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ABSTRACT

The study aimed to examine  the effects of talent management with employees’ performance in the health Sector . The study employed The Human Capital Theory ,Resource Based View Theory, positivism philosophy and quantitative research approach. The research population was 442 employees, a sample of 115 employees was selected using a Randomly  sampling  techiniques. Data was collected by using questionnaire method and analyzed by using SPSS version 23 both descriptively and inferentially. The findings revealed that talent attraction, learning and development and talent retention had a significant and positive impact on the employees’ performance at Mawenzi hospital. The impact of learning and development which was considered a predictor and emphasizing the significance of improving career progression, training support and managerial support and identifying deficiencies that hinder reaching of learning and development strategy. Furthermore, talent retention practices which was also a predictor, emphasis should be stressed on areas such as good remuneration package, staff welfare services and medical allowances which are vital in retaining talent, and in terms of enhancing and sustaining employee performance. The study concluded  there was a correlation between Talent management  and Employee Performance, more effort is needed on talent attraction strategy because it was the most challenged strategy compared to other strategies .
Keywords: Talent, Management, Employees’ Performance, Training.
TABLE OF CONTENTS

iiCERTIFICATION

COPYRIGHT
iii
DECLARATION
iv
DEDICATION
v
ACKNOWLEDGEMENT
vi
ABSTRACT
vii
TABLE OF CONTENTS
viii
LIST OF TABLES
xiii
LIST OF  FIGURE
xiv
ABBREVIATIONS AND ACRONYMS
xvi
CHAPTER ONE
1
INTRODUCTION
1
1.1 
Background to the Study
1
1.2
Statement of the Problem
3
1.4
Research Objectives
4
1.4.1
Main Objective
4
1.4.2  
Specific Objectives
4
1.5
Research Questions
5
1.6
Rationale of the Study
5
1.7 
Organization of the Proposal
6
CHAPTER TWO
7
LITERATURE REVIEW
7
2.1 
Overview
7
2.2 
Definitions of the Main Concepts
7
2.3 
The Theoretical Literature Review
10
2.3.1 
Human Capital Theory
10
2.3.2
 Resource Based View Theory
11
2.4 
The empirical Literature Review
12
2.4.1
Talent attraction with Employee Performance
12
2.4.2 
Employee Training and Development and Employee Performance
14
2.4.3 
Talent Retention and Employee Performance
18
2.5
 Literature Summary and Gaps
19
2.6  
The Conceptual and theorical  Frameworks
20
2.7 
Research Hypotheses
21
CHAPTER THREE
22
RESEARCH METHODOLOGY
22
3.1 
Overview
22
3.2 
Research Philosophy
22
3.2.1
 Research Approach
22
3.3 
Research Design
23
3.4 
Area of the research
23
3.5 
Sampling Population
24
3.6 
Sampling Techniques and Sample Size
24
3.6.1 
Sampling Technique
24
3.6.2
 Sample Size
24
3.7  
Variables and Measurement Procedures
26
3.8 
Data Collection Methods
27
3.8.1 
Questionnaires
27
3.9 
The Validity and Reliability of Research Instrument
27
3.9.1  
The Validity of Research Instrument
27
3.9.2  
The Reliability of Research Instrument
28
3.10 
Data Processing and Analysis
28
3.11 
Ethical Issues
29
CHAPTER FOUR
30
DATA PRESENTATION, DATA ANALYSIS AND DISCUSSION OF FINDINGS
30
4.1 
Overview
30
4.2 
The rate of Respondentsattributes
30
4.3 
Presentation of Finding and Discussion
31
4.3.1
Effects of Talent Attraction on employees’ performance
31
4.3.2 
Effect of Learning/Training And Development on Employees’                Performance
36
4.3.3 
Effect of Talent Retention on Employees’ Performance
40
4.3.4 
Employees’ Performance
47
CHAPTER FIVE
49
SUMMARY, CONCLUSION AND RECOMMENDATIONS
49
5.1 
Overview
49
5.2 
Summary
49
5.3 
Conclusions
51
5.4 
Recomendations
52
5.4.1 
Recommendaton for Action
52
5.4.2 
Recommendation for Further Studies
53
REFERENCES
54
APPENDIX
61


LIST OF TABLES
26Table 3.1:  Variables and Indicators



Table 4.1: The rate of Respondents Attributes
30
Table 4.2: Descriptive statistics: Talent Attraction and Employee                  Performance
32
Table 4.3: Pearson Correlation Coefficient Between Talent Attraction and Employees’ Performance
33
Table 4.4: Regression Analysis for Talent Attraction And Employees’                Performance
35
Table 4.5:  Descriptive Statistics – Learning & Development and Employee Performance
36
Table 4.6: Pearson Correlation Coefficient Between Learning/Training & Development And Employees’ Performance
38
Table 4.7: Regression Analysis for Learning/Training & Development and Employees’ Performance
39
Table 4.8: Descriptive Statistics – Talent Retention with  Employee                     Performance
41
Table 4.9: Pearson Correlation Coefficient Between Talent Retention and Employees’ Performance
42
Table 4.10: Regression Analysis for Talent Retention and Employees’              Performance
43
Table 4.11: Multiple Linear Regression for the Talent Management Factors Associated with Employees’ Performance
45
Table 4.12: Descriptive Statistics  on Employee Performance
47
LIST OF FIGURE

20Figure 2.1: Effect of Talent Management on Employee Perfomance



 
ABBREVIATIONS AND ACRONYMS

CBK              
Central Bank of Kenya

CIPD     
Chartered Institute of Personnel Development 

DPGS

Directorate of Postgraduate Studies

HR

Human Resource

M

Mean

MHCDGEC   Minisrty of  Health Community Development Gender Elderly and Children
MRRH

Mawenzi Regional Referral Hospital

NGO’S           Non government organisations 

OUT                Open university of Tanzania

SD

Standard Deviation

SEM

Structural Equation Modeling

SMEs

Small and Medium Enterprises

SPSS

Statistical Package for Social Sciences

CHAPTER ONE

INTRODUCTION
1.1 Background to the Study

This section covers the concept  of talent management, statement of problem, research objectives (both general and specific), research questions and the relevance of the study. Developed countries worldwide have experienced rapid implementation and growth of talent management strategies compared to the least developing countries such as Tanzania. Talent management is an important activity in that it enables an organization to have the right people with the skills and expertise to meet the immediate and future needs of an organization (Sareen and Mishra, 2016). 
For all organizations to accomplish competitive gain over other competitors is possible through performance of talented employee. Thus, employee performance is the outcome created by action of individual over a specific time to fulfill the desired task or the ability of person to accomplish organizational goals (Shaikh, Tunio, & Shah, 2017). However  in a competitive marketplace, talent management is a primary driver for organizational success (Taei, 2015).
Most firms use the logic that talent management is based on the fact that it is run by people processes, technology and capital, while in reality it is actually people who creates value by using organization’s assets to produce products and services that end- users need (Nguwi, 2015). The ultimate goal of talent management practices or programmes implemented by the organisation must be to get the right people for the right jobs in order to make the company successful but this goal is not that easy to achieve as it sounds (Sareen & Mishra, 2016). 
Hassan, Umar and Mohammad (2015) investigated factors that influenced the employee performance in Libya and found that organizational culture, job satisfaction, and training had a positive relationship with employee performance.  Zaid et al (2015) did a study talent management in the health care sector, Insight in to the current implementation in slovak organisations. The finding revealed that the size of the organisations has an impact on application of the processes and practices of talent management. 
Statistically significant differences were found in the area of education and training for continuous update and development of employees' competences/capabilities, deployment of staff (placing right people in the right jobs) and execution of formal performance appraisals on a regular basis. Ndolo, Kingi, & Ibua, (2017) evaluated the influence of talent management practices on employee performance. They indicated significantly positive effect of talent management practices include talent development, career development & work-life balance on performance of employees. Dahshan, Keshk and Dorgham  (2018) conducted  a study on talent management  and its effect on orgnaisation performance among nurses at Shebin El-Kom Hospitals and found that  talent attraction,Learning and development and talent retention has positive  correlation on organisation performance.
1.2.2 Health Sector context in Tanzania 

The health system in Tanzania involves the public, the private for profit, and the voluntary agency sectors. The public health system is organized in a referral structure that has a pyramidal form. The lowest level consists of health posts and dispensaries. Above the dispensary level, there are health centers and district hospitals. In districts without a district hospital owned by the government, voluntary agency hospitals serve as Designated District Hospitals above the district level are the regional hospitals. 
The healthcare sector in Tanzania has been growing in recent years, it has also been observed that the involvement of the private sector has been increasing significantly. This involvement brings improvements of quality. Quality as the core of the healthcare sector reflects survival for the organizations and clients satisfaction in highly competitive situations. (United Republic of Tanzania Ministry of Health and Social Welfare,Health Sector Strategic Plan 2015 -2020, Reaching all Households with Quality Healthcare ). The health sector  aimed to improve  Human Resources for Health  &Social Wealfare  crisis  sitution  in the country through  proper planing,development ,management and effective utilization of human resources (Human Resource for Health  strategic plan 2014-2019).
The health sector  keeps on implementing talent management strategies but still very informal and unorganized hence leads to unsatisfactory performance at both individual and organization levels. Since, talent management is said to be very crucial and has a strong relationship with employee performance, as it facilitates the organizations to achieve its goals. 
1.2 Statement of the Problem

