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[bookmark: _Toc232886122]ABSTRACT 
This study examines the impact of talent management practices on employee retention at International House Yangon–Mandalay. Employee retention has become an important concern for educational institutions, particularly language schools that depend heavily on qualified teachers and experienced staff to maintain service quality and organizational performance. Despite the growing importance of talent management practices, limited empirical research has been conducted on how these practices influence employee retention in language schools in Myanmar. Therefore, this study aims to analyze the effect of five talent management practices – talent attraction and recruitment, training and development, performance management, and rewards and recognition – on employee retention at International House Yangon–Mandalay. A quantitative research approach was adopted, and primary data were collected through structured questionnaires distributed to 82 employees out of 101 administrative staff and teaching staff at International House Yangon–Mandalay by using stratified random sampling. The collected data were analyzed using descriptive statistics, correlation analysis, and regression analysis. It has been found that, there is positive correlation between all five talent management practices and employee retention. The results indicate that the five talent management practices collectively explain 55.8% of the variance in employee retention. Talent attraction and recruitment, training and development, carrier development and performance management were identified as significant predictors of employee retention. The findings suggest that organizations should strengthen talent management strategies by enhancing employer branding and recruitment practices, investing in professional development and implementing fair performance management systems, to improve employee retention. The scope of this study is limited to employees working at International House Yangon–Mandalay, and the findings may not be generalized to other organizations or industries.

Keywords: Talent Management, Employee Retention, Talent Attraction and Recruitment, Training and Development, Career Development, Performance Management, Rewards and Recognition, Language School, Myanmar.
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[bookmark: _Toc232886127]INTRODUCTION
1.1 [bookmark: _Toc232886128]Background of the Study
The ability to attract, develop, and retain talented employees has become one of the most critical strategic priorities for organizations operating in today's competitive and rapidly evolving business environment. As industries become increasingly knowledge-intensive and service-oriented, the quality and commitment of an organization's workforce directly determines its capacity to deliver superior services, maintain competitive advantage, and achieve long-term sustainability. Educational institutions, particularly language schools, are among the organizations most dependent on the expertise, dedication, and continuity of their human capital to deliver quality learning experiences and maintain organizational effectiveness.
Talent management has emerged as a strategic approach that enables organizations to manage their workforce effectively. It involves systematic activities such as attracting qualified employees, providing training and development opportunities, supporting career advancement, implementing fair performance management systems, and offering appropriate rewards and recognition. These practices are designed to enhance employee satisfaction, motivation, and commitment, which ultimately contribute to employee retention and organizational performance (Armstrong, 2020). Al Aina and Atan (2020) further demonstrate that the implementation of comprehensive talent management practices has a significant positive impact on sustainable organizational performance, highlighting that organizations investing in integrated talent management strategies are better positioned to achieve long-term competitive advantage and workforce stability. 
Employee retention has become a major concern for many organizations, particularly in the education sector, where employee turnover can disrupt service quality, increase recruitment costs, and reduce organizational productivity. High employee turnover may also negatively impact institutional reputation and student satisfaction. Ingersoll et al. (2021) highlight that the teaching profession has experienced significant transformation in recent decades, with increasing turnover rates posing major challenges for educational institutions seeking to maintain quality and stability. Therefore, organizations are increasingly focusing on developing effective talent management practices to retain skilled and experienced employees (Collings, Mellahi, & Cascio, 2019).
Language schools, in particular, face unique challenges in retaining employees due to competitive labor markets, increasing demand for qualified teachers, and evolving educational expectations. Research indicates that teacher turnover in educational institutions is strongly influenced by factors such as limited career advancement opportunities, inadequate compensation, and insufficient professional development support (Ingersoll, R. M; Merrill, E.; Stuckey, D.; Collins, G., 2021). Employees often seek organizations that provide career development opportunities, professional training, performance recognition, and competitive compensation. When these expectations are not met, employees may seek opportunities elsewhere, resulting in higher turnover rates (Gallardo-Gallardo, Thunnissen, & Scullion, 2020).
International House Yangon–Mandalay, a well-established language institution in Myanmar, depends heavily on skilled teaching and administrative staff to maintain educational standards and operational effectiveness. Like many educational institutions, International House faces challenges in attracting and retaining qualified employees in a competitive market environment. Therefore, understanding the impact of talent management practices on employee retention within this organization is essential.
This study aims to examine how talent management practices, including talent attraction and recruitment, training and development, career development, performance management, and rewards and recognition, influence employee retention at International House Yangon–Mandalay. The findings of this study are expected to provide valuable insights for improving talent management strategies and enhancing employee retention in educational institutions.
[bookmark: _Toc232886129]1.2 Problem Statement
Employee turnover presents significant challenges for private education institutions. High staff turnover can disrupt teaching continuity, increase recruitment and training costs, and affect the overall learning experience of students. Maintaining a stable workforce is therefore essential for organizations whose service quality depends largely on the expertise and commitment of their employees (Armstrong, 2020). Ingersoll et al. (2021) found that teacher turnover in educational institutions is a persistent and growing challenge, with significant implications for student outcomes, institutional reputation, and organizational sustainability.
International House Yangon–Mandalay operates in Yangon and Mandalay, where different labor market conditions and competitive pressures exist. Despite the implementation of various human resource practices, staff turnover continues to occur among both academic and administrative employees. Informal feedback from employees suggests that factors such as limited career advancement opportunities, compensation concerns, work–life balance issues, and the pursuit of new professional opportunities contribute to employees leaving the organization.
These challenges are further influenced by broader changes in the labor market. Increasing employment opportunities and evolving employee expectations regarding career development and workplace flexibility have intensified competition for qualified professionals in the education sector (Gallardo-Gallardo, Thunnissen, & Scullion, 2020). In a Southeast Asian developing country context comparable to Myanmar, Tran et al. (2021) found that employee retention is most strongly influenced by training and development opportunities, career advancement prospects, and competitive compensation packages, highlighting that these factors are particularly important for retaining employees in knowledge-intensive service organizations in developing economies. As a private education institution with limited financial resources, International House must rely on effective talent management practices to support employee retention.
However, limited research has examined how talent management practices influence employee retention within private education institutions in Myanmar. While previous studies in Myanmar's banking sector, including Htay Htay (2022), Chit Moe Lian (2023), and Hsu Nandar Aung (2022), have confirmed significant positive relationships between talent management practices and employee retention, no comparable study has been conducted in the language school context. To address this gap, this study investigates the relationship between talent management practices and employee retention at International House Yangon–Mandalay in order to identify practices that can improve workforce stability.
[bookmark: _Toc232886130]1.3 Objectives of the Study
The objective of this study is to analyze the effect of talent management practices on employee retention at International House Yangon–Mandalay.
The specific objectives of the study are:
1. To examine the collective influence of talent management practices on employee retention. 
2. To analyze the relationship between individual dimensions of talent management practices and employee retention.
3. To identify the talent management practices that most significantly influence employee retention at International House Yangon–Mandalay.
[bookmark: _Toc232886131]1.4 Research Questions
This study aims to answer the following research questions:
1. How do talent management practices collectively influence employee retention at International House Yangon–Mandalay?
2. What is the relationship between each dimension of talent management practices—talent attraction and recruitment, training and development, career development, performance management, and rewards and recognition—and employee retention?
3. Which talent management practices most significantly influence employee retention at International House Yangon–Mandalay?
1.5 [bookmark: _Toc232886132]Scope and Limitations of the Study
This study focuses on examining the impact of talent management practices on employee retention at International House Yangon–Mandalay. The study specifically examines five talent management practices, including talent attraction and recruitment, training and development, career development, performance management, and rewards and recognition.
The study is limited to employees working at International House Yangon–Mandalay across both the Yangon and Mandalay branches. Therefore, the findings may not be generalized to other organizations or industries. In addition, the study uses questionnaire surveys to collect data, which may be subject to respondent bias. Time constraints and access to respondents may also limit the scope of data collection. Despite these limitations, this study provides valuable insights into talent management practices and employee retention within language schools in Myanmar, contributing new empirical evidence to the understanding of talent management in the educational sector in a developing country context.
[bookmark: _Toc232886133]1.6 Organization of the Study
This thesis is organized into five chapters.
Chapter 1 presents the introduction, including background of the study, problem statement, objectives, research questions, scope and limitations, and organization of the study.
Chapter 2 reviews relevant literature related to talent management practices and employee retention. It also presents the theoretical framework, review of empirical studies, conceptual framework, and hypothesis development.
Chapter 3 presents the research methodology, including research methods, research design, data collection method, and ethical considerations.
Chapter 4 shows the analysis of talent management practices on employee retention at International House Yangon–Mandalay.
Chapter 5 provides conclusion that includes the findings and discussions, recommendations and suggestions and needs for further study for improving talent management practices and employee retention at International House Yangon–Mandalay and similar educational institutions in Myanmar.

