has been brought about by the stalling of or lack of implementation of the succession plan. 

However, despite the available evidence that succession planning practices influence employee retention in organizations, there is 

limited research on the influence of succession planning practices in research organizations in Kenya.  This study therefore sought 

to fill this research gap. 

3. Objective of the Study  

 

To determine the role of motivation on job retention at Sugar Research Institute. 

 

4. Review of Literature 

 

4.1 Theoretical Framework 

 

4.1.1 Transformational Leader Theory 

 

Transformational leadership theory was introduced by Bass in 1998, it comprises of idealized influence, inspirational and 

motivational talks, intellectual stimulation and individual belief and style.  It explains that leaders are the overall decision makers 

in every organization.  The transformation of leaders in the organization depends on the leadership cultural practices and belief.  

The theory suggests that the recognizing of a person limits and strength are important in enhancing the long term objectives and 

the success of the organization (Bass, 1998).  Employees need someone to stretch them in terms of development in order to climb 

a higher ladder instead of remaining in the same position. The above theory recognizes the need to groom upcoming employees by 

the management in order to ensure continuity in the organization.  Grooming employees is a management perceptions which 

varies from one manager to another and therefore, this theory is affected by the manager altitude towards the employees and 

personal relationship between the two (Winn, 2010). 

6.2 Conceptual Framework 

 

A conceptual framework is a pictorial representation of variables in a study (Mugenda and Mugenda, 2009).  In this study the 

independent variables and its indicators is employee motivation intervening variable is the job retention, terms and conditions of 

employment and the organizational working environment how they cause some influences on job retention. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Independent Variables        Intervening Variable                  Dependent Variable 

Figure 1 Conceptual Framework 

Staff Motivation 

 

 Motivation by management 

 Good compensation, 

recognition and Reward 

 Good working environment 

 

 

Employee retention 

 Employee retention is 

enhanced through succession 

planning practices 

 Retained employees so far 

 Considering leaving due to 

lack of succession planning 

practices 

 

Organizational policies 

 Succession policies 

 Training policies 
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4.3 Discussion of Variables 

 

4.3.1 Job Retention 

Job retention refers to various policies and practices in the organizations that make an individual employee to stick or stay in 

the organization for a longer period of time or his or her work life without looking for a greener pastures elsewhere. Maize and 

Campion (2011) defines employees’ retention as the aspect of ensuring that employees remain in their previous places of work for 

a longer period of time. Organizations that adopt succession planning strategy usually have no stress when looking for 

replacements. Such organizations have no financial implications in hiring, selecting or interviewing the employees (Valdemar, 

2009). In Kenya for instance, employees’ retention is a major concern today since it translates to high turnover. Globally, 

employee retention is enhanced by management of the most talented employees especially the ones working on foreign duties 

(Khaimer, Shaffer and Bilono, 2009; Klaff 2010; Jyler, 2009; Lazarova and Cerdin, 2007).  

There is growing need for companies to come up with strategies aimed at ensuring that employees are retained for the good of 

organizational success (Taylor, 2010).The sustainability of any organization is determined by retention of its key employees 

(Rothwell, 2009).  Furthermore, the aspect of employee retention is a human resource management issue which ensures that 

employees stay in employment for a long time (Howard, 2009). Many organizations support the practice of employee retention 

through mentorship and career planning session (Lazarova and Caligiuri, 2009). High performing organizations dwell on 

employee retention to build their image and reputation (Armstrong, 2009). The aspect of succession planning in sugar factories 

strongly influences the retention of employees in terms of growth and the development of key employees (Eshiteti, 2013).   

Employee retention entails top management support that  includes a workable strategy for the identification of future 

managers; opening  up of employee database; good working relationship,  team work towards the attainment of organizational 

objectives; good leadership style; and the involvement of employees in the decision making (Eisenberger and  Associates, 2011; 

Armstrong, 2009; Molina, 2013; Pooja, 2013). Management should dwell on employee commitment by focusing on what makes 

them stay for longer period of time in an organization (Jyothi and Venkatesh, 2009).They need to ensure that the strategic plan 

prioritizes the employees’ base on the positions that support the organization and the ones that are difficult to replace.  