Talent management practice has the role of attracting, developing and retaining potential employees and their dependence on the organization against future contingencies such as unbalance between human resource demands and supply, attracting poor talents and problems in talent outsourcing. Organizations should implement some measures including talent management and other like organizational operational strategies, capacity buildings with varied success and failures (Deloitte, 2015). According o Nguwi (2015) one of the biggest challenges still facing organizations is how to harness talent that enhances employee’s performance, which is why employees now prefer organization environments, learning continuously which support and encourage their ideas.
The healthcare sector needs to implement talent management strategies knowing that ineffective talent management affects productivity. Therefore there is a need to identify the contributions of talent management strategies to the organization performance. Many studies have been done on the relationship between talent management and employees performance, however less has been done to determine the relationship among talent management on employees perfromance in the healthcare sector in Tanzania. Hence, present research except  to cover the difference by  examing  the effects of talent management on employee’s performance in  health sector.
1.4 Research Objectives

1.4.1 Main Objective

The general objective of this  current study was to examine  the effects of talent management on employees’ performance in the health sector.

1.4.2  Specific Objectives

The specific objectives that guided this study were to: 

i. Examine the effects of talent attraction on employee performance 

ii. Determine the effects of employee training and development on employee performance 
iii. Examine the effects of talent retention on employee performance.
1.5 Research Questions

The research questions expected to be answered by this study as far as talent management and employee performance are concerned:
i. What is the effect of talent attraction on employee performance at Mawenzi regional referral hospital?

ii. What is the effect of employee training and development on employee performance at Mawenzi regional referral hospital?

iii. What is the effect of talent retention on employee performance at Mawenzi regional referral hospital? 

1.6 Rationale of the Study

This research will help  different organizations, policy makers, Human resource manager’s present employees and the future ones. This study is anticipated to enhance value to the present body of literature. It is also likely to make recommendations on the area for further study hence will come to be a great interest to the researchers. The study findings will be useful to public organizations as it may inform, design and implement talent management programs by outlining best practices that can further the impacts of those programs on both employees and organization performance. 
In addition the study finding will help the organizations planners in implementations of talent management strategies. Furthermore, this study may help the management teams to understand the needs of their workforces and hence maximize employee’s effectiveness and efficiency for organizations to get better competitive advantages. Lastly, policy makers may benefit from the study since it may have identified the gaps that could help them in developing new policies and formulating strategies intended to improve talent management and employee performance.
1.7 Organization of the Proposal

This research report consist of four chapters which are, Chapter one, two, three and four. Chapter one has discussed the background to the research,statement of the problem and highlighted research objectives, Justification  of the research , limitations of the researchand coverage  of the researchm also literature review  is discussed in depth in Chapter two. However Research methodology is  highlighted  in Chapter three. Chapter discussed the findings, discussion, conclusion and recommendations.
CHAPTER TWO

LITERATURE REVIEW

2.1 Overview

This part showed ideas together with theories proposed by different scholars in the fields of talent management with a major focus on the essence of talent management and employee’s performance in public organization. Specific areas to be addressed in this chapter includes; definitions  of the main concept theoretical framework, empirical literature review based on study objectives  and conceptual framework.  Lastly, the chapter presents literature summary and research gaps.

2.2 Definitions of the Main Concepts
2.2.1 Talents

Talent may be defined as the inherent ability of an individual to do a particular task in a particular way. Talent is seen as the sum of an individual’s abilities, which includes his or her intrinsic gifts, skills, knowledge, experience, intelligence, judgment, attitude, character, and drive. It also incorporates the individual’s ability to learn and grow (Nafei, 2015). Talent may be defined as the inherent ability of an individual to do a particular task in a particular way. Talent is seen as the sum of an individual’s abilities, which includes his or her intrinsic gifts, skills, knowledge, experience, intelligence, judgment, attitude, character, and drive. It also incorporates the individual’s ability to learn and grow (Nafei, 2015)

Talent may be defined as the inherent ability of an individual to do a particular task in a particular way. Talent is seen as the sum of an individual’s abilities, which includes his or her intrinsic gifts, skills, knowledge, experience, intelligence, judgment, attitude, character, and drive. It also incorporates the individual’s ability to learn and grow (Nafei, 2015). 
Talent may be defined as the inherent ability of an individual to do a particular task in a particular way. Talent is seen as the  sum  of an individual’s abilities, which includes his  or  her intrinsic  gifts, skills,  knowledge,  experience, intelligence, judgment, attitude, character, and drive. It also  incorporates  the individual’s ability to  learn and grow (Nafei, 2015). Talent is an instinctive quality possessed by few people, who have the capability to make a significant difference to current and future company performance, which is equal to competencies of a person that needs to be explored for the competitive advantage of the organization.(Mohammed, 2015).
This current study adopts definition of Nafei, (2015) because it involves the effect of talent towards employees and organization performance.
2.2.2 Talent Management

Talent Management is a strategic management process involving methods to manage and upgrade the skill set of high potential employees to retain them for a long run and achieve the desired goals of the organization (Saraswat, 2019). Talent management is an ongoing, proactive activity it is about attracting, identifying, recruiting, developing, motivating, promoting and retaining people that has a strong potential to succeed within an organization (Taei, 2015). This current study will adopt definition of Saraswat, (2019) definition, because it is specific as talent management practices ensure employees and organization benefits.

2.2.3 Employee Performance

According to Shield (2016) employee’s performance has been defined as the degree to which an employee executes the duties and responsibilities. Durant (2016) defined employee performance as “The behavior of what employee to do produce results of their work and therefore able to pursue with the efforts supported with the organizational policies in order to achieve certain objectives. Employee performance involves factors such as quality, quantity and effectiveness of work as well as the behaviors of your employees shown in the workplace (Ashley & Thompson, 2019). This current study adopts definition of Durat (2016) as It involves the effect of talent management practices towards employees behaviour.
2.2.4 Talent Attraction

Talent attraction is composed of recruitment and selection, employer branding, employee value preposition and employer of choice (Rop, 2015). Talent attraction is the management technique that employers use to pull desire skills into organisation. Techequnic  admistered inorder to  get the right  job fits (Songa and Oloko, 2016). Employer branding involves a set of activities which would help an organization attract the potential employees. It makes an organization more attractive for job seekers therefore an organization makes less effort to develop its talent. 
Organizational attractiveness is considered to give an organization competitive advantage (Vaseghi, 2016). This study adopts Pop (2015) definition because it includes policies and practices which   indicate the ability of organizations to attract the right talent.

2.2.5 Talent Retention

According to Armstrong (2010) Talent retention is the ability of an organization to retain its best employees and hence maintain a lower turnover. An organization is able to achieve this by adopting various employee retention programs.
2.3 The Theoretical Literature Review

This study will be guided with Human Capital Theory which focuses on effectiveness and efficiency of talent management related to employee’s performance in the organizations

2.3.1 Human Capital Theory

Human Capital theory was proposed by Schultz (1961) and developed extensively by Becker (1964) who classified expenditures on human capital as investment rather than consumption. Human capital can be defined as knowledge, skills, attitudes, aptitudes, and other acquired traits contributing to production. Human capital theory suggests that education or training raises the productivity of workers by imparting useful knowledge and skills, hence raising workers‟ expectationwages throughraising  their income Becker,( 1964). 
According to Becker, (1964) effective human capital is comparable  through "physical means of production",such as industries organizations that mostly people invest in effective human capital through knowledge, understandingwhere results occur through process of investing in effective talented people.Therefore , effective  human capital is a means of archivenment , into which more investment  produces more  output.  Effective Human capital as valuable resources cant move like land, labor, or non-current asset because is substitutable. This research therefore will be guided with the human capital theory to determine the effect of employee training and development on employee performance at Mawenzi regional referral hospital.

2.3.2 Resource Based View Theory
The resource-based theory suggests that organizations should look inside the company to find the sources of competitive advantage through the use of their resources. Theory analyzes and interpret internal resources of the organizations and emphasizes resources and capabilities in formulating strategy to achieve sustainable competitive advantages. Competitive advantage occurs only when there is a situation of different resources across firms and the inability of competing firms to obtain resources from other firms. The value of a resource to a firm is seen in terms of its potential to yield competitive differentiation that enhances performance outcomes (Hunt 2000). Company resources can be talented workforce who work hard towards the attainment of organization goals. Talent retention strategies of the organization lead to high performance.

Resource base view theory refers to how competitive advantage can be achieved through the possession of valuable and rare resources that other competitors cannot imitate (Takeuchi, Lapak, Wang & Takeuchi, 2007). Competitive advantage comes from the internal resources (human resources) that the organization has. It establishes the need for organizations to build a valuable set of human resources and bundling them in a unique way in order to achieve organization success. Resource base view has long provided an essential theoretical rationale for human resource potential role. It has to do with resource features that contribute to the creation of sustainable competitive advantage.