[bookmark: _Toc232886134]CHAPTER II
[bookmark: _Toc232886135]LITERATURE REVIEW

This chapter reviews the literature related to talent management practices and employee retention. It examines the theoretical concepts, key variables, and relevant empirical studies that provide the foundation for the study. The review focuses on five dimensions of talent management practices: Talent Attraction and Recruitment, Training and Development, Career Development, Performance Management, and Rewards and Recognition. It also discusses the relationship between these practices and employee retention based on previous research findings. Finally, the chapter presents the conceptual framework and research hypotheses developed for this study.
[bookmark: _Toc232886136]2.1 Introduction and Importance of Subject Area
Talent management has become an increasingly important area of study in human resource management, particularly in knowledge-based organizations where employees represent a key source of competitive advantage. Organizations increasingly recognize that attracting, developing, and retaining talented employees plays a crucial role in achieving organizational performance and sustainability. As competition for skilled employees intensifies, organizations must adopt effective talent management practices to maintain a stable and capable workforce (Gallardo-Gallardo, Thunnissen, & Scullion, 2020). Al Aina and Atan (2020) further demonstrate that the implementation of comprehensive talent management practices has a significant positive impact on sustainable organizational performance, confirming that organizations investing in integrated talent management strategies are better positioned to achieve long-term competitive advantage and workforce stability.
Educational institutions, particularly language schools, rely heavily on qualified teachers and skilled administrative staff to deliver quality services. Employee turnover in such institutions can disrupt learning continuity, increase recruitment costs, and negatively affect organizational performance. Ingersoll et al. (2021) highlight that the teaching profession has experienced significant transformation in recent decades, with increasing turnover rates posing major challenges for educational institutions seeking to maintain quality and stability. Therefore, employee retention has become a critical concern for management in educational organizations (Barkhuizen, Mogwere, & Schutte, 2021).
Talent management practices such as talent attraction and recruitment, training and development, career development, performance management, and rewards and recognition are widely recognized as key factors influencing employee retention. Effective recruitment ensures that organizations hire individuals who align with organizational culture and job requirements. Training and development improve employee skills and competencies, while career development opportunities encourage employees to remain with the organization. Performance management systems provide clarity and feedback, and rewards and recognition enhance employee motivation and satisfaction (Armstrong, 2020).
In language schools, these practices become particularly important due to the competitive labor market for qualified teachers and staff. Employees often seek organizations that provide professional growth opportunities, fair performance evaluation, and competitive compensation. In a Southeast Asian developing country context comparable to Myanmar, Tran et al. (2021) found that employee retention is most strongly influenced by training and development opportunities, career advancement prospects, and competitive compensation packages, highlighting that these factors are particularly important for retaining employees in knowledge-intensive service organizations in developing economies. When organizations fail to meet these expectations, employees may leave for better opportunities, leading to increased turnover (Collings, Mellahi, & Cascio, 2019). Therefore, this chapter reviews relevant literature related to talent management, employee retention, theoretical foundations, variables of the study, empirical studies, and the conceptual framework.
[bookmark: _Toc232886137]2.2 Theoretical Concepts and Principles
Theoretical foundations provide a framework for understanding the relationship between talent management practices and employee retention. In this study, three major theories support the conceptual understanding of how talent management influences employee retention: Human Capital Theory, Social Exchange Theory, and Motivation Theory. These theories explain how organizations invest in employees, how employees respond to organizational support, and how motivation influences employee commitment and retention.
[bookmark: _Toc232886138]2.2.1 Human Capital Theory
Human Capital Theory emphasizes that employees are valuable organizational assets whose skills, knowledge, and competencies contribute to organizational performance. According to this theory, organizations invest in employee development through training, education, and career advancement opportunities to enhance productivity and achieve long-term success. Armstrong (2020) explains that organizations that invest in employee development improve employee capabilities, which leads to better performance and increased organizational competitiveness.
Human Capital Theory is particularly relevant to talent management practices such as training and development, career development, and recruitment. Organizations that provide professional development opportunities enhance employee skills and competencies, making employees more productive and engaged. When employees perceive that organizations invest in their growth and development, they are more likely to remain with the organization, reducing employee turnover and improving organizational stability (Collings & Isichei, 2021). 
In educational institutions, Human Capital Theory plays a significant role because the quality of services depends largely on employee expertise. Language schools rely heavily on qualified teachers who possess strong subject knowledge, teaching skills, and communication abilities. Ingersoll et al. (2021) found that educational institutions that invest in continuous professional development and provide structured career advancement opportunities experience significantly lower teacher turnover rates, confirming the relevance of Human Capital Theory in the educational context. Therefore, organizations that invest in employee development are more likely to retain skilled employees and maintain organizational performance (Barkhuizen, Mogwere, & Schutte, 2021).
[bookmark: _Toc232886139]2.2.2 Social Exchange Theory
Social Exchange Theory explains the relationship between organizations and employees based on mutual exchange and reciprocity. According to this theory, employees develop positive attitudes and commitment toward the organization when they receive support, recognition, and development opportunities. Employees are more likely to remain with organizations that treat them fairly and provide opportunities for growth. When employees perceive organizational support, they respond with increased loyalty and commitment (Armstrong, 2020).
Social Exchange Theory is relevant to talent management practices such as performance management, rewards and recognition, and career development. Fair performance evaluation systems and constructive feedback help employees feel valued and supported. Similarly, rewards and recognition programs motivate employees and encourage them to remain with the organization. When employees feel appreciated and recognized for their contributions, they develop stronger organizational commitment (Collings & Isichei, 2021). Tran et al. (2021) similarly found that employees in Southeast Asian developing country contexts who perceive their organizations as providing fair compensation, recognition, and career support demonstrate significantly higher levels of organizational commitment and retention intention, consistent with the Social Exchange Theory perspective.
In language schools, Social Exchange Theory is particularly important because teachers and staff often seek supportive work environments. Organizations that provide professional development opportunities, fair performance evaluations, and recognition programs create positive employee experiences. As a result, employees are more likely to remain with the organization and contribute to long-term success (Gallardo-Gallardo, Thunnissen, & Scullion, 2020).
[bookmark: _Toc232886140]2.2.3 Motivation Theory
Motivation Theory explains how employee motivation influences behavior, performance, and retention. Employees who are motivated are more likely to perform effectively and remain committed to the organization. Armstrong (2020) emphasizes that motivation is influenced by factors such as rewards, recognition, career development opportunities, and supportive leadership. Organizations that provide these factors are more likely to retain employees and improve organizational performance.
Motivation Theory is closely related to talent management practices such as rewards and recognition, career development, and performance management. Financial rewards such as salary and bonuses motivate employees, while non-financial recognition such as appreciation and career advancement opportunities also enhance motivation. Employees who feel motivated are more satisfied with their jobs and less likely to leave the organization (Barkhuizen, Mogwere, & Schutte, 2021). Al Aina and Atan (2020) further confirm that organizations implementing comprehensive rewards and recognition systems alongside career development programs achieve higher levels of employee motivation, engagement, and retention, supporting the Motivation Theory perspective.
In educational institutions, motivation plays an important role in retaining teachers and staff. Teachers who receive recognition for their performance and opportunities for professional development are more likely to remain with the organization. Furthermore, supportive leadership and positive work environments contribute to employee motivation and satisfaction (Armstrong, 2020). In summary, Human Capital Theory, Social Exchange Theory, and Motivation Theory provide a strong theoretical foundation for this study, explaining how talent management practices influence employee retention by improving employee skills, enhancing motivation, and strengthening organizational commitment (Collings & Isichei, 2021).
[bookmark: _Toc232886141]2.3 Variables of the Study
[bookmark: _Toc232886142]2.3.1 Talent Management
Talent management has gained increasing attention in recent years as organizations recognize the importance of managing human resources strategically. In knowledge-based organizations, employees are considered valuable assets whose skills, knowledge, and expertise directly influence organizational performance. As competition intensifies and industries evolve, organizations face challenges in attracting and retaining skilled employees. Talent shortages have become a major concern, particularly in specialized sectors such as education, where qualified professionals are in high demand (Armstrong, 2020).
Gallardo-Gallardo et al. (2020) emphasize that talent management must be understood within its organizational and contextual setting, as the effectiveness of talent management practices varies depending on the nature of the industry, organizational culture, and workforce characteristics. Thunnissen and Gallardo-Gallardo (2022) further emphasize that effective talent management requires an integrated and dynamic approach that responds to the evolving needs of both the organization and its employees, highlighting that organizations which fail to adapt their talent management strategies to changing workforce expectations risk losing their most valuable people. Collings and Isichei (2021) similarly highlight that the boundaries of talent management are continuously evolving, requiring organizations to adopt flexible and context-sensitive approaches to managing their workforce effectively.
