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ABSTRACT
This study aims at assessing factors affecting the implementation of talent management practices at Vodacom Tanzania. It involved three objectives namely; to determine the effect of organizational culture on talent management within Vodacom Tanzania; to examine the effect of career development on talent management at Vodacom Tanzania; and to assess the effect of workplace environment on talent management within Vodacom Tanzania. The study used cross-section design to collect data from 137 respondents. Questionnaire was adopted as data collection tool. Results of the findings indicated that, Vodacom Tanzania recognizes the importance of implementing talent management practices, in order to improve their performance and to create a sustainable competitive advantage that will permit them to stand out in the market. Talent management practices mainly focus on talent attraction, talent retention, learning and development, and career management. The study recommends that, both career development and organization culture management practices had significant and positive impacts on the sustainable organizational performance of telecommunication companies, stressing the impact of career management which is considered a silent predictor and emphasizing the significance of improving qualifications, career coaching, identifying career goals, and identifying the deficiencies that hinder the reaching of career objectives. Furthermore, the significance of work place environment is not limited to the size of the organization, where managers should concentrate on coaching and training programs, as well as job rotation experience, in order to leverage the performance of the organization regardless of the company size.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study
In today’s rapidly moving, dynamic, uncertain and highly competitive global markets, firms worldwide are facing major decisions and challenges in global talent management (Schuler, Jackson & Tarique, 2011; Scullion, et al., 2010; Tarique & Schuler, 2010). For organizations across the globe, talent management of knowledge workers and high potentials is of increasing strategic importance (Tymon et al., 2010; Vaiman, 2010).
Indeed, there has been growing interest in talent management among senior managers and academics alike since the late 1990s when McKinsey consultants coined the phrase “the war for talent” to underscore the key role of leaders and high potentials played in the success of leading companies (Boudreau and Ramstad, 2007; PricewaterhouseCoopers, 2008a; Scullion et al., 2010; McDonnell, 2011). A recent report by the Boston Consulting Group highlighted talent management as one of five key challenges facing the HR profession in the European context and, interestingly, that it was also one of the areas which the function was least competent in (Boston Consulting Group, 2007). 
Talent management is likely to be a challenge for organizations in all the major economies right across the world, with the relatively emphasis on talent management represents a paradigm shift from personnel to strategic human resources to talent management (Nibha, 2017). Gupta (2006) indicate that in the era, where global business is talk of town, every employer has to be ready for meeting the future business demands, which can be efficiently handled through talent management. Talent management is gaining popularity as a significant predictor of employee and business performance. It refers to integration of new workers, developing and retaining existing workers as well as attracting experienced and qualified persons to work for organization.
Neglect of talent management is suicidal for the organization particularly in the current business scenario of high competition. Opportunities to qualified and talented employees are abundant due to expansion of higher education and coming up of a large number of institutes promoting professional courses in various streams (Joerres & Turcq, 2007).Sears (2003) suggests that among the innovations that have swept through the world of management during the past two decades, talent management and knowledge management have probably aroused the greatest interest and made the biggest impact. 
The concept of talent management as a process of ensuring that the organization has the talented people it requires only emerged in the late 1990s. It has now been recognized as a major resourcing activity (Armstrong 2009).The development and implementation of a talent management strategy requires high quality management and leadership from the top and from senior managers and the HR function as suggested by Younger et al (2007).

1.2 Statement of the Problem
Collings, (2011) stated that talent management is aimed at improving the caliber, availability and flexible utilization of exceptionally capable employees who can have a disproportionate impact on business performance. Sears (2003) indicates that failure to perform proper talent management increases the cost of the organization due to unnecessary training and repeated deployment which could be avoided if proper talent management was put in place. 
According to Hertz et al (2006) various researches confirm that the total cost for replacing an employee is estimated to be 50% to 150% of annual salary of the position, with higher percentage for managerial staff. HR practices may lead to higher firm performance and be sources of sustained competitive advantage because these practices are often unique and difficult to imitate (Wright 2001). Globalization has brought competition and a lot of changes in work organization in both the public and private sector. Telecommunication firms in Tanzania have been forced to devise ways to cope with competitions. Managing customer relationships is one of the ways which is considered competitive by Telecommunication firms through use of available communication channels such as the use of email and website to share information with customers. 
Talent management has received growing attention among telecommunication firms in Tanzania. This has been attributed by scarcity of talented employees due to immense competition by the organization for the same pool   of talents. To accommodate the changing needs of its customers, telecommunication firm should recruit and hire competent staff that is qualified and professional to achieve improved efficiency and costs reduction. This has therefore created a wide knowledge gap on talent management implementation and hence created a need to conduct a study on factors affecting implementation of talent management practices in telecommunication companies in Tanzania a case study of Vodacom Tanzania. This research therefore will seek to explore the factors affecting the implementation of talent management practices in telecommunication companies.
1.3 Objectives of the Study
1.3.1 General Objective
To explore the factors affecting the implementation of talent management practices in telecommunication companies, a case study of Vodacom Tanzania.  

1.3.2 Specific Objectives
i. To determine the effect of organizational culture on talent management within    Vodacom Tanzania.

ii. To examine the effect of career development on talent management at Vodacom Tanzania.

iii. To assess the effect of workplace environment on talent management within Vodacom Tanzania.
1.4 Research Questions
i. What are the effects of organizational culture on talent management at Vodacom Tanzania? 

ii. What are the effects of career development on talent management at Vodacom Tanzania? 

iii. What are the effects of workplace environment on talent management at Vodacom Tanzania?