Barney (1991) identified four criteria of resources, which are valuable, rare, and inimitable, and without substitutes. Human resources are the sustainable competitive advantage that the organization have and should be taken seriously. He also suggested that sustainable competitive advantage is attainable when organization have a human resource pool which cannot be imitated or substituted by competitors. Resource base view firms in order to ensure sustained competitive advantage should often evaluate their human resources to ensure that the right people with the right skills are in the right place. The theory also opines that the major strength or weakness of organizations has to do with the caliber of people employed into the organization.

Boxall (1998) suggests that in order for organization to generate human capital advantage, they should recruit and retain exceptional individuals. Technology and capital can be acquired any time for a price by most organizations but it is not easy to acquire highly qualified and motivated employees. This theory suggests that  talent attraction  and retention policies impacts the organization  performance. Therefore, organizations need to be careful when selecting employees since employee performance might be influenced by talent attraction and retention. 

2.4 The empirical Literature Review

2.4.1
Talent attraction with Employee Performance
Talent attraction through recruitment represent a vital phase in management of talent to determine which workers will be able to serve the organizations effectually while selection is interpreted as capabilities of talent assessment to fulfill the task of job appropriately ultimately lead to hire the right individual in right job . Recruitment and selection  is a technique to improve performance of individual employee through familiarizing talented individuals as well as providing opportunity to perform in organization (Pahos & Galanaki, 2018). Organizations that recruited internally usually got a raw deal because the internal employees did not add anything new to the organizations (Carroll, Marchington, Earshaw & Taylor, 2018).  
Bibi (2018) studied  impact of talent management on employees  performance  among health care  employee in Pakstan. The study employed a cross-sectional design and quantitative approach. Convenience sampling was utilized. The sample of the study was comprised of 364 employees working in healthcare organizations to determine the performance of employee because of talent management practices. Questionnaire was used for collection of data. . The collected data  analyzed by using descriptively and inferential statistics in which  later  being presented on tables. The findings showed a significantly positive effect of talent management practices that is, recruitment and selection for talent attraction, coaching and mentoring for learning and development of talent, compensation for retention of talent on employee.
Rahymany (2018) did a study the effect of Recruitment and Selection Process on Employees’ Performance in Afghanistan. The study employed quantitative approach. The  population  of 120 sample size was used. This study used descriptive and inferential statistics to determine how recruitment and selection affect employees performance. The study concluded by revealed  a high level of correlation between employees’ performance and recruitment/selection processes.
Lyria, Namusonge & Karanja, (2017) Conducted a study  the effect of talent attraction on organization perfomance of firms listed in Nairobi Security Exchange. in  Kenya . The researcher used a descriptive  and correlation survey research design whereby questionnaires were used in data collect.  The target population was 534 with a sample size of 224 were picked from the list of Firms.  The  findings of the study revealed that  the major components of talent attraction which included salary packages,benefits,company culture, recruitment  styles,staff turnover,work life balance and social networking have a positive and significat effect on organiztion performance.
Hillary Busolo et al., (2020) studied effect of Talent Attraction on Organizational  perfomance in Kenya. The study used 40 as a sample size both  descriptive and inferential statistics was employed to determine how  talent attraction affect  organisation performance. The study concluded by revealed  relationship between  talent attraction  with organisation performance  through  talent attarction practices which includes, recruitment and selection, employer branding and provision of secure working environment.
2.4.2 Employee Training and Development and Employee Performance

Training is an integral part of talent management. Employee training has a long history of ensuring an organization has a skilled, motivated, and competent workforce. From orientation programs and technical training classes experienced early in one's career, to leadership development and executive coaching, training and development is deeply woven into the fabric of talent management practices (Monday & Monday, 2012). 
Siriwardena, Prasadi & Morais, Neavis. (2019) conducted a study on impact of Training and Development on Employee Performance. A Study of Managerial Level Employees in the Apparel Industry in Sri lanka. The study involved 104 data were collected using questioners and  analysed  both descriptively and Inferentialy statistic by using SPPS. The finding revelead that  effective leadeship, Effective communication,Quality of work Employee motivation and job satisfiction influence  employee performance.
Matai & Ngari (2019) did a study on  effect of tarining  on employee performance  in the  Country Government  in Kenya. The study involve 89 respondents descriptive  survey  research was employed ,Structural questioners were used to collect data and analysis of data  were both descriptive and inferential with the assistance of SPSS statistical tool.The finding of the  study revealed that training  contents,Training programs, Skills development  effect employee perfomance.
Motafari (2015) conducted a study on how training practices affects the performance of SMEs hotels and restaurants operating in hospitality industry in Mombasa. The research was conducted in a total of 24 hotels. The researcher used a descriptive survey research design whereby questionnaires was were used in data collection. The outcome revealed a positive correlation effect among  training practice variables and the effectiveness of SMEs hotels within the County of Mombasa. Furthermore, the research revealed that most of the sampled SMEs hotels preferred to use training on-the-job method to equip their employees with the necessary skills and sometimes used observation of how the employees performed which is a preferable method of evaluating training. 
The study recommended the need of future research to find out how efficient training practices are on individual employee productivity. Kaur (2013) conducted a study on the impacts of talent management in indian supermarket Big Bazaar in India. The study involves 200 respondents, findings revealed that about 92% employee’s performance was resulted from succession planning strategies like coaching and mentoring. Finally, the study recommended that there is a need for a holistic approach towards succession planning and should not just examine coaching and mentorship, but how employee’s take-up senior positions in the organization.

Learning and performance improvement have always been an integral part of talent management. Employee training has a long history of ensuring an organization has a skilled, motivated, and competent workforce. According to the CIPD (2006) learning and development study, the two main objectives of talent management are: developing high potential individuals and growing future senior managers. The CIPD (2006) survey also reveals that 94% of respondents reported that well-designed talent development activities can have a positive impact on an organization’s bottom line. 
CIPD study indicated that in-house development programmes at 56% and coaching by line managers at 51% ranked among the top effective learning and development practices. Additionally, the study found that senior managers and the human resource department were tasked with ensuring that courses were delivered and overall planning of the learning process carried out effectively.
The study showed how the organizations can effectively manage their talent by developing and retaining them effectively as they are the drivers of the success. Sumardi and Othman (2009) conducted a study in Malaysia on talent management in organizations. The study investigated how Malaysian companies use talent management in their organizations. The study revealed that 56% of employee’s performance is directly influenced by training and development of talent.
Linda,Elizabeth (2018) studied influence of training on employee performance in Public Institution .Stratified random sampling and purposevely  sampling techniques were used  to select  71 respondents,Data were collected  using interviews and questioners,Quantitative  data were analysed using SPSS to yield decsriptive statistics.The findings indicated that Tanga UWASA orginises several training  programmes and employees are  systematic selected to attend  those progrmmes to acquire knowledge and skills.i.e Training has significant influence on  employee performance.
Licombe (2018) conducted study on impact of Training and Developemnt  on employee performance in the Public Sector.The study employed a cross-sectional  design ,A purposive sampling  techniques  was employed to determine a sample of 55 participants  where by data were collected through questioners.The findings indicated that the role of training and development  improve employee perfromance  through skills developmement.

2.4.3 Talent Retention and Employee Performance
Retention of talent is still one most important concern for various organizations today and despite the fact that hiring skilled employees for the job is crucial for employers, retention is more imperative (Nyanjom, 2013). A study by  Ngure and Waiganjo (2017) studied factors influencing the retention of health workers in the public sector in Kenya. 400 respondents were involved in the study. Descriptive statistics was used to analyze the collected data and presented in the form of graphs. The findings revealed that promotion, remuneration, leadership style, training and work environment influence the public sector’s health workers’ retention.

Matindo et al., (2015) investigated factors affecting the retention of employees at Kitwe Central Hospital (KCH) in Zambia. The following factors were identified affecting employee retention; lack of career growth, poor working conditions, poor management styles, poor salary incentives, environment, global and national economy, job insecurity, lack of equipment and drugs, lack of motivation and work overload.