The organizational strategic also needs to address best practices including nurturing employees talent; coaching and 

mentorship; and training and development of employees. The management needs to ensure that the staff feel motivated and are 

assured of certain benefits such as bank loans and SACCO loans which in essence encourage them to stay in the organization for 

so long (Davy, 2011). Employee retention relates to all management efforts that are needed to ensure that employees do not leave 

the organization. Retaining employees reduces the cost that is spent in hiring and training new employees (Nzuve, 2009). Efforts 

to retain the employees in a particular organization are normally affected by a number of factors which calls for management 

intervention (Osteraker, 2011). 

 

6.3.2 Staff Motivation 

 

Employee motivation is a fundamental factor in organizations since it is concerned with the production of goods and the 

efficient delivery of services (Jones, 2011). A related study by Prasad, 2012 emphasizes on the importance of motivation which is 

a crucial factor in binding the employees together. In addition to the foregoing, appreciating the employees for the good work goes 

a long way in motivating them and makes them work for a longer span of time (Porter, 2013). Employee motivation is related to 

retention so long as the manager can motivate the employees for them to enjoy their work. It is also an important factor since it 

improves the overall organizational performance (Aberden, 2009). 

 

A study by Gupta (2010) suggests that the HR manager should play an important role in the motivation framework because 

employees must be motivated for them to perform and work better in the organization. While outlining the duties that HR are 

expected to perform, Prasad, (2012) cites the identification of factors that motivate and satisfy employees towards ensuring that 

they perform their jobs effectively and remain in the organization a long duration of time, and also encourage the staff members to 

learn new skills and acquire relevant knowledge in order to feel motivated and to bring out the best in them (Handy, 2010).    

 

In his study, Armstrong (2012) highlights the importance of the human resource management to do job designs, job 

enrichment processes, job enlargement and job rotation within the organizations.  In addition to the aforementioned, certain job 

satisfiers such as achievement recognition, challenging work, advancement and growth in the job should be practiced within an 

organization if employees are to be motivated (Porter, 2013). A study conducted by Morogo (2006), on the effect of the Kenya 

Agricultural Research Institute (KARI) personnel reward management system established that the employee reward scheme had 

failed to meet its objective. According to Morogo (2006), the organization often relies on the civil servants rates to reward the 
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staff members, which is considered inadequate. She argued that in order to motivate the employees, KARI should come up with 

its own rewarding scheme that will help in attracting and retaining quality employees.  

 

At the same time, Lathan, (2010) argues that properly planned succession practices motivate new recruits within the 

organization because they become more effective in their core business and contribute to thorough monitoring and the reduction 

of wastage of organizational resources. In relation to this, management must motivate employees adequately in order to achieve 

maximum potential of their human resource, make them stay in the organization for a long duration of time and also in order to 

achieve competitive advantage (Geomani, 2012). Job retention,a process that ensures employees stay in their workplaces for a 

prolonged period of time (Maize & Campion, 2009; Maize & Campion, 2011).  The sustainability of any organization is 

determined by how well it retains its key employees (Rothwell, 2009).   

 

Research has variously shown that that mentorship and career planning sessions can greatly help organisations when it comes 

to job retention (Lazarova & Caligiuri, 2009). In relation to this, while stressing on the need for motivation, Molina (2013) 

suggests that management support should ensure that certain practices including staff motivation are practiced in the organizations 

while at the same time benchmarking with other organizations which involves identifying the best practices that can be emulated. 

Additionally, findings from other studies have established the need for management to dwell on employee commitment by 

focusing on factors that can make the employees stay for longer period of time in a particular organization (Jyothi & Venkatesh, 

2009).  