1.5 Significance of the Study

This study will help the Vodacom Tanzania managers and administrators to understand the factors affecting the implementation of talent management at the organization in the maximization of employee efficient and effectiveness and that will help the organization to gain the competitive advantages. It will help other governmental and non-governmental institutions human resources managers and administrators in developing policy for future employees. It will also help the local and top Vodacom management to clearly understand on how motivation helps in driving and influencing employees to perform better in their works. Finally, this study also will assist in provision of a concrete context for discussion on what can be done to ensure regeneration of employee’s capability in delivering of services.
1.6 The Scope of the Study

The study intended to assess factors affecting the implementation of talent management practices in the telecommunication industry; a case of Vodacom Tanzania at HQ. Specifically, the study aimed at determining the effect of organizational culture on talent management within Vodacom Tanzania, examining the effect of career development on talent management at Vodacom Tanzania and assessing the effect of workplace environment on talent management within Vodacom Tanzania. 
The study was conducted in Dar es Salaam region, where information will be collected at Vodacom Tanzania Head Quarter. Vodacom is a leading cellular network company in the country and the largest wireless telecommunication network with over 15.6 customers. It has been practicing talent management practices in a wide range to its staff; therefore, it was thus important to determine the factors effecting talent management practices in this particular study area.
1.7 Organization of the Study
This study is organized into five chapters. Chapter one covered the introductory part which included background of the study, profile of Vodacom Tanzania, statement of the problem, research objectives, research questions as well as significance of the study. Chapter two covered literature review and categorized into conceptual definition, theoretical review, empirical study, research gap and demonstrated theoretical and conceptual framework. Chapter three covered the research methodology focusing on research design, survey population, and area of the study. 
It also focused on sampling design and procedures, reliability and validity of the study, methods of data collection, data processing and data analysis. The chapter ended up with ethical consideration as well as results of the study. Chapter four examined the findings of the study, mainly focusing on description and characteristics of sample of the study, analysis of variables of the study as well as relationship of variables of the study. Chapter five summarized the study findings, concluded the study as well as provided recommendations, limitations and suggestion for further study.

CHAPTER TWO
LITERATURE REVIEW
2.1 Chapter Overview

This chapter describes literatures written basing to the effects of motivation on employee’s performance. It starts by review of different operational definitions followed by theoretical framework. The chapter also review empirical studies, identify the research gap, and develop conceptual framework of the study.
2.2 Definitions of the Key Terms 
2.2.1 Talent Management
Talent management refers to the process that involves the identification, development, recruitment, retaining and deployment of high potential individuals at the workplace (Wellins et al, 2009). Talent management includes sourcing (finding talent); screening (sorting of qualified and unqualified applicants); selection (assessment/testing, interviewing, reference/background checking, etc. of applicants); on boarding (offer generation/acceptance); retention (measures to keep the talent that contributes to the success of the organization); development (training, growth, assignments, etc.); deployment (optimal assignment of staff to projects, lateral opportunities, promotions, etc.) and renewal of the workforce, with analysis and planning as the adhesive, overarching ingredient (Schweyer, 2004; Methew, 2015).
2.2.2 Organization Performance

Organizational performance is the analysis of a company’s performance as compared to goals and objectives. Organizational performance is an indicator which measures how well an enterprise achieves their objectives. Organizational performance can be assessed by an organizations efficiency and effectiveness of goal achievement. Although the concept of organizational performance is very common in the academic literature, its definition is difficult because of its many meanings. For this reason, there isn’t a universally accepted definition of this concept thus; organizational theories supported the idea of an organization that achieves its performance objectives based on the constraints imposed by the limited resources (Gavrea et al, 2011).
2.2.3 Talent Management and Performance

Organizations provide individuals the opportunity and space for physically manifesting their talent into performance for achieving individual and organizational vision. According to Cappelli and Keller, (2014) talent management manifests into performance as a results of Vision/Mission /Strategy, Skills and Competencies, Role and structure, Opportunity, Encouragement and Recognition, Training and Development, Coaching, Action Plan and Goals, Resources Performance Management and System Performance. Thus the domain of talent management focuses not only on development of individual’s intrinsic capacities, but also on culture building and change management to provide the other elements listed above for manifestation of talent into performance.

2.3 Theoretical Framework
In this section, different theories concerning the factors for implementing talent management practices in communication sector are discussed.
2.3.1 Talent-Based Theory
Talent-based theory of the firm postulates that talent is the only resource that provides sustainable competitive advantage, and therefore, the firms’ attention and decision making should focus primarily on talent and the competitive capabilities derived from it (Roberts, 2008). The firm is considered being a talent integrating institution. Its role is neither the acquisition nor the creation of organizational talent; this is the role and prerequisite of the individual. Talent resides in and with individual persons; the firm merely integrates the individually owned talent by providing structural arrangements of co-ordination and co-operation of specialized talent workers. That is, the firm focuses on the organizational processes flowing through these structural arrangements, through which individuals engage in talent creation, storage, and deployment (Roberts, 2008).
2.3.2 Resource - Based Theory
Resource Based Theory also called Resource Based View (RBV) of the firm is concerned with the relationships between internal resources (of which human resources are one), strategy and firm performance. It focuses on the promotion of sustained competitive advantage through the development of human capital rather than merely aligning human resources to current strategic goals. Beger (2010) argues that a firm will have a competitive advantage when it is implementing a value creating strategy not simultaneously being implemented by any competitor. 
On the other hand, a firm will have sustained competitive advantage when it is implementing a value creating strategy not simultaneously being implemented by competitors and when the competitors are unable to duplicate the benefits of this strategy. Barney (1991) studied four empirical indicators: values, rareness, imitability and substitutability in order to assess the relationship between firm resources and sustained competitive advantages. In his research, he clarified the main relevant concepts, which are, firm resources, competitive advantage and sustained competitive advantage. Firm resources can be classified into three resource categories: physical (Williamson, 1975), organizational (Tomer, 1987), and the last resource is human capital (Beger, 2010) which is the main interest of this present study.
2.3.3 Expectancy Theory
Vrooms Expectancy Theory is based on the belief that employees’ effort will lead to performance and performance will lead to rewards (Vroom, 1964). Rewards may be either positive or negative. The more positive the reward the more likely the employee will be highly motivated. To the contrary, the more negative the reward, the less likeliness the employee will be motivated. Expectancy theory is also considered a highly rational theory of work motivation (Robinson & Morrison, 2010). According to Robinson and Morrison (2010), Expectancy theory argues that employees will be motivated to exert a high level of effort when they believe it will lead to a good performance appraisal; that a good appraisal will lead to organizational rewards such as bonuses, salary increases, or promotions; and that the rewards will satisfy the employees’ personal goals. 
Vrooms (1964) theory of job satisfaction argues that the strength of a tendency to act in a certain way depends on the strength of an expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individual. The principle of this theory is that if employees put more effort into their jobs and perform better at work, then they will be compensated consequently. Therefore, this theory is relevant in addressing talent management and retention such that an employee would choose to do or not do job tasks based on their perceived ability to carry out the task and earn a fair-minded reward.
2.2.4 Human Capital Theory