Oladapo (2014) did a research on the effect of talent management on turnover rates in the University of Strayer. The study was conducted in Herdon Virginia. The study aimed at understanding the success and challenges faced with talent management programs and to find out why some organizations do not have interests in such programs. The study sample consisted of human resource individuals from 36 different institutions from a population of 200 targeted organizations. Structural Questionnaires and SPSS was used for the data analysis. 
The findings of the study showed that (69%) of the organizations being studied had a talent management program and the strategic importance of an effective talent management practices the respondents understood. In the organizations that did not have talent management programs there was an absence of executive management support however It was found that significant factor that affected retention rates was opportunity for job or career advancement and employee-employer relation played a major role in reducing turnover rates among talented employees.
Sengerema (2016) studied the factors influencing employee retention in the private

Sector in Tanzania . A case study design was employed to a sample of 50 respondents involved. A study employed multiple data collection methods such as questionnaire, interview and documentary review. Statistical Package for Social Science (SPSS) was employed to analyze data collected. The findings indicated that the provision of overtime allowances, good working environment, training anddevelopment, promotion and salary increment influence employee performance. 
2.5 Literature Summary and Gaps

There are many studies done worldwide. Literature reviewed shows that talent attraction, training and development; and talent retention can influence employee’s performance. Majority of the reviewed studies however, were conducted in other fields and not the health sector. Therefore, due to differences in social and economic situations a related study needed to be conducted in a health sector in Tanzania. Hence, the need to undertake this study as an effort in order to fill the gap. Additionally, related studies on the effects of talent management on employees’ performance appear to be very limited in Tanzania. This study therefore, will attempt to fill this gap.
2.6  The Conceptual and theorical  Frameworks

The Conceptual framework in Figure 2.1 depicts that talent attraction like (recruitment and selection processes, working conditions, corporate image and job security) are expected to affect employees' performances. Similarly, Training and development are expected to be catalyst for the increased employees’ performance in organizations. Lastly, talent retention in terms of allowances, competitive remunerations, and welfare services are expected to affect employee performance. 





Dependet Variables 

Independent Variables 

Figure 2.1: Effect of Talent Management on Employee Perfomance
Source: Author (2020)
2.7 Research Hypotheses

Ha1: Talent attraction significantly and positively affects employee performance. 

Ha2: Employee training and development significantly and positively affects employee performance.

Ha3: Talent retention significantly and positively affects employee perfomance 
CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Overview

This part describle  the technques  to be applied  by the researcher in this research . The chapter presents the research philosophy ,Research approach, research design, descrpition of study area , and targeted population. Also, It  shows sample size and methods used to obtain that sample; study variables ,research instruments, validity and reliability of instruments, data collection  , Analysis procedures and ethical consideration in the study .

3.2 Research Philosophy

There are many research philosophies, this study follows positivism philosophy. According to Crowther and Lancaster (2008) Positivists argue a single objective reality that can be observed and measured without bias using standardized instruments. The major goal of positivist inquiry is to make explanatory associations or causal relationships that eventually lead to prediction and control of the phenomena in question (Saunders, Lewis & Thornhill, 2009). This study will be guided with positivism paradigm because positivist methodology is directed at explaining relationships as it attempts to identify causes, which influence outcomes and provides a basis for prediction and generalization (Creswell, 2013).

3.2.1 Research Approach

This study used quantitative research approach. Quantitative approach was useful in making statistical comparison between talent management (Talent attraction, Training and development and Talent retention) and employees’ performance, Additionally, the quantitative approach was allowing the researcher to ask specific and narrow questions to obtain measurable and observable data on variables. Thus, in this study the quantitative strategies   provided the research with rigorous, reliable, and verifiable large aggregates of data and the statistical testing of empirical hypotheses (Berg, 2001).

3.3 Research Design

In this research , descriptive research design was used to  collect data  in a way that does not manipulate the study variables or the participants so as to ensure integrity of the information required (Mugenda & Mugenda, 2008). It also provides a picture of a situation as it naturally happens. It is above  a collection of data and it involves computation, categorization, analysis and explaination (Kothari, 2008). Further, inferences among variables were made in a descriptive survey design, the researcher observed the existing phenomenon using available evidence in order to make informed conclusions and generalizations about the possible causal factors. In this study mean scores of talent attraction, talent retention and training and development variables was utilized to determine the extent to which they influence employee performance. The design was employed in this study because data generated retrogressively and analyzed to give a cause-effect relationship between  study variables  i.e dependent and independent. 

3.4 Area of the research 
The research  was done  at Mawenzi Regional referral Hospital. The population of the study was all service providers and supporting staff  working in the hospital. They were represented by selected sample. The study conducted in MRRH due to the nature of its operations and socioeconomic reasons and for a long time the hospital was a District General Hospital since 2010. It was promoted to Regional Referral Hospital. This transition has an impact in organization functions, operations, Staffing management and employee’s performance.
3.5 Sampling Population

The sampling population means  groups of people /thing  that a researcher intends to draw a generalized conclusion (Kothari, 2008). The target population of this study included medical personnel and non-medical personnel working at Mawenzi referral regional Hospital. Therefore, target population was 442 (MRRH Report, 2019).
3.6 Sampling Techniques and Sample Size 

3.6.1 Sampling Technique

This research  used probability sampling procedures where all individuals in the study area have equal chance of being selected.The study adopted a simple random sampling technique. In simple random sampling the researchers or fieldworkers have the freedom to choose whomever they find (Saunders et al., 2009). The simple random sampling was executed by securing a list of the entire population in this case the total number of employees which was 442 in which every subject was listed only once. Each subject was numbered in the list suquentially and balloting method was used that is, numbers were put in a box then mixed them and draw out numbers one by one randomly until the desired sample was reached (Manamba, 2020, p. 296).
3.6.2 Sample Size

Sample size refers to the number of items to be selected from the universe to
constitute a sample (Yusuph, 2015). It refers to actual figure that researcher opt to
use as the respondents to give out the information pertaining a respective study. Required sample size was derived from the following formula (Cochran, 1967).

n = Z2 P (1 – P)



d2

Where:


n = minimum sample size


Z = standard deviation (1.96 for confidence interval 95%)

           P= expected proportion of respondents 92%  from the study done in India  (Kaur, 2013)

d = Margin of error, which is 5%


Therefore:


n = (1.96)2*0.92*(1 – 0.92)




(0.5)2

n = (3.842) *0.92*(1 – 0.92)




0.25


n = 113.1
The calculated minimum sample size was 113 respondents approximated to 115

The sample size for the study was 115 employees of MRRH, who were selected using random sampling technique.
3.6.3 Unit of Analysis 

Dolman (2010) defined the term unit of analysis as the entity that is being analysed in a scientific research. The unit-of-analysis (UoA) is the “what or whom” being studied, they are often people who may be studied at different levels. It can be an individual, within communities, group of individuals, cluster of individuals, or any aggregated grouping under investigation. Also unit of analysis including organisations (schools, businesses) localities, regions, countries (Henn et al., 2006, p.58). In this study therefore the employees will be principal unit of analysis.
3.7  Variables and Measurement Procedures
The study consisted of the independent and dependent variables. The independent variables consisted of the following dimension Talent attraction which  present (recruitment, selection process, Job security, working condition, corporate image similar Training and development (existing mentoring, coaching practices, Teamwork skills development, Leadership skills development, In-house development programme, Learning and development) and Talent retention (remuneration packages, welfare services, medical allowance and level of employees turn over). Whereas  Employee’s performance. (Service provision, work motivation, satisfaction, commitment and competence in the assigned tasks), is the dependent variable of the study.

Table 3.1:  Variables and Indicators
	Variables
	Indicators

	Independent Variables
	Talent attraction
	· Recruitment processes

· Selection processes

· Job security

· Working condition

· Corporate image 

	
	Training and development
	· Existing mentoring and coaching practices

· Teamwork skills development

· Leadership skills development

· In-house development programme

· Learning and development 

	
	Talent retention
	· Remuneration packages, 

· Welfare services

· Medical allowance.

· Level of employee’s turnover 

	Dependent Variable
	Employee’s performance
	· Service provision

· Work motivation

· Satisfaction

· Commitment and competence in the assigned tasks


Source: Author  (2020)
3.8 Data Collection Methods
The research  was quantitative therefore structured questionnaires were used in data gathering of both primary and secondary sources.

3.8.1 Questionnaires

This is considered to be most appropriate because of its capability in collecting information in case of big enquiries and for short duration (Kothari, 2004). A Likert scale type questionnaire was administered to employees of Mawenzi Regional Referral hospital. The questionnaire was designed by the researcher based on objectives and study variables to collect data based on the objectives of the study. Information collected included; General information and job information concerning Talent Management (Talent Attraction, Training and Development and Talent Retention. The questionnaire used Likert scale, where SD =Strongly, D=Disagree, N=Neutral, A=Agree, SA=Strongly Agree (Appendix I).

3.9 The Validity and Reliability of Research Instrument

3.9.1  The Validity of Research Instrument

Validity is defined as the extent to which a concept is accurately measured in a study
(Heale, 2015). It refers to the degree or level in which the data analysis results truthfully represent the phenomenon that is being studied. This study relied on the instruments of measurement that were previously developed by other researchers in related research studies, as well as concepts generated from appropriate literature. Content validity measures the degree to which instruments used adequately covers the questions that guide the research. The use of construct validity tested if individual scale items used correctly and adequately operationalize the variables of the study (Kane, 2013). The researcher established both content and constructs validity to review questionnaire items and to compare with previous researchers. Also, the validity of the study instrument were ensured by being checked by through expert in the field.

3.9.2  The Reliability of Research Instrument

Heale and Twycross, (2015) defined reliability as the degree of consistency that the
instrument demonstrates  .The determination of the reliability of items in the questionnaire were adopted the Cronbach’s coefficient alpha (α) .Coefficient of 0.7 alpha will be considered appropriate in the average measure of the questionnaire items. The questionnaire was tested and a reliable coefficient was  0.80; therefore the questionnaire was considered to be high reliable.