 

The theory of motivation by Abraham Maslow states that human beings are perpetually needy animals whose needs are never 

fully satisfied.  As soon as one need is satisfied, another need takes its place, and the process continues right from birth to the 

death.  He argues that once a certain need is satisfied, it ceases being a motivating factor.  In almost all the organizations workers 

strive to work extra hard in order to fulfil their needs such as getting money to pay rent, purchasing of clothing and food, On the 

other hand the safety needs include offering good pension benefit and good job security (Porter, 2013). 

 

 

The dependent variable is job retention, which is measured on the basis of employee retention through succession planning 

practices, retained employees, considerations to leave due to lack of succession planning practices, and employees that have left 

due to lack of succession planning practices. On the other hand, the independent variable is staff motivation. Succession planning 

policies ensures that the organization have individuals who are ready to fill the position of when there is need. Better terms and 

condition of service ensures that the organization improve its programmes such as hiring of employee, training and redeployment 

of its staff. Better working environment in the organization ensures better practices such equal participation on the organizational 

activities, team work, better communication services and proper sharing of knowledge and skills. 

 

5. Research Methodology 

 

Descriptive and correlation research design method was used in this study that was conducted in Kenya in 2018 among 

employees of KALRO SRI in Kisumu East District, Kisumu County. Descriptive research design involves the definition of a 

subject usually through the creation of a profile of a group of people or events by the use of data collection and tabulation of 

frequencies on research variables or their interaction (Cooper & Schindler, 2003). The design was preferred because of the 

existing knowledge and information on succession planning practices and employee retention. 

 

The study targeted 131 employees of KALRO SRI.  The main focus was on researchers, project coordinators, technical officers, 

and administrative staff working for KALRO SRI. The study used purposive sampling method where all 131 employees of SRI 

were included. A total of 131 respondents representing 100% of the sample size was used (Kothari, 2008). The employees were 

categorized as follows: Scientists 27, Technical Support Staff 33, and Administration support staff 71. 

 

The data was analysed using the Statistical Package for Social Scientists (SPSS) Version 21. Descriptive and inferential 

statistics was analysed using the software. Descriptive statistics included the means, standard deviations, and frequency 

percentage. For inferential statistics, simple linear regression analysis including the Analysis of Variance (ANOVA), correlation 

and regression analysis was computed to determine the relationship or associations between the independent variables and the 

dependent variable.  

 

A regression model was applied to determine the effects of each of the variables with respect to profitability. Regression is 

concerned with describing and evaluating the relationship between a given variable and one or more other variables. More 

specifically, regression is an attempt to explain movements in a variable by reference to movements in one or more other 

variables. 

Y = β0+ β1X1 + β2X2 + β3X3 + ẹ 

Where,  
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Y is Job retention, X1 is staff development, X2 is staff motivation, X3 is mentoring and coaching, β0, β1, β2, and β3,are the 

coefficients of the terms and ɛ is the error term. 

The F- test will be used to determine the significance of the regression while the coefficient of determination, R
2, 

will be used 

to determine how much variation in Y is explained by X. This will be done at 95% confidence level (significance level of 5%). 

Where, Y is the academic performance (dependent variable), X1 is meta-cognitive learning skills, X2 is time management 

skills, X3 is self-efficacy skills, and X4 is the task value skills. On the other hand, β0, β1, β2, β3, and β4 are the coefficients of the 

constant, meta-cognitive learning skills, time management skills, self-efficacy skills, and task value respectively.  

6. Data analysis and Discussion of Key Findings 

 

6.1 Descriptive Results 

 

6.1.1 Staff Motivation 

 

Results in Table 1 indicate that the staff disagree that they are being motivated by the management at SRI (M = 2.04; SD = 

1.043).According to the study, the respondents at SRI disagree that they do remained in service as a result of good compensation, 

recognition and reward (M = 2.40; SD = 1.205). The respondents agreed that they remained in the service because of the good 

working environment (M = 4.06; SD = 1.050). 