The theory of human capital was developed by several researchers, of which Becker (1964) and Mincer (1974) were the most prominent. Several earlier economists regarded individuals and their skills as a component of capital and estimated their value through cost-of-production and/or capitalized-earnings procedures. The foundation of the human capital theory lies in the fact that individuals and firms invest in human capital based not on present gains but on future pecuniary and non-pecuniary returns. Investments include various aspects such as schooling, training, acquiring information, secondment, and activities that improve an individual’s health.  
Disregarding the type of investment, human capital investment can be thought of as any other investment decision based on a comparison between the rates of return that equates the present values of earnings after the investment, with rates that could be obtained elsewhere (Andersson  & Aggerholm, 2011). The human capital theory will be useful to the current study since it can be linked to the factors that have led to the adoption of employees’ attraction with expected returns of high productivity and profits for the organization.

2.4 Empirical Literature Review

This section provides a review of empirical studies. It includes the empirical studies in the world, Africa, and Tanzania.
2.4.1 Global Empirical Studies

Auranzeb and Bhutto (2016) studied the influence of talent management in enhancing organization performance (evidence from service sector companies in Pakistan). The study used survey method to collect the data from the organization. Descriptive and inferential tests are performed. The results revealed the significant effect of talent management on organizational overall performance. The findings recommend the HR directors to design Talent Management scheme for all levels of employees within organization. The results are useful for preparing strategies for employee attraction, retention, learning & development and career development.
2.4.2 Africa Related Studies

Eldvidge & Crommbie (1996) state that at its deepest level, organizational culture consists of core values and beliefs that are embedded tacit preferences about what the organization should strive to attain and how it should do it. The study found out that, the respondents agreed that the organization culture was employee growth oriented, the respondents agreed that the organization culture was relevant towards enhancing talent management and that the organization culture had impacted positively to their talent, finally, the respondents disagreed that organization culture promoted employees talents.
2.4.3 Tanzania Related Studies
Shao (2013) assessed and analysed the effects of motivation on job performance that influences employee retention in public sector in Tanzania by using only the descriptive method of data of analysis. The findings of his study show that, there are some factors that increases employee’s morale of doing works such as; trainings opportunities, the good working relationships, retirements benefits, promotions opportunities, participations opportunities, participations and involvement in the decision making, salary scale, job security, working environment, availability of allowances and opportunity for career growth retail.
2.5 Research Gap
Baruch & Periperl (2006) in their research on talent management in the public sector noted that although there was no doubt that talent management plays a greater role within public services, there was however little research and few guidelines on how government in practice can implement effective talent management. A research carried out by Alicja Miś (2007) to diagnose the status of the talent management practice in Polish companies indicated that 22% of the companies participating in the study were not planning to develop talent management strategy. 
Resource Based Theory also called Resource Based View (RBV) of the firm is concerned with the relationships between internal resources (of which human resources are one), strategy and firm performance. It focuses on the promotion of sustained competitive advantage through the development of human capital rather than merely aligning human resources to current strategic goals. Beger (2010) argues that a firm will have a competitive advantage when it is implementing a value creating strategy not simultaneously being implemented by any competitor. On the other hand, a firm will have sustained competitive advantage when it is implementing a value creating strategy not simultaneously being implemented by competitors and when the competitors are unable to duplicate the benefits of this strategy. There is limited academic research on implementation of talent management in organizations. This study therefore is aiming at investigating the factors affecting the implementation of talent management in Telecommunication industry a case of Vodacom Tanzania.
2.6 Conceptual Framework

Conceptual framework of this study is explained by three key variables; Organizational culture, Career Development, and Workplace environment as predictors (independent variables) of the study outcome. In the same setting, talent management was regarded as dependent variable as illustrated on Figure 2.1.

        Independent Variable
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Figure 2.1: Conceptual Framework
CHAPTER THREE
RESEARCH METHODOLOGY

3.1      Chapter Overview
This chapter identify different methodologies that were used to carry out the research. The chapter consists of research philosophy, research design, and area of the study, study population, sample size, data collection tools, and analysis techniques.
3.2 Research Philosophy
The way which helps to determine how data should be collected in a research work is called research philosophy (Bryman, 2015). What is recognised to be true and what is supposed to be true are the two beliefs in which research philosophy revolves around. When a researcher makes certain assumptions, which are based on research study, the assumptions should be reflected on research philosophy (Kumar, 2014). There are two types of research philosophy namely positivism and interpretivism philosophy. To describe research problems from an objective view-point positivism research philosophy is used, and to describe problems from subjective matter interpretivism research philosophy is used (Becker, 2014). 
Positivism research philosophy is widely used because of its objective nature by the researchers researching now-a-days. It mainly follows the empirical study of the subject matter; hence it is widely perceived. The reality manipulated with variation is done in positivism research philosophy (Creswell & Clark, 2017). This study adopted positivism research philosophy. For the efficient measurement, the idea of the research needs to be optimised. 
This study uses positivism research philosophy since it based on factual data of the subject. Data which can be collected by observations are factual data (Saunders et al., 2015). The hypothesis formation and ultimately proving them wrong or right is the major target of positivism. To find the impact of talent management practices in at Vodacom Tanzania this philosophy provides quantifiable findings. Due to the objective nature of this study positivism research philosophy was the most appropriate.
3.3 Research Design
Bordens and Abbott (2002) noted that, the design of the study is a particular research plan or procedure that helps the investigator to convert the principle hypothesis into a functional one. This study used cross-sectional design where a survey was conducted for the whole sample only once. Cross-sectional studies are done at one time or for a short period of time. They are normally used to predict the occurrence of findings in a particular population. Therefore, cross-sectional studies include a 'snapshot' of the findings and related characteristics at a specific time (Levin, 2006). The cross-sectional analysis is reasonably inexpensive and takes a short time. The prevalence of interest outcomes can be calculated by collecting samples from the whole population. Questionnaire was adopted as a data collection method to acquire primary data during the analysis.

