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Abstract
Job satisfaction among academic staff is essential for enhancing teaching, research, and service delivery in higher education institutions. Talent management strategy has increasingly been recognized as a critical human resource practice for attracting, developing, and retaining competent academic staff. This study sought to establish the effect of talent management strategy on the job satisfaction of academic staff in public universities in Kenya. The study was anchored on Herzberg's Two-Factor Theory and adopted descriptive and correlational research designs. The target population comprised 9,657 academic staff drawn from 38 public chartered universities in Kenya. A sample of 384 respondents was selected using stratified random sampling, and primary data were collected using structured questionnaires. Data were analyzed using descriptive statistics, Pearson correlation, and simple linear regression analysis. The findings revealed a positive and statistically significant relationship between talent management strategy and job satisfaction (r = 0.563, p < 0.05). Regression results further showed that talent management strategy had a positive and significant effect on job satisfaction (β = 0.606, p < 0.05) and explained 31.7% of the variation in job satisfaction (R² = 0.317). The study concludes that effective talent management strategies significantly enhance the job satisfaction of academic staff in public universities. The study recommends that public universities strengthen talent management practices by investing in structured onboarding programs, continuous professional development, mentorship initiatives, transparent promotion systems, and talent retention strategies to improve job satisfaction among academic staff. 
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1 Introduction
Job satisfaction is a critical factor in the effectiveness and performance of higher education institutions. Academic staff play a central role in teaching, research, innovation, and community service, making their satisfaction essential for achieving university objectives and maintaining the quality of higher education (Mgaiwa, 2021). Job satisfaction refers to the positive emotional state resulting from an employee's evaluation of their job and work experiences. It is influenced by several factors, including career development opportunities, work environment, organizational support, recognition, and talent management practices (Amadi, 2024; Mather & Bam, 2025). 
Talent management strategy has emerged as a strategic human resource management practice aimed at attracting, developing, motivating, and retaining high-performing employees. Effective talent management encompasses recruitment, career development, succession planning, mentorship, continuous learning, and retention initiatives that enable employees to realize their full potential while contributing to organizational performance (Barkhuizen & Gumede, 2021; Sepahvand et al., 2021). Institutions that invest in talent management are more likely to develop a committed, competent, and satisfied workforce capable of responding to changing organizational and technological demands.
Employee job satisfaction has been associated with higher productivity, stronger organizational commitment, lower turnover intentions, and improved institutional performance (Masuku et al., 2025). Universities therefore increasingly recognize the need to create supportive work environments that promote professional growth and career advancement. According to Mather and Bam (2025), effective talent management practices, equitable career opportunities, and employee recognition significantly enhance job satisfaction among academic staff. Despite the importance of talent management, job satisfaction among academic staff in Kenyan public universities remains a concern. Studies have reported dissatisfaction associated with limited career development opportunities, inadequate talent development programs, constrained promotion practices, and other human resource management challenges (Maina, 2020; Barasa et al., 2025). 
These challenges have contributed to low employee morale, reduced commitment, and the migration of experienced academics to institutions offering better career prospects and working conditions. Although talent management has received increasing attention in human resource management research, limited empirical evidence exists regarding its influence on the job satisfaction of academic staff in Kenyan public universities. This study therefore sought to establish the effect of talent management strategy on the job satisfaction of academic staff in public universities in Kenya.
2 Statement of the Problem
Academic staff are a critical resource in higher education institutions and play a central role in achieving university objectives through teaching, research, innovation, and community service. However, job satisfaction among academic staff in Kenyan public universities remains a major concern, with implications for employee commitment, retention, research productivity, and the quality of university education (Maina, 2020; Barasa et al., 2025). Studies have reported dissatisfaction arising from limited career development opportunities, inadequate talent development initiatives, constrained promotion practices, and other human resource management challenges. In addition, Mather and Bam (2025) observed that institutions of higher learning continue to experience talent drain due to inadequate talent management practices.
Persistent job dissatisfaction has contributed to low employee morale, increased turnover intentions, and the migration of experienced academics to institutions offering better career development opportunities and working conditions (Mwashila, 2018). Failure to address these challenges may undermine institutional performance, teaching quality, research output, and the long-term sustainability of public universities (Barasa et al., 2025; Kipara, 2025). 
