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Abstract

Organizations strive for high productivity, which is dependent strategic aligning to organization objective. Human capital is
one of the most important resources that can be used to create that competitive edge increasing organization to production.
Human capital can then be motivated through employee retention strategies which involves employee development or
compensation strategies. The study is concern in the two strategies of employee retention hence it investigates whether
organization should go for employee development strategy or compensation strategy in order to increase productivity. This
study specific objective is to investigate effect of training, career development and compensation strategies on the productivity
of the organization. Vrooms’ expectancy theory and job embeddedness theory was linked with the employee retention
strategies. Descriptive research design was utilized. Target population consisted of 223 employees where a sample of 69
employees were selected from banks in Kericho namely KCB, Cooperative, DTB, Sidian, Family, Chase and Equity bank.
Regression analyseS were used to substantiate which strategies was the most appropriate as job retention strategy. The research
found that most employee were motivated through compensation hence had positive significant contribution to organization
performance. It had also the highest beta coefficient which was the most appropriate employee retention strategy. Training and
career development had positive contribution to organization production but training was found not to be a significant as job
retention strategy on organization productivity. Career development was significant but was rate to have low effect to
production as compared to compensation. The paper found that it is important to consider compensation as job retention
strategy which results to higher organization productivity. Organizations that pay their employees well results to high
productivity than the counterpart organization. Training and career development may come later after compensation.
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1. Introduction

Retention of employees refers to practices and policies input to encourage workers to continue in their works for a maximum
duration of time. Employees are valued resources if retained in an organization they contribute positively to meeting
organizational goals and objectives. Now-a-days employee’s needs and wants have been growing exponentially every day. Their
expectations are much as of their salary resulting to increase in employee turnover. According to Right Management, it expensive
by thrice the wages or salary of the worker in replacing based on lost opportunity, lost productivity, severance and recruitment.
Therefore, employee retention is an important aspect in every organization. Kim McLean, (2008), since it encourages current
employees to remain within the organization. Retaining employees is making work more efficient and effective leading to better
organizational performance.

The labour market on the other hand is increasing and changing fast likewise the organization should adapt to these changes so
as to make the organization profitable. To implement this, employee retention is crucial in the organization since they are the ones
that drive the company forward. Young, (2006) explains that companies are faced with people leaving to join other companies.
Across the globe the apparent lack of loyalty to employers by the upcoming employees therefore companies need to increase
productivity by managing talent better. Its worrying development especially when posed by the hard realities that employees in an
organization have been the valued assets and by leaving the organization could bring significant effect to organization objectives
and goals, hence low productivity. Their retention within the organization will contribute positively in the long term growth and
success of the company and furthermore improving organization productivity. It starts with selecting and recruiting the employees
with running the programs that will keep committed to the organization and maintaining acceptable relationships between them
and management. Training employees improves their abilities causing them to excel in their duties. Career development adds on
individual growth which boosts their morale especially when an organization supports career development programs. The study
groups training and career development as employee development strategies.
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On the other hand, compensation and reward program should be developed according to ability and performance of employees
to the organization. This type of programs is expected to affect positively on retention and commitment of employee, hence
ensures sustainability of the organization. According to Jerome (2013) mentions that employee performance is a behavior or an
action that is observable to explain how an occupation is meant to be done as well as showcase the expected results for a good job
performance. The paybacks that an organization has to offer have a huge impact on an employee’s performance and satisfaction.
The overall efficiency and productivity of an organization’s processes is as a result of good employee performance. Factors such
as training, career development and compensation affect an employee’s performance. Therefore, the strategies which
organizations use to manage employees greatly determine their productivity.

The paper was based on high job turnover in banking sectors based on high pressure in the sector in meeting requirement. The
paper was to instigate the based strategy that can be used to ensure job retention as well as maintain high productivity in banking
sector. This will investigate training, career development and compensation on performance of organization. Hence determine
between employee development and compensation what should organization determine.

2. Review of Literature
2.1 Theoretical Review

Vroom’s Expectancy Theory and Job Embeddedness Theory were used based on it concept related with employee retention
and how it influences the performance of the organization.

2.1.1 Vroom’s Expectancy Theory

Vroom’s expectancy theory was postulated by Vroom in 1964. According to this scholar, job retention is crucial since it helps
in determining the employee performance and organization to maintain knowledge necessary for production. This theory actually
brings on board three concepts; valence concept asserts that employee performance may be strengthened through rewards,
innovations and low employee turnover, the second concept is expectancy where employee will be motivated by having the
ability, job satisfaction, customer satisfaction which increases employee productivity and thus better employee performance. The
last principle is the instrumentality concept where employee is rewarded by being innovative, productive and better employee
turnover which yield job satisfaction to the employees hence better performance.

Nyberg (2010) supported this theory and highlighted that when employee is subjected to training and development of
employee would improve turnover, productivity of the individual will be enhanced thus employee will become innovative at long
run all this yield job satisfaction to the employees hence determining organization productivity. This theory is important to the
study because for employee performance to realized motivating factor should be brought on and this is actually by use of
employee retention strategies.