Table 1 Descriptive Statistics Staff Motivation at SRI 

 N Mean Std. 

Deviation 

Employees are motivated by the management                                            125 
2.04 1.043 

Employees remain in the service because of good compensation, 

recognition and reward 

125 
2.40 1.205 

Employees remain in the service because of the good working 

environment? 

125 
4.06 1.050 

Valid N (listwise)    

 

The analysis above implies that the management has not put into place a proper strategy to motivate staff a a finding that is 

consistent with Morogo (2006), who noted that KARI does not have its own scheme for motivating employees, but rather depends 

on civil servants scheme. A different study by Molina (2013) also established that factors such as good compensation, security, 

recognition, reward and management support normally make employees remain in service for a long time. Similarly, findings 

from a study by Eshiteti, (2013) indicated that employees remained in organisations for a long duration of time as a result of 

having a conducive working environment. 

6.2 Inferential Statistics 

 

6.2.1 Coefficient of Correlation  

 

Pearson Bivariate correlation coefficient was used to compute the correlation between the dependent variable (and the 

independent variables. According to Sekaran (2003), this relationship is assumed to be linear and the correlation coefficient ranges 

from -1.0 (perfect negative correlation) to +1.0 (perfect positive relationship). The correlation coefficient was calculated to 

determine the strength of the relationship between dependent and independent variables (Kothari & Garg, 2014).  

 

Table 2 Pearson Correlation 

 

 Staff Motivation  Job Retention  

Staff Motivation  

Pearson Correlation 1 .996
**

 

Sig. (2-tailed)  .000 

N 125 125 

Job Retention  

Pearson Correlation .996
**

 1 

Sig. (2-tailed) .000  

N 125 125 

**. Correlation is significant at the 0.05 level (2-tailed). 
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Based on the results in Table 2, it can be established that at 5% significance level, there is a statistically significant positive 

relationship between staff motivation and job retention since p value < 0.05. The Pearson correlation coefficient is greater than .5 

(.996 > .5). The Pearson correlation matrix is very close to 1. The implication is that staff motivation and job retention have a 

positive relationship that is very strong. In this case, anytime SRI engages more in staff motivation, there will be higher job 

retention amongst the employees.  

 

The correlation analysis further indicated that there was no perfect relationship among the independent variables. This fulfills 

the Gauss Markov assumption which states that there should be no perfect relationship between the independent variables. This 

therefore indicates that the estimates of the predictors (B and Beta) in the regression analysis are good estimators and the 

independent variables can be used to predict the values of the dependent variable. 

 

8.2.3 Coefficient of Determination (R
2
) 

 

To assess the research model, a confirmatory factors analysis was conducted. The goodness of fit results is as displayed below 

in Table 3. The regression model provided an R square value of 0.955. This implies that the predictors used in this model can 

explain 95.5% in variation of dependent variable. 

 

Table 3 Coefficient of Determination Model Summary (R
2
)  

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .977
a
 .955 .954 .28385 

Predictors: (Constant), Staff Motivation  

The multiple linear regressions gave a multiple correlation coefficient of 0.977 which indicates that the relationship between 

the four independent variables cumulatively on the dependent variable is strong and positively correlated. The multiple linear 

regressions also gave a coefficient of determination of 0.955 indicating that the three variables contributed to 87.8% of the 

variance in the dependent variable. 

 

8.4 Regression Analysis 

 

8.4.1 Analysis of Variance (ANOVA) 

 

The study used ANOVA to establish the significance of the regression model. In testing the statistical significance of the 

relationship between the dependent variable and independent variables, the statistical significance was considered significant if p-

value was less or equal to 0.05. ANOVA is used to determine whether there are any statistically significant relationship between 

the dependent variable and independent variables. From the ANOVA test the study produced F-test P value of 0.000 (sig, 0.000) 

which is less than 0.05 level of significance.  