3.4 Area of the Study
The study was conducted in Dar es Salaam region, where information will be collected at Vodacom Tanzania Head Quarter. Vodacom is a leading cellular network company in the country and the largest wireless telecommunication network with over 15.6 customers. It has been practicing talent management practices in a wide range to its staff; therefore, it was thus important to determine the effect of talent management practices in this particular study area.
3.5 Study Population
Vodacom Tanzania has a total population of 548 permanent employees.  Participants of this study were senior management officials and the supporting staffs.
3.6 Sample Size
Sample size is the number of people to be selected from the population to constitute a sample. The sample size was based on Roscoe’s (1975) rule of thumb for estimating sample size in four times the standard deviation in statistical distributions was considered. That means:

If, 1=100%

What is 1/4 of a total population?


1 = 548

1/4= q

Which is: 1 x q=1/4x 548=
q= 137
Therefore, 137 respondents were the sample size.
Table 3.1: Sampling Frame
	Sampling Technique 
	                       Frequency

	Purposive sample (top management staffs)
	                                 37

	Random sample (normal staff)
	                                 100 


Source: Field Data, 2020
3.6.1 Sampling Techniques
This study adopted purposive and random sampling techniques. All directors, administrators, heads of departments and research units were part of purposive sample. The purposive sample size comprised of 37 individuals holding offices at Vodacom Tanzania. Purposive sampling can simply be termed as the selection of only those individuals of whom are believed to be able to deliver the needed data and were used as the study assume that these people are knowledgeable and enough skills necessary for giving the required information. Simple random sampling is the probability sampling which involves all members in the population to have an equal chance of being selected. Simple random sampling was used to 100 normal staffs from Vodacom Tanzania.
3.7 Data Collection Methods
3.7.1 Questionnaire

In collecting of primary data, both Open ended and closed ended questions (designed in 5-likert scale) were used. The selected respondents answered both open ended and close-ended questions. Questionnaires were self-administered to employees of Vodacom Tanzania. The researcher delivered the questionnaires to the respondents and wait for the responses from the participants. Questionnaires method was used considering its cheapness and time saving to administer on scattered respondents over Vodacom Tanzania HQ. The tool also provided the respondents with enough time to answer the questions.
3.8 Reliability and Validity of the Data

3.8.1 Reliability

Reliability means an instrument's ability to achieve consistent outcomes (Creswell et al., 2003). Whenever repeated, the process is effective as it achieves the same results (Best & Khan, 2006). Reliability often explores the degree at which the knowledge provided by the same individuals, but variations at time, is associated. To ensure reliability in this study, results were determined by SPSS to evaluate the Alpha coefficient of Cronbach where a value greater than 0.7 means that a data instrument is substantially highly reliable. The Cronbach’s Alpha is a reliability coefficient that calculates how positively the items in a dataset relate to each other (Sekeral, 2003).
The test results on Table 3.2 showed that the Cronbach coefficient was over 70% in all variables. 
Table 3.2: Reliability Analysis

	Variable 
	Number of Respondents
	Cronbach’s Alpha
	Number of items

	Demographic variables
	137
	0.913
	         5

	Organization Culture
	137
	0.817
	         5

	Carrier Development
	137
	0.871
	         5

	Workplace Environment
	137
	0.891
	         5


Source: Field Data, 2020
3.8.2 Validity
The methodology used to assess whether the research instrument can accurately calculate intended data and how explicitly research findings are can be called validity (Joppe, 2000). In other words, validity can be described as a reliable research tool. Whilst still being accurate, a system can be reliable (Kimberlin & Winetrstein, 2008). In this study, reliability was ensured through pilot study by test-re-test method in which 10 questionnaires were administered to employees. The same procedure was repeated to the same respondents after one week and it was confirmed that, the former and the latter responses matched. Saunders et al. (2009) suggests that it is appropriate as a matter of reliability to check that the tool is pre-tested before the final administration.
3.8. Data Presentation and Analysis 
The whole process of data presentation and data analysis began by editing data so as to ensure there are accuracy, uniformity and consistency of all the questions. Interpretation and arrangement of data in tables was followed so as to fit the particular statistical tests and analysis aimed by this study. Statistical variables of the econometric model were analyzed using multiple regressions modeling technique. The first and the second objectives were analyzed using descriptive statistics. Whereas, the third objective was analyzed using multiple regression.
3.8.1 Econometric Model 
Multiple Linear Regression Analysis: Multiple linear regression is modelling technique used to determine simultaneous relationship of several independent variables and one continuous variable (Eberly, 2007). It is used to predict the values of outcome variable Y, provided set of independent variables (x1, x2...) (Tranmer & Elliot, 2008). Researcher deployed this technique to analyse the effects of talent management practices. Before running the analysis, assumptions of multiple regressions were tested.
Regression Equation:

From
[image: image1.png]Y=a+x,p,+x,B,+.x B, +¢




Then,

TM = α + β˳ + β₁ OC + β₂ CD + β₃ WPE + Ɛ
Where, 

Y = Talent Management
OC= Organization Culture
CD = Carrier Development

 WE= Workplace Environment
α = Constant

 ε = Standard Error

CHAPTER FOUR
PRESENTATION OF FINDINGS

4.1 Chapter Overview
This chapter presents analysis of the findings based on the specific objectives of study. It comprises demographic characteristics analysis, specific objectives analysis, and multiple regression analysis.
4.2 Demographic Characteristics
The study sought to summarise socio-demographic characteristics of the participants. Characteristics which were considered include age, gender, working experience, and level of education as depicted on Table 4.1.