In educational institutions, talent management encompasses a broad range of practices designed to attract, develop, and retain qualified teachers and staff who contribute to organizational performance and student outcomes. Effective talent management in language schools therefore requires a comprehensive approach that addresses the unique needs and expectations of both teaching professionals and administrative staff (Collings & Isichei, 2021).
[bookmark: _Toc232886143]2.3.2 Talent Attraction and Recruitment
Talent attraction and recruitment are fundamental components of talent management that enable organizations to identify and acquire individuals with the skills and competencies necessary to achieve organizational goals. Strategic recruitment goes beyond simply filling vacancies — it aligns recruitment practices with long-term organizational objectives and ensures that the people who join the organization are genuinely suited to its culture, values, and mission. Armstrong (2020) explains that strategic recruitment involves systematic workforce planning to attract candidates who not only possess the required qualifications but also demonstrate the potential to contribute to organizational growth and sustainability.
Employer branding plays a particularly important role in this process. Organizations with strong reputations, positive workplace cultures, and visible professional development opportunities are more likely to attract talented individuals who align with their values and are motivated to stay. Gallardo-Gallardo et al. (2020) highlight that effective employer branding strengthens an organization's ability to compete for skilled employees in competitive labor markets, making it one of the most powerful tools available to organizations seeking to attract and retain quality talent.
In the educational context, the importance of talent attraction and recruitment is amplified. Ingersoll et al. (2021) found that teachers' decisions to join and remain with educational institutions are strongly influenced by the organization's reputation as an employer, the quality and fairness of the recruitment process, and the alignment between what was promised during recruitment and what employees actually experience on the job. When there is a strong match between employee expectations and organizational reality, employees are significantly more likely to develop early commitment and choose to stay over the long term. In language schools such as International House Yangon–Mandalay, attracting qualified teachers and administrative staff who genuinely align with the organization's educational mission and values is therefore not just a recruitment challenge — it is the foundation of long-term employee retention.
[bookmark: _Toc232886144]2.3.3 Training and Development
Training and development are essential components of talent management that focus on improving employees' knowledge, skills, and competencies to enhance both individual and organizational performance. Training helps employees perform their current roles more effectively, while development prepares them for future responsibilities and career growth. In modern organizations, continuous learning is no longer optional — it is a strategic necessity that enables organizations to adapt to changing technologies, evolving job requirements, and increasingly competitive environments (Armstrong, 2020).
The importance of training and development has grown significantly in recent years as the pace of change in the workplace has accelerated. Dhanpat et al. (2020) highlight that as organizations navigate rapid technological change and evolving workforce expectations, continuous training and development has become one of the most critical talent management practices for maintaining employee competence, engagement, and retention. Organizations that invest in structured and meaningful development programs are better positioned to build capable, adaptable workforces that are motivated to stay and grow within the organization.
Training and development are particularly important in knowledge-intensive sectors such as education. Language schools rely heavily on teachers' skills and expertise to maintain academic quality and student satisfaction. Professional development in language institutions often includes training in teaching methodologies, classroom management, curriculum design, and digital learning tools — all of which help teachers improve their instructional effectiveness and adapt to modern educational environments. Ingersoll et al. (2021) found that educational institutions providing structured professional development programs experience significantly lower teacher turnover rates, confirming that investment in employee learning is one of the most effective strategies for retaining qualified teaching staff.
Beyond skill development, training and development programs play a powerful role in shaping how employees feel about their organization. Kwon et al. (2023) found that training and development has a significant positive effect on employee retention through the mediating role of work engagement, confirming that employees who receive meaningful professional development opportunities are more likely to feel engaged, valued, and committed to remaining with their organizations. This finding is particularly relevant in the language school context, where employees who feel that the organization is genuinely invested in their professional future are far more likely to develop a strong sense of loyalty and choose to build their careers at International House Yangon–Mandalay rather than seeking opportunities elsewhere.
[bookmark: _Toc232886145]2.3.4 Career Development
Career development is a vital talent management component that supports employees in planning and advancing their professional careers within organizations. It encompasses structured processes that help employees identify career goals, develop competencies, and pursue advancement opportunities. When organizations invest in career development — through career planning, mentoring, coaching, promotion pathways, and leadership development programs — they send a powerful message to their employees that their future matters and that there is a place for them to grow within the organization. This sense of investment and possibility is one of the most powerful drivers of long-term employee retention (Armstrong, 2020). Narayanan et al. (2019) found that career development is one of the most consistently influential factors in employee retention across different organizational contexts, confirming that employees who perceive clear and supported pathways for advancement are significantly more likely to remain committed and loyal over the long term.
Al Aina and Atan (2020) further confirmed that career development programs linked to individual employee needs and organizational objectives have a significant positive impact on employee retention and organizational performance. Career development is most effective when it is personalized, structured, and visibly connected to the organization's broader talent management strategy. When career development feels genuine and tailored to employees' actual aspirations, it becomes one of the strongest reasons employees choose to stay. When it feels generic or disconnected from their goals, it loses its power as a retention tool entirely.
In the language school context, career development pathways are particularly important for both teaching professionals and administrative staff. For teachers, the ability to progress from Teacher to Senior Teacher to Academic Manager represents not just a career advancement opportunity but a professional identity — a growing sense of expertise and contribution to the organization's educational mission. For administrative staff, clear pathways to leadership roles signal that the organization values their long-term future within the organization. Barkhuizen et al. (2021) confirm that career development pathways in educational institutions retain experienced staff and prepare future leaders, thereby contributing positively to organizational sustainability and educational quality.
[bookmark: _Toc232886146]2.3.5 Performance Management
Performance management is a vital talent management component that focuses on monitoring, evaluating, and improving employee performance in alignment with organizational objectives. It involves systematic processes for setting clear expectations, assessing contributions, and providing feedback to support continuous improvement and professional growth. When performance management systems are well-designed and fairly implemented, they do far more than simply assess employee performance — they communicate organizational values, reinforce professional standards, build trust between employees and their supervisors, and create a culture of continuous development and accountability (Armstrong, 2020).
Clear performance expectations, objective evaluation methods, and constructive feedback mechanisms are the cornerstones of effective performance management. Employees who understand what is expected of them, who receive regular and honest feedback on how they are performing, and who feel that their contributions are being evaluated fairly and consistently are significantly more likely to feel valued, motivated, and committed to the organization. Rana and Sharma (2021) confirm that organizations adopting structured and transparent performance management systems experience higher levels of employee engagement and retention, as employees who receive clear performance expectations and regular constructive feedback are more likely to feel supported in their professional development. Al Aina and Atan (2020) further confirm that performance management is one of the most influential talent management practices affecting organizational performance and employee retention, highlighting that fairness and transparency in evaluation systems are essential for maintaining employee motivation and organizational commitment.
In the language school context, performance management takes on particular significance. Teaching professionals are regularly observed and evaluated as part of the organization's quality assurance process, making the fairness and constructiveness of performance evaluation practices especially important for maintaining employee motivation and retention. When teachers feel that their performance is evaluated objectively, that feedback is delivered respectfully and with genuine developmental intent, and that evaluation results are used to support their growth rather than simply to judge them, they are far more likely to feel valued and committed to the organization. Effective performance management in this context therefore creates a positive cycle — fair evaluation builds trust, trust builds commitment, and commitment drives retention (Armstrong, 2020) (Collings & Isichei, 2021).
[bookmark: _Toc232886147]2.3.6 Rewards and Recognition
Rewards and recognition are among the most powerful drivers of employee motivation, satisfaction, and retention. Organizations implement rewards systems to compensate employee contributions and reinforce goal-aligned behaviors, drawing on both financial rewards — such as salaries, bonuses, and incentives — and non-financial rewards — such as praise, awards, and advancement opportunities. Both forms of reward shape employee attitudes, influence performance, and ultimately determine whether employees feel valued enough to stay (Armstrong, 2020). Tran et al. (2021) found that competitive compensation and rewards had a significant positive effect on employee retention in a Southeast Asian developing country context comparable to Myanmar, with employees who perceived their compensation as competitive and equitable demonstrating significantly higher retention intentions, confirming the importance of financial rewards in retaining employees in developing economies.