2.1.2 The Job Embeddedness Theory

Mitchell, Holton, Lee, Sablynski & Erez in 2001 postulated the job embeddedness theory as it offered reasons why an
employees are retained in an organization. The theory focuses on a three dimensions’ construct that is links, fits and sacrifice
within the society and workplace environment. According to Ciulla, (2000) argument the job embeddedness theory can be
improved through building trust, commitment and provision of better working environment. Training and career development are
some the thing that enable the organization maintain better performance. Cappelli (2007) added that developing a good culture
and satisfying the employees will make the workforce want spend time at the organization. This can be achieved through job
retention strategies which comprise compensation.

2.2 Summary of Empirical Review

Productivity has become one of underlying problem in most organization. According to Waleed (2011) the job turnover in
UAE was very high based on motivation and also he considered also the style of leadership. This has been a major thorn in the
flesh to the productivity of industries. Arnaud (2003) argued that wages policy did affect the job turnover and thus also affected
negative on production considering on the fact that high job turnover related to low retention. The motivation has been overdone
by most researcher leaving the effect of training, compensation, job satisfaction and career development which forms the part of
job retention factors. According to a review made on the job retention leadership, supervision, career planning, work schedule and
flexible hours are some of the areas that have been done.

According Nyamekye, (2012) argued that worker in Standard Chartered Bank in Ghana were mostly motivated by salary and
fringe benefits others like job security and relationship were rated least. It also identified three strategies which were recognition,
training opportunities, openness and trust, promotional opportunities, and effective communication which were not investigated.
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Most of these variables will then be investigated in this study like training, career development which drives promotion. The study
then compares it with compensation and job satisfaction.

Larger number of scholar looks at motivation as the major factor in job retention but they are not looking at job conditions,
training and other factors (Mariam, 2014). Other study suggested that leadership style did have effect in employee turnover beside
working environment since leadership did affect delegation, mentorship, evaluation and appraisal system, and provision of
sufficient employee benefits, rewards and structure for recognition.

3. Research Methodology

Descriptive research design was used in the study. This study was based on 223 employees with in Kenya Commecial Banks,
Equity bank, Family bank, Chase bank, Sidian bank, Cooperative banks and DTB banks from Kericho County. Where sample of
69 were selected using stratified sampling technique. Regression model was used to come with the results.

4. Research Results

Regression model was used to represent inferential statistics. This tested the significances of each objectives and hence results
on general objective.

Table 1: Model Summary

Model R R Adjust Std. Change Statistics Durbin-
Square ed R Error of the Watson
Square Estimate R F dfl df2 Sig. F
Square Change Change
Change
1 5242 274 241 52947 274 8.32 3 6 .000 1.901
1 6

a. Predictors: (Constant), Training, Career Development, Compensation and Job Satisfaction
b. Dependent Variable: Organizational Productivity

Correlation coefficient was 0.524 which indicated that their positive relationship between employee retention strategies and
organizational productivity. About 27.4% of the variation showed the relationship between employee retention strategies on
organization productivity (R square = 0.274) while 72.6% was due to other factors not explained by training, career development
and compensation.

Table 2: Regression analysis

Model Unstandardize Standard t Sig. Collinearity Statistics
d Coefficients ized
Coefficients
B Std. Beta Tolerance VIF
Error

(Constant) -.370 1.028 -.359 .720

1 Career .280 .097 .315 2.878 .005 .690 1.450
Development
Compensation .621 110 .624 5.637 .000 674 1.485

a. Dependent Variable: Organizational Productivity

The regression model was then given as;
Y =0.280X,+ 0.621X3+ ¢
Where y = Production of employee, x,= Career development, x;= Compensation and e= Error term.

In the linear regression model compensation (Beta = 0.621) provide higher leverage on productivity than the two employee
development strategies (Beta = 0.067 and 0.280 for training and career development).
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Training strategy were not significant on organization productivity as job retention strategy (P = 0.476 > 0.05). Training
according to Eisen (2005) affected significantly performance of organization beside contributing to job retention which contradict
with the study in relation between training and organization productivity. But career development strategy was significantly and
positive factors that ensured employee retention and affected the productivity of the organization (P = 0.000 < 0.05 respectively).
Illoses (1999) concurred with the study that career development contributed to organization performance. On the other hand,
compensation was found to be significant and positive influence to employee productivity (P = 0.000< 0.05). Sarvadi (2010)
argued that compensation was significant on performance agreeing with the current study.

5. Conclusions and Recommendations

Employee retention strategies was significant on organization productivity. Compensation as employee retention strategy is
found to have higher leverage as compared to training and career development both combined. It shows that compensation is self-
satisfying and hence employees would move to organization that are better paying in salary and wages than to those who provide
other incentive rather monetary compensation. Training and career development may ensure that employee is develop in skills and
knowledge but such skills can be bought with money by highly compensated organization. This is common in larger corporation
where such people are promised higher salaries among other benefits. This is also the major reason why brain drain is common in
Kenya where developed nation pouched professional doctors, managers, C.E.O., pilots among others providing them with
luxurious payment packages.

The study recommends most organization to consider competitive flat rate compensation strategy to enable most organization
to retain their employees. It will then enable organization to concentrate in training and developing skills and knowledge reducing
expenses of losing employee to other organization. The government should have salary and wages policies that enable private
organization standardize.
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