Table 4.1: Demographic Characteristics
	Variable
	Category
	Frequency
	Percentage

	Gender
	
	
	

	
	Female
	53
	40.1

	
	Male
	84
	59.9

	Age
	
	
	

	
	18-27
	95
	61.7

	
	28-37
	45
	30.9

	
	48-57
	7
	7.4

	Education Level
	
	
	

	
	College 
	75
	49.4

	
	Undergraduate
	58
	41.9

	
	Postgraduate 
	14
	8.6

	Working experience 
	
	
	

	
	1-3 years
	50
	35.2

	
	4-7 years
	47
	33.3

	
	8-11
	28
	17.9

	
	Over 12 years
	22
	13.6


Source: Field Data, 2020
4.2.1 Gender of the Respondents
As shown on Table 4.1, results indicate that, 84(59.9%) of the respondents were males whereas 53(40.1%) out of 137(100%) were females. It shows that, most of the participants in the study were males.
4.2.2 Age of the Respondents
Table 4.1 indicate that, 95(61.7%) of the respondents were youth aged between 18 and 30 years, 45(30.9%) were adult youth aged between 31 and 45 years, and only 7(7.4%) were above 45 years.
4.2.3 Education Level of the Respondents
Based on Table 4.1, 75(49.4%) of the study participants had attained college level of education. Whereas, 58(41.9%) of the participants had bachelor degree, and 14(8.6%) possessed postgraduate degree.
4.2.4 Working Experience of the Respondents
As shown on Table 4.1, 53(35.2%) out of 137(100%) respondents had at least an experience of three working years. While, 47(33.3%) of the respondents had four to seven years of working experience, 28(17.9%) had between eight to eleven years, and 22(13.6%) of the respondents had over 12 years of experience.
4.3 Effect of Organization Culture Implementation on Talent Management Practice at Vodacom Tanzania
The study sought to examine how organization culture affects implementation of talent management practice at Vodacom Tanzania. The examined organization culture were; agile organization design, digitalized people development, innovative culture and engagement, promoting diversity and inclusion and our safety performance.
4.3.1 How Organization Culture affects Implementation of Talent Management Practice
The rapid rate of change across the ICT sector requires significant organizational agility. Vodacom Tanzania is simplifying its existing systems to strengthen its competitive position and it is empowering its people to develop and deliver innovative products and services through more collaborative structures. Currently payroll as per percentage of service revenue remained unchanged at 8% illustrating discipline in growing the business and maintain a balanced people cost. There are various initiatives in place aimed at growing talent and personal development including developing skills internally by attracting skills from outside traditional business areas to ensure the right talent for new business ventures. 
Results revealed that, 55(40.1%) strongly agreed that, organization culture provides staff with a developmental opportunity through a short-term assessment in different Vodacom market, while 54(38.7%) agreed that organization places a particular focus on accessing new digital skills and identifying and nurturing the best young talent coming out of universities. and 28(21.2%) remained neutral as indicated on Table 4.2.
Table 4.2: Descriptive Statistics Showing Effect of Organization Culture on Implementation of Talent Management Practice
	
	Scale
	Frequency
	              Percent

	
	Strongly Agree
	55
	                    40.1

	
	Agree 
	54
	                    38.7

	
	Neutral 
	28
	                    21.2

	
	Disagree 
	00
	                    00

	
	Total
	137
	                  100.0


Source: Field Data, 2020
4.3 Effect of Career Development on Implementation of Talent Management Practice
Vodacom Tanzania strives to create an organization that recognize and motivate employees to deliver performance that is above and beyond what is expected. Striving fair and consistent assessment of all employees believing in performance differentiation between its employee and in rewarding top performers accordingly. Reviews employees’ performance management approach and seeks to promote more regular feedback, removing performance rating labels and provide better framework for assistance in managing poor performance. 
Table 4.3: Descriptive Statistics showing effect of Career Development on Implementation of Talent Management
	Scale 
	Frequency
	         Percent

	
	Strongly Agree
	37
	              37

	
	Agree 
	86
	              62.7

	
	Neutral 
	14
	             10.3

	
	Total
	137
	            100.0


Source: Field Data, 2020
Results indicate that, 86(62.7%) strongly agreed that Vodacom Tanzania empower and develop employees through a designed and delivered operating model in an instituted commercial country model that divides a country in to manageable units allowing gathering of improved on the ground knowledge that enables reacting more rapidly to change competitive dynamics. 37(27.0%) agreed that Vodacom Tanzania invested financially in employee training and development and additionally  in leadership development programmes that provides staff with a developmental opportunity by focusing on accessing new digital skills such as big data analytics, IT security, and Customer Value Management (CVM)  and 14(10.3%) remained neutral as shown on Table 4.3.

4.4 Effect of Working Environment on Implementation of Talent Management Practice
Employees at Vodacom Tanzania work with new and advanced technologies that are interesting and rewarding. The working environment is healthy and great with pleasant atmosphere with great alignment between the business objectives and customer needs that provides a feeling of real purpose. Table 4.4 revealed that, 67(49.0%) of the employees agreed that everyone is lovely and nicely accommodated and employees found it easy to adapt to the working environment whereas 54(39.3%) strongly agreed that Vodacom Tanzania is a great place to work very ethical and has competitive salary package and the organization workplace supports training, technology applications where employees get a lot to learn during the process of working at Vodacom Tanzania as a result employees make a positive impact to the organizational performance and 54(33.3%) remained neutral.
Table 4.4: Descriptive Statistics Showing Effect of Workplace Environment on Implementation of Talent Management Practice
	Scale 
	Frequency
	         Percent

	
	Strongly Agree
	54
	               39.3

	
	Agree 
	67
	               49.0

	
	Neutral 
	16
	             11.7

	
	Total
	137
	            100.0


Source: Field Data, 2020
4.5 Perception of Employees on Retention Strategies at Vodacom Tanzania
Findings show that, 109(79.5%) of employees agreed retention strategies were offered at Vodacom Tanzania while 28(20.5%) of the respondents remained neutral. Results are portrayed on Table 4.5.
Table 4.5: Descriptive Statistics showing Employees on Retention Strategies at Vodacom Tanzania
	  Scale 
	Frequency
	Percent