Non-financial recognition matters equally. Recognizing employees through public acknowledgment of achievements, awards, and genuine expressions of appreciation fulfills intrinsic needs for accomplishment and belonging, creating positive workplace environments that foster engagement and long-term commitment. Saurombe & Barkhuizen (2021) found that in educational institutions specifically, both financial rewards and non-financial recognition programs significantly influence academic staff retention, confirming that a balanced approach to rewards and recognition is essential for retaining qualified employees in knowledge-intensive educational organizations.
In the language school context, this balance is particularly important. Teaching professionals and administrative staff are often motivated by a deep sense of purpose — the opportunity to make a meaningful difference in students' lives. However, purpose alone is not sufficient to retain employees when financial compensation is perceived as inadequate or when contributions go unrecognized. Organizations that combine competitive compensation with genuine and consistent recognition of employee achievements create a culture of appreciation that makes employees feel truly valued — and employees who feel truly valued are far more likely to choose to build their careers within the organization rather than seeking opportunities elsewhere (Armstrong, 2020).
[bookmark: _Toc232886148]2.3.7 Employee Retention
Employee retention refers to an organization's ability to retain its employees for an extended period and minimize voluntary turnover. Retaining skilled and experienced employees has become a key concern for organizations, particularly in knowledge-based industries where employee expertise directly contributes to organizational performance. Armstrong (2020) explains that employee retention involves developing policies and practices that encourage employees to remain with the organization by improving job satisfaction, motivation, and organizational commitment.
Several factors influence employee retention, including career development opportunities, training and development, compensation, work environment, leadership support, and organizational culture. Employees are more likely to remain with organizations that provide opportunities for professional growth and career advancement, fair compensation, and genuine recognition of their contributions. Mensah (2022) found that talent management practices significantly influence employee outcomes through the lens of psychological contract fulfilment, confirming that employees who perceive their organization as genuinely investing in their development and wellbeing are significantly more likely to remain committed and loyal over the long term. This finding is particularly relevant in the language school context, where employees who feel that the organization is fulfilling its talent management commitments — through professional development, fair evaluation, and competitive rewards — are more likely to develop a strong sense of organizational belonging and choose to stay.
Barkhuizen et al. (2021) further highlight that talent management practices play a critical role in improving employee retention in educational institutions, where experienced staff contribute significantly to learning outcomes and organizational performance. When employees perceive that their contributions are valued and that the organization is genuinely invested in their professional future, they are far more likely to remain committed to the organization over the long term (Armstrong, 2020).
[bookmark: _Toc232886149]2.4 Review of Empirical Studies
Empirical studies on talent management and employee retention have consistently demonstrated that effective talent management practices play a significant role in improving employee retention and organizational performance across various industries and organizational contexts. The evidence spans international studies, education sector research, Southeast Asian developing country contexts, and Myanmar-specific studies — all pointing to the same conclusion: how organizations manage their talent directly shapes whether employees choose to stay.
At the international level, Collings et al. (2021) found that organizations implementing structured talent management practices experience improved employee retention and enhanced organizational performance, highlighting that identifying key talent positions and developing employees through structured programs helps organizations retain skilled employees and maintain competitive advantage. Al Aina and Atan (2020) similarly found that talent management practices — including talent attraction, training and development, career development, performance management, and rewards and recognition — collectively had a significant positive impact on organizational performance and employee retention in the service sector, confirming that a comprehensive and integrated approach to talent management is more effective than focusing on individual practices in isolation. Meyers et al. (2020) further found that employees' perceptions of talent management practices significantly influence their organizational commitment and retention intentions, reinforcing the importance of examining how employees experience and interpret talent management practices rather than simply how they are designed and implemented.
In the educational sector, the evidence is equally compelling. Barkhuizen et al. (2021) found that employee retention in higher education institutions is strongly influenced by professional development opportunities, working conditions, and organizational support, while Saurombe and Barkhuizen (2021) found that career development, performance management, and rewards and recognition were the most significant predictors of academic staff retention at a South African higher education institution. Ingersoll et al. (2021) further confirmed through a comprehensive longitudinal study that teacher turnover is strongly influenced by professional development opportunities, compensation, and organizational support, with educational institutions providing structured career development pathways and competitive compensation experiencing significantly lower teacher turnover rates. 
In the Southeast Asian and Myanmar contexts, the findings are consistent with the broader international evidence. Tran et al. (2021) found that training and development, career development, and compensation and rewards all had significant positive effects on employee retention in the Vietnamese banking sector — a context that shares similar socioeconomic characteristics and labor market conditions with Myanmar. Within Myanmar specifically, Htay Htay (2022), Chit Moe Lian (2023), and Hsu Nandar Aung (2022) all confirmed significant positive relationships between talent management practices and employee retention in private banks, with career development, talent attraction, and retaining talent practices consistently emerging as the most influential factors. Collectively, these studies confirm that talent management practices are critical drivers of employee retention within the Myanmar organizational context.
While this body of evidence provides a strong empirical foundation for the current study, no comparable research has been conducted within the language school context in Myanmar. The current study therefore addresses this gap by examining the impact of talent management practices on employee retention at International House Yangon–Mandalay, contributing new empirical evidence to the understanding of talent management in the educational sector in Myanmar.
[bookmark: _Toc232886150]2.5 Development of the Conceptual Framework of the Study
The conceptual framework of this study is developed by building upon and extending the frameworks established in previous research conducted across different industries and organizational contexts. Anlesinya and Amponsah-Tawiah (2020) emphasize that responsible talent management frameworks must be grounded in both theoretical foundations and empirical evidence, and must be contextually appropriate to the specific organizational environment in which they are applied. This principle guides the development of the current study's framework, which draws on previous studies in the Myanmar banking sector and the broader international literature to construct a five-dimensional talent management model specifically adapted to the language school context.
Three previous studies conducted in the Myanmar banking sector provide the primary empirical foundation for the current framework. Htay Htay (2022) adopted four talent management practices — talent attraction, talent development, retaining talent, and career management — as independent variables influencing employee retention in private banks, confirming that all four practices had significant positive effects on employee retention. Chit Moe Lian (2023) developed a three-dimensional framework focusing on talent attraction, learning and development, and career management at KBZ Bank, finding that career management was the most influential factor. Hsu Nandar Aung (2022) examined competency mapping and career development as independent variables at Yoma Bank, confirming that both had significant positive effects on employee retention. At the international level, Al Aina and Atan (2020) developed a comprehensive talent management framework examining five practices — talent attraction, training and development, career development, performance management, and rewards and recognition — and confirmed that a comprehensive and integrated approach to talent management is more effective than focusing on individual practices in isolation.
While these studies provide a strong empirical foundation, the current study recognizes that the language school context presents distinct characteristics that require a broader and more comprehensive framework. Unlike banking institutions, language schools such as International House Yangon–Mandalay rely heavily on both qualified teaching professionals and skilled administrative staff, whose retention is influenced by a wider range of talent management practices. Drawing upon the frameworks established by the Myanmar banking sector studies and the international literature, the current study proposes five talent management dimensions as independent variables influencing employee retention. Talent attraction and recruitment are included as a foundational dimension, consistent with all three Myanmar banking sector studies and confirmed by Ingersoll et al. (2021) as a critical factor in teacher retention in educational institutions. Training and development are incorporated, reflecting their critical importance in knowledge-intensive educational environments. Career development is retained as a key dimension, consistently identified as one of the most influential talent management practices across all previous studies. Performance management is added as a distinct independent variable given its particular importance in educational institutions where fair evaluation systems are essential for maintaining employee motivation. Rewards and recognition are incorporated to address both financial and non-financial recognition programs, particularly relevant to the language school context, supported by Tran et al. (2021) in the Southeast Asian developing country context.
The conceptual framework of this study therefore suggested that five talent management practices — talent attraction and recruitment, training and development, career development, performance management, and rewards and recognition — collectively and individually influence employee retention at International House Yangon–Mandalay. The relationship between the independent and dependent variables is illustrated in Figure 2.1.
Independent Variables
· Talent Attraction and Recruitment (TAR)
· Training and Development (TD)
· Career Development (CD)
· Performance Management (PM)
· Rewards and Recognition (RR)
Dependent Variable
· Employee Retention (ER)