3.10 Data Processing and Analysis

Statistical Package Social Science version 23 were used to analayse data by using  both descriptive and inferential statistics . Descriptive statistics such as means and standard deviations were calculated. Inferential statistics used were the Pearson Product Moment Correlation Coefficient and regression analysis. Pearson Product Moment Correlation Coefficient tests (r) were conducted to determine the significance of the talent attraction, training and development and talent retention  (independent variables) where the  impact of employee performance (dependent variable). 
The study used P value of 0.05 for significant factors. Regression analysis was used to test the extent by which variable changes due to the change of another variable. Multiple linear regression models were used as the study’s main statistical model: 
Y= α +β1x1+β2x2+ β3x3+ ϵ

Where: 

Y = Employee performance; 

α = The Y intercept; 

x1= Talent Attraction; 

x2= Training and Development; 

x3= Talent Retention;

ϵ= error term 

3.11 Ethical Issues
In this study high levels of ethical issues likeseek for  permission from the responsible officials . The researcher requested permission in responsible authority of the Open Universty of Tanzania, and Hospital  Management before data collection.Furthermore, the researcher observed pertinent research conducts and gave attention to ethical issues, integrity and trust. Participants were also required to voluntarily participate in the study, while confidentiality of data and participants’ details was maintained indefinitely. Respondents were informed by the researcher on the purpose of the research and agreed on their involvement and confidentiality.

CHAPTER FOUR

DATA PRESENTATION, DATA ANALYSIS AND DISCUSSION OF FINDINGS
4.1 Overview

This part  indicate and  analyses collected data; discusses the results, The chapter begins by  respondents’ demographic information, and followed by findings and discussion based on study intentions.

4.2 The rate of Respondentsattributes 

This research included  115 respondents. The rate of respondents attributesvaried and were reflected across gender, age, marital status, Gender, Education levels and Work experiences. Table 4.1 shows The rate of respondents attributes.

Table 4.1: The rate of Respondents Attributes                 (N=115)

	Variables
	n
	%

	Sex:
	
	

	       Male
	46
	40

	       Female 
	69
	60

	Age group (years):
	
	

	       Below 25 years
	8
	7

	       26 – 30 years 
	29
	25.2

	       31 – 39 years 
	41
	35.7

	       40 and above
	37
	32.2

	Marital status:
	
	

	       Married  
	82
	71.3

	       Unmarried 
	33
	28.7

	Education: 
	
	

	       College (Certificate/Diploma)
	73
	63.5

	       University (Degree, Masters, PhD)  
	42
	36.5

	Work experience:
	
	

	       Less than 5 years  
	44
	38.3

	       6 years and above 
	71
	61.7


Source: Field Data, 2020
Table 4.2 illustrates 69 (60%) were female. More than two thirds of respondents 78 (68%) were aged between 31 and 40 years old and above. Regarding marital status 82 (71%) of respondents were married and 71 (61.7%) had 6 years and above of working experience.
4.3 Presentation of Finding and Discussion

This subsection presents and discusses findings based on the research objectives.

4.3.1
Effects of Talent Attraction on employees’ performance 

The first objective of the study sought to establish the effect of talent attraction on employees’ performance. Respondents were asked several questions and were expected to rate them with the highest being strongly agreed (5) and the least being strongly disagreed (1).

4.3.1.1 Descriptive statistics of the effects of talent attraction on employees’ performance 

The researcher made a descriptive analysis for the study variables as presented in Tables 4.2, in order to depict the respondents’ answers and behavior towards the questionnaire items. The means and the standard deviation were calculated for each study model variables and dimensions.

	Talent Attraction
	Mean
	Std. Deviation

	MOHCDGEC recruit the right people at the right time for the right job position
	3.21
	0.971

	Good working condition enable to attract and increase employee performance rates
	3.20
	1.245

	Skilled and qualified selected people increase employee performance rates
	3.38
	1.143

	Good hospital brand attracts and increases employee performance rates
	3.03
	1.318

	Hospital management ensures employees job security which helps to attract and increase employee performance rates.
	3.20
	1.230

	Work-life balance is a motivating factor to employee's performance.
	3.41
	1.154

	Social networking facilities acts as a motivating factor to employee's performance.
	3.24
	1.073

	Good organizational environment is often assured and results in an increase in employee performance rate.
	3.32
	1.200

	Overall Mean of the effects of Talent Attraction on Performance
	3.25
	1.167


Table 4.2: Descriptive statistics: Talent Attraction and Employee Performance  

 Source: Author (2020)          
The means for all 8 items measuring talent attraction ranged from 3.03 (SD = 1.318) to 3.41 (SD = 1.154). Specifically, the highest mean score was reported on work-life balance is a motivating factor to employees’ performance (M= 3.41 SD= 1.154); followed by skilled and qualified selected people increase employees’ performance rate (M= 3.38, SD=1.143), Good organizational environment is often assured and results is an increase in employees’ performance rate (M=3.32, SD=1.200), Social networking facilities (M=3.24, SD=1.073), MOHCDGEC recruit the right people at the right time for the right job position (M=3.21, SD=0.971), Good working condition enable to attract and increase employee performance rates (M=3.20, SD=1.245), Hospital management ensures employees job security which helps to attract and increase employee performance rates (M=3.20, SD=1.230) and Good hospital brand attracts and increases employee performance rates (M=3.03, SD=1.318

 The Overall mean score and standard deviation of the effects of talent attraction on performance was (M=3.25; SD = 1.167). 

4.3.1.2 Inferential Statistics of Effects of talent Attraction on Employees’ Performance 

In order to examine if there was a significant and positive relationship between talent attraction and employee performance the following null hypothesis was tested:

Ho1: There is no significant and positive relationship between talent attraction and employee performance. The researcher employed Pearson Product Moment Correlation Coefficient test (r) to determine the relationship between talent attraction and employee performance. The significance level used was 0.05; and the results are presented in Table 4.3.

	Table 4.3: Pearson Correlation Coefficient Between Talent Attraction And Employees’ Performance

	
	Employees’ Performance
	Talent 
Attraction

	Employees’ Performance
	Pearson Correlation
	1
	.336**

	
	Sig. (2-tailed)
	
	.000

	
	N
	115
	115

	Talent Attraction
	Pearson Correlation
	.336**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	115
	115

	Source: researcher, (2021)


Table 4.4 shows the Pearson coefficient of correlation which was employed to assess the relationship between employees’ performance and Talent attraction. The result shows a weak, but statistically significant positive correlation between employees’ performance and talent attraction (r = 0.336, p=0.000). Hence we conclude that, there is significant and positive relationship between talent attraction and employees’ performance. This means that the increase in talent attraction do significantly relate to the increase in employees’ performance. On the overall, the findings imply that there was a significant positive relationship between talent attraction and employees’ performance.
These results reflect those of Cheraisi and Busolo (2020) who assessed the effect of talent attraction on organizational performance in Kenya by using both descriptive (frequency distributions, means and percentages) and inferential statistics (Pearson correlation coefficient and multiple Linear Regression analysis). The findings from the study   also established that talent attraction has a positive significant effect on organizational performance.  
Table 4.4, shows multiple linear regression for the factors associated with employees’ performance. Multiple linear regression was used to determine how talent attraction factor affects employees’ performance. The overall employees’ performance was the dependent variable and the eight (8) items that measured talent attraction were independent variables. The findings are presented in Table 4.4.
Table 4.4: Regression Analysis for Talent Attraction And Employees’ Performance
	Independent variables 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	40.870
	6.769
	
	6.038
	.000

	
	Recruitment process
	1.959
	1.906
	.120
	1.028
	.306

	
	Good working condition
	1.109
	1.417
	.092
	.783
	.435

	
	Qualified skilled recruitment
	-.609
	1.449
	-.047
	-.420
	.675

	
	Good hospital brand image
	-.746
	1.469
	-.067
	-.508
	.612

	
	Employees job security 
	2.242
	1.506
	.186
	1.489
	.140

	
	Work-life balance
	.698
	1.457
	.054
	.479
	.633

	
	Social networking facilities
	1.309
	1.409
	.095
	.929
	.355

	
	Good organizational environment 

	1.366
	1.245
	.111
	1.097
	.275

	a. Dependent Variable: employees’ performance

	


Looking at the unique individual contributions of predictors, the result shows that all the eight (8) independent variables were not statistically significantly related to employees’ performance (p>0.05) and hence on the overall in this study talent attraction was not a predictor for employees’ performance. See Table 4.4.  However, the findings of the current study do not support the previous research. This outcome is contrary to that of Cheraisi and Busolo (2020) who was looking at the effect of Talent attraction on organizational performance. They found that recruitment and selection, employer branding and provision of secure working environment had effects on the organization performance.  
4.3.2 Effect of Learning/Training And Development on Employees’ Performance 
This second objective of the study sought to determine the effect of employee learning and development on employees’ performance. 
4.3.2.1 Descriptive Statistics of Effects of Learning and Development on Employees’ Performance 
Descriptive statistics of effects of learning and development on employee performance are presented in Table 4.5.