	
	Neutral 
	109
	79.5

	
	Agree
	28
	20.5

	
	Total
	137
	100.0


Source: Field Data, 2020
4.5.1 Perception of Employees on Presence of Career Paths at Vodacom    Tanzania
As illustrated on Table 4.6, 68(41.9%) of the respondents agreed that, career paths offered, 55(34%) strongly agreed and 39(24.1%) decided to remain neutral.
Table 4.6: Descriptive Statistics Showing Employees Perception on Presence of Career Paths at Vodacom Tanzania

	  Scale 
	Frequency
	Percent

	
	Neutral
	14
	10.2

	
	Agree
	68
	49.6

	
	Strongly Agree
	55
	40.2

	
	Total
	137
	100.0


Source: Field Data, 2020
4.6 Role of Talent Management Practices to Employees Productivity at Vodacom Tanzania
Mean and standard deviation as measures of descriptive statistics were used to assess the role of talent management practices in enhancing employee productivity. Talent management practices which were assessed include organization culture, career development and working environment. Findings were demonstrated on Table 4.7.
Table 4.7: Descriptive Statistics showing Role of Talent Management Practices to Employees Productivity at Vodacom Tanzania
	Variable 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Organization culture
	137
	1.60
	3.00
	2.0051
	1.11827

	Career development 
	137
	2.40
	3.00
	3.1069
	.68833

	Working environment
	137
	1.60
	3.00
	3.3036
	.86753


Source: Field Data, 2020
4.7 Relationship between Factors affecting implementation of Talent Management and Employee’ Productivity at Vodacom Tanzania
Multiple linear regression was employed to analyse the relationship between motivational factors and employee performance. This type of analysis requires meeting several assumptions before its experiment. Five assumptions were checked including, linearity, homoscedasticity, normality, autocorrelations, and multicollinearity in order to affirm the results of the regression.
4.7.1 Assumptions of Multiple Regression
4.7.1.1 Linearity Assumption 
This assumption requires that, relationship between dependent and independent variables should be linear in nature. Pearson correlation was used to check this assumption.  Results show that, employee’ productivity has significant positive linear relationship with all independent variables (p <.000). Also, the relationship between the variable was strong positive such that, recognition, r (137) =.44, organization culture, r (137) =.57, career development, and r (137) =.68, workplace environment.
4.7.1.2 Normality Assumption 
This assumption demands the independent variables errors to be normally distributed. Skewness and Kurtosis were employed to test normality. It was revealed that, all variables errors were normally distributed as per rule of thumb. The rule of thumb for Skewness-Kurtosis is ± 2.58. The test is depicted on Table 4.9.
Table 4.8: Skewness and Kurtosis Coefficients showing Normality Assumption
	Variable 
	N
	 Skewness
	Kurtosis

	
	Statistic
	Statistic
	Std. Error
	Statistic
	Std. Error

	Organization culture
	137
	-.710
	.117
	.113
	.273

	Career development
	137
	-1.263
	.117
	2.007
	.273

	Workplace environment
	137
	-.455
	.117
	-.110
	.273


Source: Field Data, 2020
4.7.1.3 Autocorrelations Assumption
Autocorrelations means that errors between independent variables remain independent (Osborne and Waters, 2002). Durbin-Watson was used as shown in Table 4.10 to check this assumption. The result indicates that variables had very low autocorrelations, with Durbin-Watson varying within reasonable appropriate values (DW=1.5). Field (2009) notes that, Durbin-Watson guarantees low autocorrelations when its coefficient lies between 1.5 and 2.5.
Table 4.9: Durbin-Watson Test

	Model
	R
	R Square
	Adjusted R Square
	Std. Error 
	Durbin-Watson

	1
	.625a
	.472
	.696
	2.0023
	1.003


Source: Field Data, 2020
4.7.1.4 Multicollinearity Assumption
To test this assumption, the Variance Inflation Factor (VIF) and Tolerance Rate were determined. The results on Table 4.11 show VIF and tolerance conform to the thumb rule which implies extremely low collinearity between independent variables. Stevens (2009) suggest that, low VIF and large tolerance implies presence of low multicollinearity. Tolerance rate coefficient ranges between 0 and 1 whereas VIF ranges between 1 and 10.
Table 4.10: Multicollinearity Assumption

	Variable
	Tolerance
	 VIF

	
	(Constant)
	
	

	
	Organization culture
	.531                     
	2.105

	
	Career development
	.692
	2.218

	
	Workplace environment
	.711
	3.010


Source: Field Data, 2020
4.7.2 Multiple Linear Regression Analysis
Findings of the regression analysis indicate that, R Square =.472, this implies that, independent variables explain 78.2% of the model variations. Results also indicate that, the model was statistically significant (p<.000) as depicted on Table 4.12
Table 4.11: Regression Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error 
	Sig.

	1
	.625
	.472
	.696
	2.00215
	.000


Source: Field Data, 2020
Furthermore, regression coefficients on Table 4.13 suggest that, all variables were significant predictors (p<.000) of the model. One unit increase of organization culture practice explains 1.3 increases in employee’s productivity. Increase in one unit of career development practice suggests 1.8 unit increase of employee’s productivity. Also, one unit increase of workplace environment explains 3.0 unit increases in productivity of employees. 
Table 4.12: Regressions Coefficients

	Variable 
	       Un standardized   Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	7.297
	1.014
	
	7.582
	.000

	
	Organization culture
	1.346
	.250
	.313
	5.376
	.000

	
	Career development
	1.810
	.323
	.311
	5116
	.000

	
	Workplace environment
	3.048
	.261
	.654
	11.516
	.000


Source: Field Data, 2020
Based on Table 4.13, the following regression model equation was developed;
From
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Then,
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Hence, 
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Where, 

Y = talent management
OC= Organization Culture
CD=Career Development 
WE= Workplace Environment
α = Constant

 ε = Standard Error
CHAPTER FIVE

DISCUSSSION OF THE FINDINGS

5.1       Chapter Overview
This chapter provides discussion of the findings based on the specific objectives of the study. The discussion was elaborated by theoretical and literature underpinnings.
5.2 Effect of Organization Culture Implementation on Talent Management Practice at Vodacom Tanzania