[image: ]
Figure 1. Conceptual Framework of the Study
[bookmark: _Toc232886151]2.6 Hypotheses Development
Based on the literature review, theoretical framework, and conceptual frameworks developed in previous studies, this study develops five hypotheses to examine the relationship between talent management practices and employee retention at International House Yangon–Mandalay.
H1: Talent attraction and recruitment have a positive relationship with employee retention at International House Yangon–Mandalay.
H2: Training and development have a positive relationship with employee retention at International House Yangon–Mandalay.
H3: Career development has a positive relationship with employee retention at International House Yangon–Mandalay.
H4: Performance management has a positive relationship with employee retention at International House Yangon–Mandalay.
H5: Rewards and recognition have a positive relationship with employee retention at International House Yangon–Mandalay.


[bookmark: _Toc232886152]CHAPTER III
[bookmark: _Toc232886153]RESEARCH METHODOLOGY

This chapter presents the research methodology adopted in this study to examine the impact of talent management practices on employee retention at International House Yangon–Mandalay. The methodology is designed to systematically address the five research hypotheses developed in Chapter 2, which examine the relationships between talent attraction and recruitment, training and development, career development, performance management, and rewards and recognition, and employee retention at International House Yangon–Mandalay. The chapter is organized into four main sections: research methods, research design, data collection method, and ethical considerations.