Although talent management has increasingly been recognized as a strategic human resource practice for attracting, developing, and retaining competent employees, limited empirical evidence exists regarding its influence on the job satisfaction of academic staff in Kenyan public universities. This study therefore sought to establish the effect of talent management strategy on the job satisfaction of academic staff in public universities in Kenya.
3 General Objective
To establish the effect of talent management strategy on the job satisfaction of academic staff in public universities in Kenya.
4 Research Hypothesis
H0: Talent management strategy has no significant influence on the job satisfaction of academic staff in public universities in Kenya.
5 Literature Review
5.1Theoretical Review: Two-Factor Theory
This study was anchored on Herzberg's Two-Factor Theory developed by Frederick Herzberg (1959). The theory posits that employee satisfaction and dissatisfaction are influenced by two distinct categories of factors: motivators and hygiene factors. Motivators, including achievement, recognition, responsibility, career growth, and the nature of the work itself, promote job satisfaction and motivation. In contrast, hygiene factors such as organizational policies, supervision, working conditions, remuneration, interpersonal relationships, and job security prevent dissatisfaction but do not necessarily enhance motivation (Herzberg, 1959).
The theory is relevant to this study because talent management strategy focuses on attracting, developing, recognizing, and retaining talented employees through practices such as career development, continuous learning, mentoring, succession planning, and talent retention. These practices address both motivational and hygiene factors, thereby enhancing employee satisfaction. Although the theory has been criticized for its inability to clearly distinguish factors causing satisfaction from those causing dissatisfaction (Ruthankoon & Ogunlana, 2003), it remains one of the most widely applied theories in explaining employee motivation and job satisfaction.
5.2 Empirical Review
Empirical evidence indicates that talent management strategy plays a significant role in enhancing employee job satisfaction. Talent management practices such as learning and development, career progression, succession planning, onboarding, and talent retention have been associated with higher employee commitment, motivation, and organizational performance (Barkhuizen & Gumede, 2021; Sepahvand et al., 2021). Similarly, Mazlan and Jambulingam (2023) reported that effective talent retention strategies improve employee loyalty and satisfaction, while Almashyakhi (2024) emphasized that organizations with structured talent management programs are better positioned to retain high-performing employees.
Recent studies further indicate that supportive human resource practices, professional development opportunities, and employee recognition significantly enhance job satisfaction among academic staff (Amadi, 2024; Mather & Bam, 2025; Barasa et al., 2025). These findings suggest that institutions investing in talent management are more likely to achieve a committed and satisfied academic workforce.
However, empirical findings remain inconclusive. While most studies report positive relationships between talent management practices and employee outcomes, differences in institutional context, implementation approaches, and organizational culture may influence the effectiveness of these strategies. Furthermore, limited empirical evidence exists regarding the influence of talent management strategy on the job satisfaction of academic staff in Kenyan public universities. This study therefore sought to address this gap by examining the effect of talent management strategy on job satisfaction among academic staff in public universities in Kenya.
6 Methodology
The study adopted a positivist research philosophy and employed descriptive and correlational research designs. The designs were appropriate for describing talent management strategy and examining its relationship with the job satisfaction of academic staff in public universities in Kenya.
The target population comprised 9,657 academic staff drawn from 38 public chartered universities in Kenya (CUE, 2023). The academic staff included graduate assistants, tutorial fellows/assistant lecturers, lecturers, senior lecturers, associate professors, and professors. A sample of 384 respondents was determined using Slovin's formula and selected through stratified random sampling. The unit of analysis was the public university, while the unit of observation was the academic staff.
Primary data were collected using a structured questionnaire developed from existing empirical literature. The questionnaire captured information on talent management strategy and job satisfaction. Data were analyzed using SPSS. Descriptive statistics, including frequencies, percentages, means, and standard deviations, were used to summarize the data.
Inferential statistics comprising Pearson correlation and simple linear regression analysis were used to test the study hypothesis and determine the relationship between talent management strategy and job satisfaction. The following simple linear regression model was applied:
JS = β₀ + β₁TMS + ε
Where:
JS = Job satisfaction of academic staff
β₀ = Constant term
β₁ = Regression coefficient
TMS = Talent management strategy
ε = Error term
7 Results
7.1 Respondent Characteristics
Table 1 presents the demographic characteristics of the respondents. The majority of respondents were aged between 45 and 64 years (60.3%), held PhD qualifications (53.4%), had served in their respective universities for between five and nine years (24.9%), and were Senior Lecturers (40.8%). These findings indicate that the respondents possessed adequate academic qualifications and experience to provide reliable information on talent management strategy and job satisfaction.
Table 1 Respondent Characteristics (n = 277)
	Characteristic
	Category
	Frequency (n)
	Percentage (%)