Table 4.5:  Descriptive Statistics – Learning & Development and Employee Performance

	Learning & Development
	Mean
	Std. Deviation

	Appropriate L&D strategies have been put in place which enhances employee performance.
	3.23
	1.087

	Employees continuously acquire new knowledge and skills which influence employee’s performance.
	3.51
	1.087

	In-house development programs are commonly used and this increases performance.
	3.32
	1.072

	Coaching by the line managers in this hospital management which leads to high performance.
	3.31
	1.111

	Hospital management takes Leadership skills development very seriously causing high performance rates.
	3.12
	1.141

	Support for employee training has enhanced employee performance rates.
	3.28
	1.136

	Career progression has enhanced employee performance rates.
	3.10
	1.155

	Emphasis on teamwork skills development has increased performance rates.
	3.37
	1.232

	Overall Mean of the effects of Learning Development on Performance
	3.28
	1.128


Source: Author (2020)
The means for all 8 items measuring talent attraction ranged from 3.51 (SD = 1.088) to 3.10 (SD = 1.155). Specifically, the highest mean score was reported on Employees continuously acquire new knowledge and skills which influence employee’s performance (M= 3.51 SD= 1.087); followed by Emphasis on teamwork skills development has increased performance rates (M= 3.37, SD=1.232), In-house development programs are commonly used and this increases performance. (M=3.32, SD=1.072), Coaching by the line managers in this hospital management which leads to high performance (M=3.31, SD=1.111). 
Support for employee training has enhanced employee performance rates (M=3.28, SD=1.136), Appropriate L&D strategies have been put in place which enhances employee performance (M=3.23, SD=1.087), Hospital management takes Leadership skills development very seriously causing high performance rates (M=3.12, SD=1.141), Career progression has enhanced employee performance rates (M=3.10, SD=1.155).  The Overall mean score and standard deviation of the effects of learning and development on employees’ performance was (M=3.28; SD = 1.128). 
4.3.2.2 Inferential Statistics of Effects of Learning And Development on Employees’ Performance  
In order to examine if there was a significant and positive relationship between talent attraction and employee performance the following null hypothesis was tested:

Ho2: There is no significant and positive relationship between learning/training & development and employees; performance. The researcher employed Pearson Product Moment Correlation Coefficient test (r) to determine the relationship between learning/training & development and employee performance. The significance level used was 0.05; and the results are presented in Table 4.6.
Table 4.6: Pearson Correlation Coefficient Between Learning/Training & Development And Employees’ Performance
	
	Employees’

Performance
	Learning/training and Development

	Employees’ Performance
	Pearson Correlation
	1
	.422**

	
	Sig. (2-tailed)
	
	.000

	
	N
	115
	115

	Learning/training and Development
	Pearson Correlation
	.422**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	115
	115

	Source: research data, (2021)



Table 4.6 shows the Pearson coefficient of correlation which was employed to assess the relationship between employees’ performance and learning/training and development. The result shows a moderate, but statistically significant positive correlation between employees’ performance and learning and development (r = 0.422, p=0.000). This means that the increase in learning/training and development do significantly relate to the increase in employees’ performance. Hence, we can conclude that there is significant and positive relationship between learning/training and development and employees’ performance. On the overall, the findings imply that learning/training and development positively affect employees’ performance. 

Overall these findings are in accordance with findings reported by Maitai and Ngari (2019). The findings of the study revealed that training contents, training programs, evaluation of training programs and training delivery methods have a positive and significant effect on employee performance.
The finding presented in table 4.7, show multiple linear regression for the factors associated with employees’ performance. Multiple linear regression was used to determine how learning/training and development factor affects employees’ performance. The overall employees’ performance was the dependent variable and the eight (8) items that measured learning/training and development were independent variables. 
Table 4.7: Regression Analysis for Learning/Training & Development and Employees’ Performance
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	37.263
	6.004
	
	6.207
	.000

	
	Appropriate L&D strategies 
	-1.954
	1.299
	-.144
	-1.505
	.135

	
	Acquiring new knowledge and skills
	1.754
	1.282
	.129
	1.368
	.174

	
	In-house development programs
	1.162
	1.245
	.084
	.933
	.353

	
	Managerial Coaching
	1.249
	1.409
	.094
	.886
	.377

	
	Leadership development skills
	5.133
	1.303
	.396
	3.940
	.000

	
	Training support
	-1.292
	1.383
	-.099
	-.934
	.352

	
	Career progression
	1.812
	1.427
	.141
	1.269
	.207

	
	Teamwork skills 
	.653
	1.413
	.054
	.462
	.645

	a. Dependent Variable: employees’ performance


Table 4.7 depicts only one item of learning/training and development which was positive and statistically significant (p<0.05) related to the employees' performance.  Leadership development skills of the hospital management was positive and statistically significant ([image: image2.png]


=0.396, t=3.940, p=0.000) and this implies that leadership development skills contributes to employees’ performance and the other seven (7) variables were not statistically related to employees’ performance.
The results of this study are in line with previous studies for example Monday & Monday (2012) in his study suggested that leadership development and executive coaching, training and development is deeply woven into the fabric of talent management practices. Also Motafari (2015) conducted a study on how training practices affects the performance in Mombasa. The study revealed that there was a positive correlation effect between training practice variables and the performance. Another study done by CIPD (2006) survey also revealed that 94% of respondents reported that well-designed talent development activities can have a positive impact on an organization’s bottom line.  CIPD study indicated that in-house development programmes at 56% and coaching by line managers at 51% ranked among the top effective learning and development practices.
Similar study by Kaur (2013) conducted a study on the impacts of talent management in Indian. The findings revealed that about 92% employee’s performance was resulted from succession planning strategies like coaching and mentoring. Finally the study recommended that there is a need for a holistic approach towards succession planning and should not just examine coaching and mentorship, but how employees take-up senior positions in the organization. 
4.3.3 Effect of Talent Retention on Employees’ Performance

The last objective study required to search  the effect among  talent retention on workforce’ performance.  

4.3.3.1 Descriptive Statistics on the Effect of Talent Retention on Employees’ Performance 

Descriptive statistics of the effects of talent retention on employees’ performance. The Table 4.8  presented the findings.
Table 4.8: Descriptive Statistics – Talent Retention with  Employee Performance

	Talent Retention
	Mean
	Std. Deviation

	Appropriate retention strategies have been put in place which enhances employee performance.
	3.06
	0.939

	Employees receive good remuneration packages causing employee performance.
	2.84
	1.073

	Medical allowances are commonly provided and this increases employee’s performance.
	2.74
	1.312

	Employee turnover is low and does affect work process and employee performances.
	3.03
	1.063

	Mawenzi is a brand employer and uses a rounded reward system to keep current employees.
	2.93
	1.248

	Hospital management takes staff welfare services very seriously causing high retention rates.
	2.75
	1.115

	Mawenzi hospital is my first employer and I am not looking for a job any time soon.
	3.18
	1.014

	Overall Mean of the effects of Talent Attraction on Performance
	2.93
	1.109


The means for all 8 items measuring talent retention ranged from 3.18 (SD = 1.014) to 2.74 (SD = 1.312). Specifically, the highest mean score was reported Mawenzi hospital is my first employer and I am not looking for a job any time soon (M= 3.18 SD= 1.014); followed by Appropriate retention strategies have been put in place which enhances employee performance (M= 3.06, SD=0.939), Employee turnover is low and does affect work process and employee performances. (M=3.03, SD=1.063), Mawenzi is a brand employer and uses a rounded reward system to keep current employees (M=2.93, SD=1.248). Employees receive good remuneration packages causing employee performance (M=2.84, SD=1.073), Hospital management takes staff welfare services very seriously causing high retention rates. (M=2.75, SD=1.115), Medical allowances are commonly provided and this increases employee’s performance. (M=2.74, SD=1.312)  The Overall mean score and standard deviation of the effects of talent retention on employees’ performance was (M=2.93; SD = 1.109). 

4.3.3.1 Inferential Statistics on Effect of Talent Retention on Employees’ Performance 

Null hypothesis was tested in order to examine a significant and positive association among  talent retention with  employees’ performance the following: Ho3: No significant and positive association among talent retention with employees’ performance. The researcher employed Pearson Product Moment Correlation Coefficient test (r) to identify relationship among  talent retention and employees' performance. The significance level used was 0.05 and the findings are presented in Table 4.9.