Due to the rapid rate of change across the ICT sector requires significant organizational agility; Vodacom Tanzania is simplifying its existing systems to strengthen its competitive position and it is empowering its people to develop and deliver innovative products and services through more collaborative structures. Currently payroll as per percentage of service revenue remained unchanged at 8% illustrating discipline in growing the business and maintain a balanced people cost. There are various initiatives in place aimed at growing talent and personal development including developing skills internally by attracting skills from outside traditional business areas to ensure the right talent for new business ventures. 
Results revealed that, 55(40.1%) strongly agreed that, organization culture provides staff with a developmental opportunity through a short-term assessment in different Vodacom market, while 54(38.7%) agreed that organization places a particular focus on accessing new digital skills and identifying and nurturing the best young talent coming out of universities. and 28(21.2%) remained neutral. Present findings were in harmony with several empirical studies. For example, Tampu and Cochina (2015) state that at its deepest level, organizational culture consists of core values and beliefs that are embedded tacit preferences about what the organization should strive to attain and how it should do it. This explored on respondents on how organization culture is relevant towards enhancing talent management and how the organization culture has impacted positively to their talent.
5.3 Effect of Career Development on Implementation of Talent Management Practice
Vodacom Tanzania strives to create an organization that recognize and motivate employees to deliver performance that is above and beyond what is expected. Striving fair and consistent assessment of all employees believing in performance differentiation between its employee and in rewarding top performers accordingly. Reviews employees’ performance management approach and seeks to promote more regular feedback, removing performance rating labels and provide better framework for assistance in managing poor performance. 
Results indicate that, 86(62.7%) strongly agreed that Vodacom Tanzania empower and develop employees through a designed and delivered operating model in an instituted commercial country model that divides a country in to manageable units allowing gathering of improved on the ground knowledge that enables reacting more rapidly to change competitive dynamics. 37(27.0%) agreed that Vodacom Tanzania invested financially in employee training and development and additionally  in leadership development programmes that provides staff with a developmental opportunity by focusing on accessing new digital skills such as big data analytics, IT security, and Customer Value Management (CVM)  and 14(10.3%) remained neutral.

These findings were aligned with Cappelli and Keller, (2014) talent management manifests into performance as a results of Vision/Mission /Strategy, Skills and Competencies, Role and structure, Opportunity, Encouragement and Recognition, Training and Development, Coaching, Action Plan and Goals, Resources Performance Management and System Performance. Thus the domain of talent management focuses not only on development of individual’s intrinsic capacities, but also on culture building and change management to provide the other elements listed above for manifestation of talent into performance.
5.4 Effect of working Environment on Implementation of Talent Management Practice
Employees at Vodacom Tanzania work with new and advanced technologies that are interesting and rewarding. The working environment is healthy and great with pleasant atmosphere with great alignment between the business objectives and customer needs that provides a feeling of real purpose. Results revealed that, 67(49.0%) of the employees agreed that everyone is lovely and nicely accommodated and employees found it easy to adapt to the working environment whereas 54(39.3%) strongly agreed that Vodacom Tanzania is a great place to work very ethical and has competitive salary package and the organization workplace supports training, technology applications where employees get a lot to learn during the process of working at Vodacom Tanzania.

As a result employee makes a positive impact to the organizational performance and 54(33.3%) remained neutral. In consistency with current findings, Collings (2013) argues that working environment in the organization may affect performance positively or negatively. It is important for an organization to make the working environment rewarding, enjoyable and healthy to enable employees make a positive impact to the organizational performance.

CHAPTER SIX
CONCLUSIONS AND RECOMMENDATIONS

6.1 Chapter Overview
This chapter provides conclusions and recommendations of the study. It starts with summary of the findings, followed by conclusion, and recommendations for practice and area for further studies. 
6.2 Summary of the Findings
This study aimed at assessing the factors affecting implementation of talent management practice at Vodacom Tanzania Head Quarter. The objectives of the study were threefold; to determine the impact of organization culture on talent management practice at Vodacom Tanzania; to examine the effect of career development on talent management practice at Vodacom Tanzania; and to assess the effect of workplace environment on talent management practice at Vodacom Tanzania.
The first objective revealed that, 55(40.1%) strongly agreed that, organization culture provides staff with a developmental opportunity through a short-term assessment in different Vodacom market, while 54(38.7%) agreed that organization places a particular focus on accessing new digital skills and identifying and nurturing the best young talent coming out of universities. and 28(21.2%) remained neutral. Second objective revealed that, 86(62.7%) strongly agreed that Vodacom Tanzania empower and develop employees through a designed and delivered operating model in an instituted commercial country model that divides a country in to manageable units allowing gathering of improved on the ground knowledge that enables reacting more rapidly to change competitive dynamics. 37(27.0%) agreed that Vodacom Tanzania invested financially in employee training and development and additionally  in leadership development programmes that provides staff with a developmental opportunity by focusing on accessing new digital skills such as big data analytics, IT security, and Customer Value Management (CVM)  and 14(10.3%) remained neutral.
Third objective indicated that, 67(49.0%) of the employees agreed that everyone is lovely and nicely accommodated and employees found it easy to adapt to the working environment whereas 54(39.3%) strongly agreed that Vodacom Tanzania is a great place to work very ethical and has competitive salary package and the organization workplace supports training, technology applications where employees get a lot to learn during the process of working at Vodacom Tanzania as a result employees make a positive impact to the organizational performance and 54(33.3%) remained neutral.