[bookmark: _Toc232886154]3.1 Research Methods
This study employs a quantitative research method, which involves the collection and analysis of numerical data to examine relationships between variables. The quantitative method is appropriate for this study because it enables the systematic measurement of employees' perceptions of talent management practices and employee retention, and the statistical analysis of the relationships between these variables across a defined sample population.
The quantitative method is consistent with the research approaches adopted in previous studies on talent management and employee retention in Myanmar, including Htay Htay (2022), Chit Moe Lian (2023), and Hsu Nandar Aung (2022), which all employed quantitative methods and structured questionnaires to collect and analyze data. By adopting a similar methodological approach, this study ensures comparability with existing research and contributes to the growing body of empirical evidence on talent management in the Myanmar organizational context. The quantitative method is also consistent with international studies on talent management and employee retention, including Al Aina and Atan (2020), who examined the impact of talent management practices on sustainable organizational performance using quantitative methods, and Tran et al. (2021), who employed quantitative research methods and structured questionnaires to examine factors affecting employee retention in the Vietnamese banking sector.
[bookmark: _Toc232886155]3.2 Research Design
[bookmark: _Toc232886156]3.2.1 Type of Research Design
This study adopts an explanatory research design, which aims to examine the causal relationships between talent management practices and employee retention at International House Yangon–Mandalay. 
The explanatory research design is supported by the five hypotheses developed in Chapter 2, which propose specific directional relationships between each talent management practice — talent attraction and recruitment, training and development, career development, performance management, and rewards and recognition — and employee retention. By testing these hypotheses through statistical analysis, the study aims to provide empirical evidence on the nature and strength of the relationships between talent management practices and employee retention in the language school context. 

[bookmark: _Toc232886157]3.2.2 Population of the Study
The target population of this study comprises all employees working at International House Yangon–Mandalay across both the Yangon and Mandalay branches. The population includes both teaching professionals and administrative staff employed on a full-time or part-time basis at the time of data collection. The inclusion of employees from both branches ensures that the study captures the diversity of employee experiences and perceptions across the organization's two operating locations, which may differ in terms of labor market conditions, organizational culture, and talent management practices.

[bookmark: _Toc232886158]3.2.3 Sampling Method and Sample Size
A stratified random sampling technique was employed to ensure that all relevant subgroups within the population are adequately represented in the study. The population will first be divided into strata based on branch location (Yangon and Mandalay) and job category (academic and administrative staff). This approach is appropriate because employees across locations and job roles may have different experiences with talent management practices and employee retention.
	 The sample size for this study will be determined using the formula proposed by Taro Yamane (1967), resulting in a target sample of approximately 81 respondents from the total employee population. Calculation of Sample Size Using Yamane Formula: With a 95% confidence level and a 5% margin of error, the sample size is calculated using Yamane’s formula:




where
· n = sample size
· N = population size=101
· e = margin of error (0.05)
Based on this calculation, the required sample size for this study is at least 81 respondents. A stratified random sampling technique was used to ensure proportional representation of employees from both the Yangon and Mandalay branches as well as academic and administrative staff. Data were collected through structured questionnaires administered to the selected respondents to obtain reliable and standardized information for statistical analysis.
Using proportional allocation, the sample allocation was distributed across these strata according to their share of the total population, and it is shown in Table 3.1. From the targeted sample of approximately 82 respondents, a total of 29 teaching staff and 43 administrative staff were selected from the Yangon Branch, while 3 teaching staff and 7 administrative staff were selected from the Mandalay Branch. Within each stratum, respondents were selected using a simple random sampling method to ensure that every employee has an equal probability of being included in the study. This stratified sampling approach improves the representativeness of the sample and ensures that the perspectives of both academic and administrative employees from both branches are reflected in the analysis.





Table 3.1 Sample Allocation by Proportional Allocation
	Stratum
	Population Size
	Sample Allocation

	Yangon – Teaching Staff
	36
	29

	Yangon – Administrative Staff
	52
	43

	Mandalay –  Teaching Staff
	4
	3

	Mandalay –  Administrative Staff
	9
	7

	Total
	101
	82


[bookmark: _Toc232886159]3.2.4 Measurement Instrument

The primary data collection instrument used in this study is a structured questionnaire developed specifically for this research. The questionnaire is designed to measure employees' perceptions of the five talent management practices examined in this study — talent attraction and recruitment, training and development, career development, performance management, and rewards and recognition — as well as their level of employee retention intention and organizational commitment.
The questionnaire is organized into two main sections. Section A collects demographic information about respondents, including branch location, job category, gender, age, education level, monthly income, length of service, and position level. Section B contains Likert-scale items measuring respondents' perceptions of each talent management practice and their employee retention intentions.
All items in Section B are measured using a five-point Likert scale, ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). The use of a five-point Likert scale is consistent with the measurement approaches adopted in previous studies on talent management and employee retention in Myanmar, including Htay Htay (2022), Chit Moe Lian (2023), and Hsu Nandar Aung (2022), and is widely recognized as an appropriate and reliable measurement approach for attitudinal and perceptual research in the social sciences (Sekaran & Bougie, 2016).
The questionnaire items for each talent management practice and employee retention are adapted from validated measurement instruments used in previous studies, with modifications made to reflect the specific organizational context of International House Yangon–Mandalay. The following table summarizes the number of items used to measure each variable in the study:
Table 3.2: Measurement Instrument Summary
	Variable
	Number of Items

	Talent Attraction and Recruitment (TAR)
	8 items

	Training and Development (TD)
	8 items

	Career Development (CD)
	8 items

	Performance Management (PM)
	12 items

	Rewards and Recognition (RR)
	11 items

	Employee Retention (ER)
	11 items

	Total
	58 items


[bookmark: _Toc232886160]3.2.5 Unit of Analysis
The unit of analysis in this study is individual employees working at International House Yangon–Mandalay. Both teaching professionals and administrative staff across all position levels — Teacher/Staff, Senior Teacher/Senior Staff, Academic Manager/Department Head, and Senior Manager — are included in the study population. This inclusive approach reflects the study's recognition that talent management practices affect all employees within the organization, regardless of their role or position level, and that employee retention is a concern across all levels of the workforce. This approach is consistent with the inclusive talent management perspective advocated by Gallardo-Gallardo et al. (2020), who emphasize that talent management must be understood within its organizational and contextual setting and should encompass all employees rather than focusing exclusively on a select group of high performers.