Table 4.9: Pearson Correlation Coefficient Between Talent Retention and Employees’ Performance

	
	Employees Performance
	Talent Retention

	Employees’ Performance
	Pearson Correlation
	1
	.520**

	
	Sig. (2-tailed)
	
	.000

	
	N
	115
	115

	Talent Retention
	Pearson Correlation
	.520**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	115
	115


Source: research data, (2021)
Table 4.9 shows the Pearson coefficient of correlation which was employed to assess the relationship between employees’ performance and talent retention. The result shows a strong and statistically significant positive correlation between talent retention and employees’ performance (r=0.520; p=0.000). This means that the increase in talent retention do significantly relate to the increase in employees’ performance. Hence, we can conclude existance of a  significant and positive association among  talent retention with employees’ performance.
The findings are directly in line with previous findings by Lyria et al., (2017), the results revealed that there is a strong and positive relationship between talent retention and organization performance. Table 4.10 shows multiple linear regression for factors associated with employees’ performance. Multiple linear regression was used to determine how talent retention factor affects employees’ performance. The overall employees’ performance was the dependent variable and the eight (8) items that measures talent retention were the independent variables. 
Table 4.10: Regression Analysis for Talent Retention and Employees’ Performance

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	5.121
	1.222
	
	4.189
	.000

	
	Appropriate retention.
	1.147
	.269
	.364
	4.266
	.000

	
	Good remuneration packages 
	-.239
	.278
	-.087
	-.859
	.392

	
	Medical allowances
	.369
	.236
	.164
	1.566
	.120

	
	Lower Employee turnover 
	-.229
	.230
	-.082
	-.995
	.322

	
	Rounded reward system.
	.426
	.217
	.180
	1.964
	.052

	
	Staff welfare services
	.193
	.229
	.073
	.846
	.399

	
	Not looking for a new job 
	.909
	.246
	.311
	3.695
	.000

	a. Dependent Variable: Employees’ Performance


Source: research data, (2021)
Table 4.11 depicts three (3) items of talent retention that were positive and statistically significant (p<0.05) related to employees’ performance. The findings from talent retention factor found to have significant association to employees’ performance were namely, appropriate retention strategies ([image: image4.png]


=-0.364, t=4.266 p=0.000), rounded reward system ([image: image6.png]


=-0.180, t=1.964 p=0.052) and employees’ not looking for a new job elsewhere ([image: image8.png]


=-0.311, t=3.695 p=0.000), were statistically significant hence they contribute to influence employees’ performance with regards to talent retention. 

The findings of this study are in line with former studies that looked at the outcome  talent management practices on employees’ effectiveness. For example, according to  Chowdhury (2004) research done in Mumbai revealed that 86% of respondents felt that talent retention strategies were important to employees’ performance. In addition, the study suggested that 78% of talent retention contributed to employee performance. Thus, the study concluded that management should put talent retention strategies and mechanisms in their organizations to ensure employee performance is enhanced. Another supporting study done by Oladapo (2014) on the effect of talent management on turnover rates conducted in Virginia found that factors that affected retention rates was opportunity for job or career advancement Employee – employer relation played 

Multiple Linear Regression Model 
To test the extent by which variable changes due to the change of another variable was determined by using regression analysis. Multiple linear regression models were used as the study’s main statistical model: 
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Where; 
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 = Employee performance; 
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 = The Y intercept/constant; 
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= Talent Attraction; 
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= Training and Development; 
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= Talent Retention;
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 = error term 

Table 4.11 indicates the overall multiple linear regression to the  factors associated with employees’ performance. Multiple linear regression was used to determine how talent attraction, learning development and talent retention factors affect employees’ performance. Looking at the unique individual contributions of predictors, the result shows that talent attraction has a negative contribution to employees’ performance but this was not statistically significant and hence talent attraction was not a predictor for employees’ performance ([image: image26.png]


=-0.055, t=-0.469 p=0.640). 
This outcome is contrary to that of Cheraisi and Busolo (2020) who found that talent attraction is a significant predictor of organization performance.
Table 4.11: Multiple Linear Regression for the Talent Management Factors Associated with Employees’ Performance
	Variables 
	Statistical estimate

	
	Unstandardized coefficient ([image: image28.png]


)
	Standardized coefficient (beta)
	t-test
	P-value

	Constant
	4.164
	
	
	

	Talent attraction 
	-0.027
	-0.055
	-0.469
	0.640

	Learning/training and development
	0.127
	0.245
	2.083
	0.040

	Talent retention 
	0.277
	0.422
	4.453
	0.001


Source: research data, (2021)
Learning and development ([image: image30.png]


=0.245, t=2.083, p=0.040) and talent retention ([image: image32.png]


=0.422, t=4.453, p=0.001) positively predict employees’ performance and talent retention has a higher impact than learning and development by comparing standard coefficients ([image: image34.png]


=0.422, verses [image: image36.png]


=0.245) Therefore, a unit increase in learning and development contributes to an increase of employees’ performance by 0.245 times, and this was statistically significant (p=0.040).
Talent retention was the most significant factor for employees’ performance, whereby a unit increase in talent retention contributes to an increase in employees’ performance by 0.422 times and this was statistically significant (p=0.001). With one-unit increase in talent attraction, the employees’ performance decreases by -0.027 times and this was not statistically significant (p=0.640). (See Table 11).  
A Multiple Linear Regression Model is given by 

Employees’ performance = 4.614 – 0.027(talent attraction) + 0.127 (learning/training and development) + 0.277 (talent retention) In line with former studies regarding  the effect of talent management and employees’ performance like Mwangi et. al., (2014) studied talent management and performance in Nairobi Central Business District. The findings showed  a positive relationshipamong management  of talent practices with  the effectiveness of  employees. 
Sadri et.al., (2015) carried out  a study  which aimed at finding out how talent management practices affect employee performances in Tehran the major findings indicated that there was a higher mean for the current situation for talent management practices and the performance of the employees. Furthermore, the researcher found out that the ranking of talent management practices included the discovery of talent, absorption of the discovered talent, talent development followed by talent retention.

This is in consistency with a study done by Ezinne et. al., (2015) who also investigated about talent management practices and the performance of employees in Nigeria the study concluded that there was an existence of strong relationship between talent management and performance of the employees. Also Karuri and Nahashon (2015) studied talent management effects on the employees’ outcomes: using the central bank of Kenya (CBK) as a case study. The study indicated that individual employee outcomes are to a certain degree influenced by employee training, retention, hiring and talent attraction, career management and employee training at the CBK. 
4.3.4 Employees’ Performance

4.3.4.1 Descriptive Statistics on Employees’ Performance 

Table 4.12: Descriptive Statistics  on Employee Performance

	
Employee Performance
	Mean
	Std. Deviation

	Services offered by the Employees of Mawenzi hospital are of high quality.
	3.51
	1.095

	Mawenzi hospital employees are competent and highly committed towards their work.
	3.67
	0.998

	Employees of Mawenzi hospital are highly motivated towards their work.
	2.69
	1.119

	Mawenzi hospital employees are generally satisfied with their jobs.
	3.07
	1.041

	Overall Mean of the effects of Employee Performance
	3.24
	1.063


Source: Author (2020)
The means for all 4 items measuring talent attraction ranged from 2.67 (SD = 1.119) to 3.67 (SD = 0.998). Specifically, the highest mean score was reported Mawenzi hospital employees are competent and highly committed towards their work (M= 3.67 SD= 0.998); followed by Services offered by the Employees of Mawenzi hospital are of high quality (M= 3.51, SD=1.095), Mawenzi hospital employees are generally satisfied with their jobs (M=3.07, SD=1.041), Employees of Mawenzi hospital are highly motivated towards their work (M=2.69, SD=1.119).  The Overall mean score and standard deviation of the employees’ performance was (M=3.24; SD = 1.063). 

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Overview

This part indicate instant of the result from current research and draws decision from study’s results. Finally, recommendations are provided according to the study findings. Recommendations are presented in two sections; recommendations for action and recommendations for more study.

5.2 Summary

This was a quantitative descriptive cross-sectional survey research design. The objective of the research was to explore the effects on talent management with  employees’ performance. This  research involved three research objectives  included to establish effect on talent attraction with employees’ performance, also to determine the effect on employees’ training and development on employees’ performance and to search the effect on talent retention with employees’ performance at Mawenzi regional referral hospital. Data was collected using structured questionnaires using Likert scale type of questionnaire. The target population was all staff members from all departments at Mawenzi Regional referral hospital. 
Convenience and randomly sampling techniques was applied to determine number  of 115 respondents. To establish the validity and reliability of the research instrument, a pre-test was done. Cronbach’s alpha reliability test was done to identify the point to which it is error-free. The results showed the degree to which multiple measures of the same thing would agree with one-another. The obtained Cronbach’s alpha score was 0.87, which indicated that the scale had high internal consistency. 

The required sample size was derived from the formula by Cochran, (1967) to determine the respondents’ sample thus sample size of this study was 115. Primary data for the study was collected using a Likert scale questionnaire. both descriptive and inferential statistics using SPSS version 23. was used in data analysis . Pearson product moment correlation coefficient, and multiple linear regression model were carried out to determine the association of each factor that influence employees’ performance (independent variables and the dependent variable) among health workers at Mawenzi Hospital at 95% confidence interval whereas P<0.05 was regarded as statistically significant. 