	Age (years)
	25–44
	45
	16.2

	
	45–64
	167
	60.3

	
	65–70
	57
	20.6

	
	Over 70
	8
	2.9

	Highest Qualification
	Master's Degree
	65
	23.5

	
	PhD Degree
	148
	53.4

	
	Post-PhD
	64
	23.1

	Length of Service (years)
	Below 5
	47
	17.0

	
	5–9
	69
	24.9

	
	10–14
	50
	18.1

	
	15–19
	52
	18.8

	
	Over 20
	59
	21.3

	Academic Rank
	Graduate Assistant
	7
	2.7

	
	Tutorial Fellow/Assistant Lecturer
	46
	16.6

	
	Lecturer
	55
	19.9

	
	Senior Lecturer
	113
	40.8

	
	Associate Professor
	27
	9.7

	
	Professor
	29
	10.3


7.2 Descriptive Statistics for Talent Management Strategy
Table 2 presents the descriptive statistics for talent management strategy. The aggregate mean of 2.92 and standard deviation of 1.12 indicate that respondents were, on average, neutral to slightly dissatisfied with talent management practices in public universities in Kenya. Higher mean scores were reported for talent retention strategies (M = 3.7), onboarding (M = 3.6), feeling valued by the university (M = 3.6), and talent identification and development (M = 3.5). Conversely, lower mean scores were recorded for institutional partnerships (M = 2.3), research and development funding (M = 2.4), supportive work environment (M = 2.2), internal knowledge-sharing conferences (M = 2.3), and staff training and short courses (M = 2.2). Overall, the findings suggest that although some talent management practices are well established, considerable improvements are required to strengthen talent development, professional growth, and talent retention in public universities
Table 2 Descriptive Statistics for Talent Management Strategy
	Talent Management Strategy Item
	Mean
	SD

	Partnerships with global learning institutions
	2.3
	0.9

	Knowledge sharing platform
	3.4
	1.0

	Research and development funding
	2.4
	1.2

	Talent retention strategies
	3.7
	1.3

	Supportive work environment
	2.2
	1.0

	Feeling valued by the university
	3.6
	1.2

	Talent identification and development
	3.5
	1.4

	Onboarding process
	3.6
	1.3

	Internal knowledge-sharing conferences
	2.3
	1.1

	Staff training and short courses
	2.2
	0.8

	Aggregate Mean
	2.92
	1.12


7.3 Descriptive Statistics for Job Satisfaction
Table 3 presents the descriptive statistics for job satisfaction. The overall mean score (M = 3.31, SD = 1.15) indicates moderate levels of job satisfaction among academic staff in public universities. Higher satisfaction was reported for the challenging nature of academic work, job variety, access to working tools, and contribution to learners. Lower satisfaction was observed regarding promotion prospects and promotion criteria, suggesting that career advancement remains a key concern among academic staff.
Table 3 Descriptive Statistics for Job Satisfaction
	Job Satisfaction Item
	Mean
	SD