[bookmark: _Toc232886161]3.2.6 Methods of Data Analysis
The data collected through the structured questionnaire were analyzed using the Statistical Package for the Social Sciences (SPSS) software. This section presents the reliability of data, descriptive statistics, Pearson's correlation analysis and multiple linear regression Analysis used in this study.
(i)	 Reliability Analysis
To ensure the reliability of the measurement instrument, the questionnaire undergoes statistical reliability analysis prior to the main data collection. The internal consistency of each measurement scale is assessed using Cronbach's Alpha coefficient, which measures the extent to which items within a scale are consistently measuring the same underlying construct. A Cronbach's Alpha value of 0.70 or above is considered acceptable for research purposes, while values above 0.80 are considered good and values above 0.90 are considered excellent (Sekaran & Bougie, 2016). Items with low item-total correlations that reduce the overall Cronbach's Alpha value are reviewed and revised or removed as necessary. The reliability analysis results confirmed excellent internal consistency for all six measurement scales, with Cronbach's Alpha values ranging from 0.930 to 0.967, all well above the acceptable threshold of 0.70.
(ii)	Descriptive Statistics were used to summarize the demographic characteristics of respondents and describe employees' perceptions of each talent management practice and employee retention. Mean scores for each variable are interpreted on a five-point scale, where 1.00–1.80 indicates a very low level, 1.81–2.60 a low level, 2.61–3.40 a moderate level, 3.41–4.20 a high level, and 4.21–5.00 a very high level of agreement.
(iii)	Pearson's Correlation Analysis was used to examine the strength and direction of the relationships between each talent management practice and employee retention, as well as the intercorrelations among the independent variables. The significance of correlation coefficients was assessed at the 0.01 and 0.05 significance levels. If correlations were higher (say, .75 and above), we might have had to suspect whether or not the correlated variables are two different and distinct variables and would have doubted the validity of the measures.
(iv)	Multiple Linear Regression Analysis was used to examine the collective and individual effects of the five talent management practices on employee retention and to test the five hypotheses developed in Chapter 2. The regression model is specified as follows:
ER = β₀ + β₁(TAR) + β₂(TD) + β₃(CD) + β₄(PM) + β₅(RR) + ε
The coefficient of determination (R-square) and adjusted R-square were used to assess the explanatory power of the model. The F-statistic was used to assess the overall significance of the model, and individual t-statistics were used to assess the significance of each independent variable. The primary significance level adopted for hypothesis testing was 5% (p < 0.05), with results significant at the 10% level also reported where relevant.
Prior to conducting the regression analysis, the five standard assumptions of multiple linear regression — linear relationship, multivariate normality, no multicollinearity, and homoscedasticity — were tested and confirmed to be satisfied. 
[bookmark: _Toc232886162]3.3 Data Collection Method
[bookmark: _Toc232886163]3.3.1 Primary Data Collection
The primary data for this study are collected through a structured questionnaire survey distributed to staff at International House Yangon–Mandalay across both the Yangon and Mandalay branches. The questionnaire is the primary data collection instrument because it enables the systematic and efficient collection of quantitative data from many respondents, supports the statistical analysis of relationships between variables, and minimizes interviewer bias by providing a standardized set of questions for all respondents (Sekaran & Bougie, 2016). The structured questionnaire used in this study is displayed in Appendix (A).
The questionnaire is administered in both English and Myanmar language versions to ensure that all staff, regardless of their English language proficiency, are able to understand and respond to the survey items accurately. The Myanmar language version of the questionnaire is developed through a careful translation and back-translation process to ensure that the meaning and intent of each item are accurately conveyed in both languages. This bilingual approach is consistent with the data collection methods adopted by Htay Htay (2022) and Chit Moe Lian (2023) in their studies on talent management and employee retention in Myanmar.The questionnaire used in this study was shown in Appendix (A).
The questionnaire is distributed to respondents through two main channels. First, physical copies of the questionnaire are distributed directly to employees at both branches during working hours, with the assistance of branch managers and human resource personnel who facilitate access to employees and encourage participation. Second, an electronic version of the questionnaire is distributed via email and online survey platforms to employees who prefer to complete the survey digitally or who are not available for in-person distribution. Both distribution methods are used to maximize response rates and ensure that all employees have an equal opportunity to participate in the study.
Respondents are given a period of two to three weeks to complete and return the questionnaire, with follow-up reminders sent to non-respondents after one week to encourage participation. Completed questionnaires are collected and reviewed for completeness and accuracy, with incomplete or unusable responses excluded from the final analysis. A total of 82 completed and usable questionnaires were collected, representing a 100% usable response rate from the collected questionnaires.
[bookmark: _Toc232886164]3.3.2 Secondary Data Collection
In addition to primary data collected through the questionnaire survey, this study also utilizes secondary data from a range of sources to support the literature review, theoretical framework, and contextual analysis presented in Chapters 1, 2, and 3. Secondary data sources include academic textbooks, peer-reviewed journal articles, published research papers, organizational documents, and online resources related to talent management, employee retention, and the educational sector in Myanmar. Secondary data are used to develop the theoretical framework and conceptual model of the study, review empirical evidence from previous studies on talent management and employee retention, and provide contextual information about International House Yangon–Mandalay and the Myanmar language school market. 
[bookmark: _Toc232886165]3.4 Ethical Considerations
Ethical considerations are essential to ensure that research is conducted responsibly and that the rights, privacy, and well-being of participants are protected throughout the research process. This study was conducted in accordance with accepted research ethics principles to maintain the integrity, credibility, and trustworthiness of the findings. Participation in the study was entirely voluntary. Prior to completing the questionnaire, respondents were informed of the purpose and objectives of the research and the intended use of the collected information. Respondents were given the opportunity to decide whether to participate and were free to withdraw from the study at any stage without any adverse consequences. No form of coercion or undue influence was applied during the data collection process.
The study was conducted with honesty and academic integrity. Data collected from respondents were used solely for the purpose of this research, and the findings were reported accurately without alteration, manipulation, or misrepresentation. All sources of information were properly acknowledged to ensure compliance with academic standards and to avoid plagiarism. Confidentiality and anonymity were strictly maintained throughout the study. Respondents were not required to provide personal identifying information such as names, employee identification numbers, or contact details. All responses were treated as confidential and were accessible only to the researcher. The collected data were securely stored and used exclusively for academic purposes. Furthermore, the results were presented in aggregate form to ensure that individual respondents could not be identified. These measures were implemented to protect participants' privacy and encourage honest and unbiased responses.
[bookmark: _Toc232886166]CHAPTER IV
[bookmark: _Toc232886167]ANALYSIS OF TALENT MANAGEMENT PRACTICES ON EMPLOYEE RETENTION

This chapter presents the analysis and interpretation of data collected from employees at International House Yangon–Mandalay through a structured questionnaire survey. The chapter is organized into two main sections. Section 4.1 describes the employee survey coverage, while Section 4.2 presents demographic profile of the respondents, section 4.3 presents the statistical analysis and interpretation of results, including reliability testing, descriptive statistics, correlation analysis, and multiple regression analysis used to test the five hypotheses developed in Chapter 2. All statistical analyses were conducted using the Statistical Package for the Social Sciences (SPSS) software.
[bookmark: _Toc232886168]4.1 Coverage of Employee Survey 
      This section presents the response rate and sample size and job category by branch of the sample respondents.
[bookmark: _Toc232886169]4.1.1 Response Rate and Sample Size
A total of 82 completed and usable questionnaires were collected from employees at International House Yangon–Mandalay across both the Yangon and Mandalay branches. All 82 responses were valid with no missing values, representing a 100% usable response rate from the collected questionnaires. This sample size is considered sufficient for the statistical analyses employed in this study, including descriptive statistics, Pearson's correlation analysis, and multiple linear regression analysis with five independent variables.
[bookmark: _Toc232886170]4.1.2 Job Category by Branch
The Distribution of Job Category by Branch is shown in Table (4.1).The majority of respondents — 72 out of 82, or 87.8% — were from the Yangon branch, with the remaining 10 respondents (12.2%) from the Mandalay branch. This distribution reflects the larger workforce size of the Yangon branch relative to Mandalay. In terms of job category, 50 respondents (61.0%) were Teaching staff and 32 respondents (39.0%) were Administrative Staff, reflecting the predominantly teaching-focused nature of the organization's workforce.