 

Table 4 Analysis of Variance (ANOVA) 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 208.98 1 208.98 2593.81 .000
b
 

Residual 9.910 123 .081   

Total 218.89 124    

a. Dependent Variable: Job Retention 

b. Predictors: (Constant), Staff Motivation,  

Table 4 shows that F3, 121 (2593.81, .000) is statistically significant considering that p value < 0.05. This means that at α = 0.05 

level of significance, there exists enough evidence to conclude that staff motivation is useful predictor of job retention at the SRI; 

therefore the model is useful in establishing the role of staff motivation on job retention at SRI. 

 

8.4.2 Multiple Regression Analysis 

 

The researcher conducted a multiple regression analysis as shown in Table 5 so as to determine the relationship between job 

retention and staff motivation investigated in this study. 



INTERNATIONAL JOURNALS OF ACADEMICS & RESEARCH                                                                 ISSN: 2617-4138              
IJARKE Business & Management Journal                                                               DOI: 10.32898/ibmj.01/1.2article06                                                                    

www.ijarke.com          

 
 

78 IJARKE PEER REVIEWED JOURNAL                           Vol. 1, Issue 2                                                             Nov. ’18 – Jan. 2019 

 
 

Table 5 Multiple Regression Coefficient 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) -.014 .077  -.188 .852 

Staff Motivation  1.30 .026 .977 50.93 .000 

a. Dependent Variable: Job Retention 

Table 5 shows that the coefficient of staff motivation has a p value = .000 ≤ 0.05. It can be concluded that at α = 0.05 level of 

significance, there exists enough evidence to conclude that the slope of the staff motivation, variable is not zero; hence, that staff 

motivation is a predictor of job retention at SRI. Having established that there is enough evidence to conclude that the slope of the 

independent variable is not zero and, hence, that staff motivation is an important predictor of job retention at SRI, the next 

important aspect is its coefficient. The coefficients are such that there is a positive influence of staff motivation on job retention at 

SRI.  

Similar findings were noted by Gupta (2011) and Eshiteti, (2013) who established that there is a statistically positive and 

strong correlation between staff motivation and job retention. In their analysis, they noted that when employees are motivated they 

tend to remain in the company for a long time. On the other hand, Molina (2013) also noted that employees are attracted to firms 

that are conscious about motivating their employees. It is through motivation that employees’ morale is improved; hence, easier to 

retain them. However, according to Morogo (2006), job retention entails interplay combination of many factors and not just 

motivation. The researcher argued contrary to the findings of this study, that motivation alone may not be enough to retain 

employees. According to Morogo (2006), job retention requires a combination of many factors and not motivation only. 

 

9. Conclusions and Recommendation 

 

The study established a positive relationship between staff motivation and job retention at SRI. The implication is that staff 

motivation plays a significant positive role on retaining employees at SRI. There were different staff motivation practices 

identified that are used by SRI in retaining its employees.  

The management should ensure that staff motivation is routinely conducted in the organization. Staff motivation practices in 

the organization should focus on involvement of management, good compensation, recognition, reward, and good working 

environment.  Top management should ensure that the employees are motivated preferably within the organization. Committees 

should also be instituted to oversee the strategy of retention plan and grooming of future employees who have the potentials of 

becoming future successors.  

For proper employee retention in an organization, the management should work on a proper motivating scheme that attracts 

them. There should be written policies on motivating and rewarding to enable employees understand what they are entitled.  

Management should come up with its own rewarding schemes that are comparable to other similar organizations.  They should 

look for different ways of motivating the employees in the organizations so as to avoid high cost of employee’s turnover, 

maintaining competitive advantage and to ensure that the employees keep clients happy. Management should ensure that at all 

cost, the employees stay satisfied as this increases organizational productivity and committed towards the results and 

responsibility of the organization.  
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