The results of this research indicated existence of a  significant and positive association among  talent attraction with employees’ performance (r=0.336, P=0.000). This implies that talent attraction positively effects employees’ performance. Furthermore, multiple linear regression was employed to assess the association between talent attraction and employees’ performance and the results showed that talent attraction was not a predictor for employees’ performance ([image: image38.png]


=-0.055, t=-0.469 p=0.640).

Findings from learning and development factor result shows that there was a significant and positive correlation between employees’ performance and learning and training (r=0.422, P=0.000). Furthermore, learning and development was then subjected into multivariate linear regression model and the result showed that learning and development had a significant positive influence on employees’ performance.  Hence, learning and development was a predictor for employees’ performance ([image: image40.png]


=0.245, t=2.083, p=0.040). 

Further findings on talent retention factors suggested the presences of  a significant and positive association among talent retention with employees’ performance (r=0.520, P=0.001) and multiple linear regression was employed and the result shows a positive influence on employees’ performance. There is evidence that employees’ performance is related to availability of sound talent retention. Hence talent retention was a predictor for employees’ performance ([image: image42.png]


=0.422, t=4.453, p=0.001). 

5.3 Conclusions

The major outcome of talent management strategies to the organization’s performance goes direct to affect productivity of an institution. However, the challenge which is still being encountered by organization is how to tackle talent strategies that reinforce employee’s performance. Nevertheless, most organizations recognize the importance of implementing talent management practices of which they mainly focus on talent attraction, learning and development and talent retention.

The ultimate goal of talent management practices is to have the right people for the right job. 
Paying attention on education and training for continuous update and development of employees capabilities, placing right people in the right jobs execution of formal performance. Thus suitable strategies ought to be executed the purpose behind this study was to examine the effects of talent management on employees’ performance in the health sector at Mawenzi Hospital. The findings revealed that talent attraction, learning and development and talent retention had a significant and positive impact on the employees’ performance at Mawenzi hospital. 
Stressing on the impact of learning and development which was considered a predictor and emphasizing the significance of improving career progression, training support and managerial support and identifying deficiencies that hinder reaching of learning and development strategy. Furthermore, talent retention practices which was also a predictor, emphasis should be stressed on areas such as good remuneration package, staff welfare services and medical allowances which are vital in retaining talent, and in terms of enhancing and sustaining employee performance. 
Even though there was a correlation between Management of Talent (talent attraction, learning and development and talent retention) and Employee Performance, more effort is needed on talent attraction strategy because it was the most challenged strategy compared to other strategies. It is clearly known that the key part of Talent Management is to help the organization achieve its overall organization goals at a minimum cost by attracting potential employees. 

5.4 Recomendations

5.4.1 Recommendaton for Action

Based  on the findings and conclusions of the study  . The recommendation focused  on both for action and  for  further studies.

5.4.1.1. Talent Attraction

The hospital management needs to put extra attention on all factors regarding talent attraction since none of them was found to be significant and positive to employees’ performance. 

5.4.1.2 Learning/Training and Development 

Leaning/training and development was found to significant and predictor for employees’ performance. Nevertheless, the hospital management should intensify the appropriate L&D strategies, give employees opportunities for acquiring new knowledge and skills, plan for In-house development programs, managerial coaching, training support, career progression and team work skills.

5.4.1.3 Talent Retention 

Despite talent retention be a predictor for employees’ performance, the hospital the management should intensify on good remuneration packages, medical allowances, lower employee turnover and staff welfare services. 

5.4.2 Recommendation for Further Studies 
i. The research  conducted in one referral hospital; therefore, it is recommended that further studies can be carried in other referral hospitals in the country involving large sample in order to be able generalize the results.

ii. It is further recommended that another research  should be carried out to find out other aspects that affects employees’ performances in referral hospitals in Tanzania.
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APPENDIX
APPENDIX I: QUESTIONNAIRE

Introduction,

Dear respondent, my name is Asha Issa, A post graduate student (Master of Human Resources Management )at the OUT. I am doing research on ‘’Talent Management and Employee Performance in the Healthcare industry, A case of Mawenzi regional referral hospital, Kilimanjaro region, Tanzania’’. The main purpose of this research is to explore effects of talent management on employees’ performance in the health industry. You are kindly requested to give your responses for each question to the best of your knowledge.This is academic study and Confidentiality will be upheld .

Instructions: Fill in the information but where applicable please tick your selection.

SECTION A: PERSONAL INFORMATION

Kindly choose the  most appropriate respense  (√)

1.Your Age?

       (a) Under 25 yrs.      
 [
]

       (b) 25-30yrs     

 [
]

       (c) 30-39yrs    

 [
]

       (d) 40 yrs. and Above    [          ]

2. Your Gender

        (a) Male                    
[
]

        (b) Female             
[ 
]

3. Marital status.

       (a) Married             
[  
]

       (b)  Single              
[  
]

       (c) Widowed         
[  
]

      (d) Divorced          
[  
]

4. Your education

     (a) Certificate                       
[
]

     (b) Diploma                         
[          ]

  (c) Degree                         
[           ]

     (d) Masters                                    [            ]

     (e) PHD                              
 [         ]

5. Your working experience

       (a) Less than 1 year
  [         ]

       (b) 1-4 years          
  [ 
]

       (c) 5-8 years 
              [         ]

       (d) Above 9 years             [        ]

SECTION B:FACTORS INFLUENCING EMPLOYEES PERFORMANCE

I.Talent Attraction

Please think about each of the following statements carefully and then respond accordingly 


Key: SA = Strongly Agree; A = Agree; N = Neither Agree nor Disagree; D = 
Disagree; 

SD = Strongly Disagree

	S/N
	Talent Attraction
	SD
	DA
	N
	A
	SA

	1
	MHCDGEC Recruitment process enable Mawenzi hospital to have the right talents to fill the right position at the right time   and place
	
	
	
	
	

	2
	Good working condition has enabled to attract and increase employee performance rates.
	
	
	
	
	

	3
	MOHCDGEC selects people based on qualification and skills which increase the employee performance rates.
	
	
	
	
	

	4
	Mawenzi hospital strives to build a good brand image to attract and increase employee performance rates.
	
	
	
	
	


II. Learning and Development (L & D)

Kindly show your response on the statement relating to effect of learning/Training  and development  on employees performance .

Key: SA = Strongly Agree; A = Agree; N = Neither Agree nor Disagree; D = Disagree; SD = Strongly Disagree

	S/N
	Learning and Development (L&D)
	SD
	DA
	N
	A
	SA

	1
	Appropriate L&D strategies have been put in place in the hospital which enhances employee performance.
	
	
	
	
	

	2
	Mawenzi hospital’s employees are continuously acquiring new knowledge and skills, and mastering new ways of doing things influencing employee’s performance.
	
	
	
	
	

	3
	In-house development programs are commonly used and this increases performance.
	
	
	
	
	

	4
	There is Coaching by the line managers in this hospital management which leads to high performance.
	
	
	
	
	

	5
	Mawenzi hospital management takes Leadership skills development very seriously causing high performance rates.
	
	
	
	
	

	6
	In this hospital, the support for employee training has enhanced employee performance rates.
	
	
	
	
	

	7
	In this hospital, career progression has enhanced employee performance rates.
	
	
	
	
	

	8
	In this hospital, the emphasis on teamwork skills development has increased performance rates.
	
	
	
	
	


III. Talent Retention

Please indicate to your response on the  statements relating to effects of retention on employee performance.

Key: SA = Strongly Agree; A = Agree; N = Neither Agree nor Disagree; D = Disagree; SD = Strongly Disagree

	S/N
	Talent Retention
	SD
	D
	N
	A
	SA

	1
	In this hospital appropriate retention strategies have been put in place which enhances employee performance.
	
	
	
	
	

	2
	Mawenzi hospital’s employees receive good remuneration packages causing employee performance.
	
	
	
	
	

	3
	Medical allowances are commonly provided and this increases employees’ performance.
	
	
	
	
	

	4
	Employee turnover at Mawenzi Referral Hospital is low and does affect work process and employee performances.
	
	
	
	
	

	5
	Mawenzi Hospital is a brand employer and uses a rounded reward system to keep current employees.
	
	
	
	
	

	6
	Mawenzi hospital management takes staff welfare services very seriously causing high retention rates.
	
	
	
	
	

	7
	Mawenzi hospital is my first employer and I am not looking for a job any time soon.
	
	
	
	
	


IV. Employee’s Performance

Please indicate you response on the  statements relating to effects of retention on employee performance.
Key: SA = Strongly Agree; A = Agree; N = Neither Agree nor Disagree; D = Disagree; SD = Strongly Disagree

	S/N
	Employees Performance
	SD
	D
	N
	A
	SA

	1
	Services offered by the Employees of Mawenzi Hospital are of high quality
	
	
	
	
	

	2
	Mawenzi hospital employees are competent and highly committed towards their work.
	
	
	
	
	

	3
	Employees of Mawenzi hospital are highly motivated towards their work
	
	
	
	
	

	4
	Mawenzi hospital employees are generally satisfied with their jobs. 
	
	
	
	
	


THANK YOU FOR YOUR COOPERATION
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Employee Performance 
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