	Independent thought and action
	3.2
	0.8

	Personal growth and development
	3.4
	1.3

	Contribution to learners
	3.6
	1.1

	Challenge in the job
	3.9
	0.9

	Worthwhile accomplishment
	3.5
	1.2

	Job variety
	3.8
	1.0

	Promotion criteria
	2.5
	1.4

	Access to working tools
	3.7
	1.2

	Promotion prospects
	2.2
	1.0

	Career advancement opportunities
	3.2
	1.5

	Working relationship with colleagues
	3.4
	1.3

	Aggregate Mean
	3.31
	1.15



[bookmark: _Toc204254402][bookmark: _Toc223181846]7.4 Correlation Analysis
Table 4 depicts the results of the Pearson correlation analysis between talent management strategy and job satisfaction among academic staff in public universities in Kenya. The results reveal a positive and statistically significant relationship between talent management strategy and job satisfaction (r = 0.563, p < 0.05). The findings indicate that improvements in talent management practices are associated with higher levels of job satisfaction among academic staff.
Table 4 Correlation between Talent Management Strategy and Job Satisfaction

	Variable
	1
	2

	1. Job Satisfaction
	1
	

	2. Talent Management Strategy
	0.563**
	1


Note. p < 0.01.
[bookmark: _Toc204254403][bookmark: _Toc223181847]7.5 Regression Analysis
Tables 5 and 6 present the results of the simple linear regression analysis conducted to determine the effect of talent management strategy on the job satisfaction of academic staff in public universities in Kenya.
Table 5 Regression Model Summary
	R
	R²
	Adjusted R²
	F
	p-value

	0.563
	0.317
	0.314
	127.517
	<0.001


Table 6 Regression Coefficients
	Predictor
	B
	SE
	β
	t
	p-value

	Constant
	1.586
	0.198
	—
	8.010
	<0.001

	Talent Management Strategy
	0.606
	0.054
	0.563
	11.292
	<0.001


The regression results indicate that talent management strategy significantly influences job satisfaction among academic staff in public universities in Kenya (β = 0.606, p < 0.05). The coefficient implies that a one-unit improvement in talent management strategy results in a 0.606-unit increase in job satisfaction. The model explained 31.7% of the variation in job satisfaction (R² = 0.317). Consequently, the null hypothesis that talent management strategy has no significant influence on job satisfaction was rejected.
The findings support Herzberg's Two-Factor Theory, which emphasizes that opportunities for professional growth, recognition, and career development enhance employee satisfaction. The findings are consistent with those of Barkhuizen and Gumede (2021), Sepahvand et al. (2021), Mazlan and Jambulingam (2023), Almashyakhi (2024), Mather and Bam (2025), and Barasa et al. (2025), who reported that effective talent management practices positively influence employee satisfaction and organizational commitment.
8 Conclusion and Recommendation
8.1 Conclusion
The study concludes that talent management strategy has a positive and significant influence on the job satisfaction of academic staff in public universities in Kenya. Talent management practices such as career development, talent retention, onboarding, mentorship, and continuous professional development contribute significantly to enhancing employee satisfaction. Universities that invest in structured talent management strategies are therefore more likely to foster a committed, motivated, and productive academic workforce.
 8.2 Recommendation
Public universities in Kenya should strengthen talent management strategies by implementing structured talent development and retention programs that support the recruitment, development, and retention of high-performing academic staff. Universities should establish transparent career progression and promotion systems, invest in comprehensive onboarding and continuous professional development programs, strengthen mentorship initiatives, and create supportive work environments that recognize and nurture academic talent. These measures will enhance job satisfaction, improve employee commitment, and promote the long-term retention of competent academic staff.
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