6.3 Conclusions of the Study
This study primarily aims at assessing the factors affecting implementation of talent management practice at Vodacom Tanzania Head Quarter. Findings of the study provide statistical evidence that, talent management practice plays a significant role on organization in retaining employees and increasing productivity. Talent management should be pursued by any organization to enhance or improve its productivity.  It also evident that, telecommunication firms particularly Vodacom Tanzania should always upgrade their policies and practices about their talent management system in order to come out with an effective ways to always retain and enhance the talents of the employee. Continuously investment in their talents since talent management is a long term and ongoing initiative for both present and future gain.
It seems that this component is what traditional human resource management always comprised of, managing human resources, but doing so in a more effective way. The pursuit of a strategy focusing on the attracting and retaining of talent to have the greatest effect on human resource outcomes, underlining its value for improvement in work quality and levels of qualification. The focus on developing talents has a statistically significant, positive effect on almost all the performance indicators reviewed. This reveals the significance of focusing on employees’ needs and meeting their expectations. Overall, all strategies have a direct effect on talent motivation: being part of a privileged group, getting attention and appreciation must undoubtedly have a distinct impact on talents’ management practice, either because talents want to remain in an elected group of employees or because they want to turn to account the investment and trust provided by the company.

6.4 Recommendations of the Study
The study recommends that there is a need to organizations understands the concept of talent management to appropriately harness and leverage on intangible assets in the firm to attain competitive advantage. The managers should therefore increase the percentage of employees dedicated to assessing and upgrading the organization's talent pool. At the same time, implementation of talent management practice in any organization should be backed by the support of the organizations top management. 
The organizations and staff level of awareness of talent management is critical to the success of the implementation of the same in an organization. The study also recommends that the firms should have training policies and career paths for all employees. The training provided should be relevant so as to motivate employees to work harder and thus enhancing their retention and increase productivity. Scholarships and sponsorships should also be made available to all employees on equal bases.

The study recommends that the policy makers should set policies that promote and support firms to adopt and implement strategic talent management in order to explore their employees’ full potential and effective utilize it towards improving performance. This will ensure that the telecommunication firm particularly Vodacom Tanzania has skilled and competent employees who can share in the same vision and thus work towards realizing similar goals and objectives. 
The study also recommends that firms should conduct regular audits to ensure that strategic talent management programs are fully implemented. Positions should be allocated based on employees’ skills and abilities in order to tap and exploit their full potential. This will boost professionalism, creativity, innovation and the quality of input made by the employees.  Due to stiff competition in the telecommunication firms, the study recommends that firms should maintain and uphold strategic talent management best practices in order to maximize on the use of their talents and skills. This will enable them to tap the best talents locally and internationally as well as enhance performance.

6.5 Area for Further Studies
This study was carried out at Vodacom Tanzania HQ which is a leading cellular network company in the country and the largest wireless telecommunication network with over 15.6 million customers. Findings of this study cannot be generalised to other public organisations as regards to the nature of the study area. It is therefore recommended that, further studies be carried out in other private firm in Tanzania especially mining firms and international organizations dealing with refugees’ camps management in Western Tanzania. Also, further studies should be carried out on challenges facing organisation on implementation of talent management practice.
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APPENDIX
QUESTIONAIRES FOR VODACOM TANZANIA HQ STAFFS AND ADMINISTRATORS
INTRODUCTION
SECTION A; GENERAL INFORMATION

1. What is your gender? Tick in the space provided

a) Male

b) Female

2. What is your age?

a) 18-25

b) 26-35

c) 36-45

d) 45+

3. What is your category

a) Director

b) Head of Department

c) Head of Division

d) Supervisor

e) Normal staff

4. Years of working at Vodacom Tanzania………………… (Number of years)

5. What is your education level? Tick in the space provided

a) Secondary level

b) Advanced level

c) Certificate level

d) Diploma level

e) Bachelor level

f) Postgraduate degree level

SECTION B

The following items determine the impact of motivation on employee performance in public sector; 

Please indicate your agreement or disagreement with the following statements by ticking ( ) your response using scale.

1. Strongly disagree     

2. Disagree  

3. Neutral   

4. Agree  

5. Strongly agree 

	Please specify by checking the Respondent Type that most closely matches your position

	 
	Manager
	 
	Other
	
	
	
	

	 
	Supervisor
	 
	
	
	
	
	
	

	 
	Officer
	 
	
	
	
	
	
	

	 
	Technician
	 
	
	
	
	
	
	

	 
	Security Guard
	
	
	
	
	
	
	

	
	Circle the correct numeric response to each question

	#
	Question
	Survey Scale:  1=Strongly Disagree   2=Disagree   3=Neutral   4=Agree   5=Strongly Agree

	1
	Organization culture is affecting talent management practices
	 
	1
	2
	3
	4
	5
	 

	2
	Career development is affecting talent management practices
	 
	1
	2
	3
	4
	5
	 

	3
	I can discuss challenging issues on talent management with co-workers on each unit.
	 
	1
	2
	3
	4
	5
	 

	4
	My ideas really seem to contribute at work place.
	 
	1
	2
	3
	4
	5
	 

	5
	Work environment is affecting talent management practice 
	 
	1
	2
	3
	4
	5
	 

	6
	There are ongoing process by which individuals’ progress through a series of stages .
	 
	1
	2
	3
	4
	5
	 

	7
	Working environment is rewarding, enjoyable and healthy to enable employees make a positive impact to the organizational performance.
	 
	1
	2
	3
	4
	5
	 

	8
	Core values and beliefs are embedded tactic preferences towards enhancing talent management.
	 
	1
	2
	3
	4
	5
	 

	9
	Trere are retention strategies.
	 
	1
	2
	3
	4
	5
	 

	10
	There are talent attraction 
	 
	1
	2
	3
	4
	5
	 

	11
	There are career paths 
	 
	1
	2
	3
	4
	5
	 

	12
	Talent management in the organization leads to employee productivity
	 
	1
	2
	3
	4
	5
	 

	13
	We develop programs and initiatives that enhance employee development
	 
	1
	2
	3
	4
	5
	 

	14
	Company has a competitive compensation system in comparison with other companies
	 
	1
	2
	3
	4
	5
	 

	15
	Company's good working environment and fair wages have enabled to attract the right talent
	 
	1
	2
	3
	4
	5
	 

	16
	Company has plans on employee growth and progression
	 
	1
	2
	3
	4
	5
	 

	
	
	
	
	
	 
	 
	 
	 

	
	DATE:    
	30 May, 2021

	
	RETURN TO:  
	Chanico, Vitus M.

	
	


Thank you for your cooperation
Organizational Culture





Talent management





Carrier Development





Work place Environment