Table 4.1: Distribution of Job Category by Branch
	Branch
	Administrative Staff
	Teaching Staff
	Total

	Yangon
	29 (35.4%)
	43 (52.4%)
	72 (87.8%)

	Mandalay
	3 (3.7%)
	7 (8.5%)
	10 (12.2%)

	Total
	32 (39.0%)
	50 (61.0%)
	82 (100%)


Source: Survey Data, 2026

[bookmark: _Toc232886171]4.2 Demographic Characteristics of Respondents
This section presents the distribution of demographic characteristics such as gender, age, education level, monthly income, length of service and position of respondents.

[bookmark: _Toc232886172]4.2.1 Gender 
Table 4.2 shows the gender distribution of respondents. The workforce at International House Yangon–Mandalay is predominantly female. Of the 82 respondents, 73 (89.0%) were female and 9 (11.0%) were male. This gender distribution is consistent with broader trends in the education sector in Myanmar, where female employees represent the majority of the teaching and administrative workforce.

Table 4.2: Distribution of Respondents by Gender
	Gender
	Frequency
	Percent

	Male
	9
	11.0%

	Female
	73
	89.0%

	Total
	82
	100.0%

	Total
	82
	100.0%


[bookmark: _Toc232886173]

4.2.2 Age Group
Table 4.3 displays the respondents by age group. The workforce at International House Yangon–Mandalay is notably young. The majority of respondents — 51 out of 82, or 62.2% — were between 20 and 29 years old, while 29 respondents (35.4%) were between 30 and 39 years old. Only 2 respondents (2.4%) were between 40 and 49 years old. This means that over 97% of respondents were under 40 years of age, painting a picture of a young and relatively early-career workforce.
This finding has important implications for talent management. Younger employees tend to place a strong emphasis on career development opportunities, professional recognition, and a sense of purpose in their work. Organizations that fail to provide these things risk losing their young talent to competitors who do.

Table 4.3: Distribution of Respondents by Age Group
	Age Group
	Frequency
	Percent

	20 to 29 years
	51
	62.2%

	30 to 39 years
	29
	35.4%

	40 to 49 years
	2
	2.4%

	Total
	82
	100.0%


Source: Survey Data, 2026

[bookmark: _Toc232886174]4.2.3 Education Level
Table 4.4 exhibits the distribution of respondents by education level. The majority of respondents held a bachelor’s degree (59 respondents, 72.0%), followed by Master's Degree holders (13 respondents, 15.9%) and Professional Certification holders such as CELTA, DELTA, and TESOL (10 respondents, 12.2%). The presence of professionally certified employees is particularly noteworthy in the language school context, as these qualifications represent a significant investment in professional development and are internationally recognized credentials in the English language teaching profession.

Table 4.4: Distribution of Respondents by Education Level
	Education Level
	Frequency
	Percent

	Bachelor's Degree
	59
	72.0%

	Master's Degree
	13
	15.9%

	Professional Certification (CELTA, DELTA, TESOL,etc)
	10
	12.2%

	Total
	82
	100.0%


Source: Survey Data, 2026


[bookmark: _Toc232886175]4.2.4 Monthly Income
The distribution of monthly income for respondents is presented in Table 4.5. The income distribution shows a bimodal pattern, with the largest groups being respondents earning less than 500,000 MMK (28 respondents, 34.1%) and those earning 1,100,000 MMK and above (34 respondents, 41.5%). Respondents earning between 500,000 and 800,000 MMK comprised 16 respondents (19.5%), while those earning between 800,000 and 1,100,000 MMK comprised 4 respondents (4.9%) respectively. This income distribution reflects the diversity of salary levels across different position levels and job categories within the organization, with lower-income respondents likely representing entry-level administrative staff and higher-income respondents representing senior teaching professionals and managers.

Table 4.5:  Distribution of Respondents by Monthly Income
	Monthly Income (MMK)
	Frequency
	Percent

	Less than 500,000
	28
	34.1%

	500,000 – 800,000
	16
	19.5%

	800,000 – 1,100,000
	4
	4.9%

	1,1000,000 and above
	34
	41.5%

	Total
	82
	100.0%


Source: Survey Data, 2026

[bookmark: _Toc232886176]4.2.5 Length of Service
Table 4.6 presents the distribution of respondent by length of service. The length of service data reveals that the majority of respondents are relatively early in their tenure at International House Yangon–Mandalay. The largest group had been with the organization for 1 to 3 years (36 respondents, 43.9%), followed by those with 3 to 5 years of service (26 respondents, 31.7%). Only 12 respondents (14.6%) had been with the organization for more than 5 years, while 8 respondents (9.8%) had been there for less than a year.
The relatively small proportion of long-tenured employees is a finding worth noting. It suggests that while the organization is successful in attracting employees, retaining them beyond the five-year mark remains a challenge — and one that this study's findings and recommendations directly address.
Table 4.6: Distribution of Respondents by Length of Service
	Length of Service
	Frequency
	Percent

	Less than 1 year
	8
	9.8%

	1 – 3 years
	36
	43.9%

	3 – 5 years
	26
	31.7%

	Over 5 years
	12
	14.6%

	Total
	82
	100.0%


Source: Survey Data, 2026

[bookmark: _Toc232886177]4.2.6 Position Level
Table 4.7 refers to the distribution of respondents by position level. Most of the respondents held Senior Teacher positions (42 respondents, 51.2%), followed by Teacher positions (30 respondents, 36.6%). Managers accounted for 9 respondents (11.0%), while Senior Manager accounted for 1 respondent (1.2%). This distribution reflects the hierarchical structure of the organization and confirms that the majority of survey participants are frontline teaching and administrative professionals — the employees whose retention is most critical to the organization's day-to-day operations and educational quality.

Table 4.7: Distribution of Respondents by Position Level
	Position Level
	Frequency
	Percent

	Teacher
	30
	36.6%

	Senior Teacher
	42
	51.2%

	Manager
	9
	11.0%

	Senior Manager
	1
	1.2%

	Total
	82
	100.0%


Source: Survey Data, 2026

[bookmark: _Toc232886178]4.3 Statistical Analysis and Interpretation of Results
This section presents the results of statistical analysis for talent management practices on employee retention.
[bookmark: _Toc232886179]4.3 .1 Reliability Analysis
Before proceeding with the main analysis, the reliability of each measurement scale was assessed using Cronbach's Alpha coefficient. Reliability testing is an important step in quantitative research because it confirms that the items within each scale are consistently measuring the same underlying concept. A Cronbach's Alpha value of 0.70 or above is considered acceptable, values above 0.80 are considered good, and values above 0.90 are considered excellent.
The results were highly encouraging. All six measurement scales demonstrated excellent internal consistency, with Cronbach's Alpha values ranging from 0.930 to 0.967. These results confirm that the questionnaire items were well-constructed and that respondents interpreted and responded to them in a consistent and meaningful way.

Table 4.8: Results of Reliability Analysis
	No.
	Variable
	No. of Items
	Cronbach's Alpha
	Level

	1
	Talent Attraction and Recruitment (TAR)
	8
	0.930
	Excellent

	2
	Training and Development (TD)
	8
	0.936
	Excellent

	3
	Career Development (CD)
	8
	0.956
	Excellent

	4
	Performance Management (PM)
	12
	0.967
	Excellent

	5
	Rewards and Recognition (RR)
	11
	0.955
	Excellent

	6
	Employee Retention (ER)
	11
	0.953
	Excellent


Source: Survey Data, 2026

[bookmark: _Toc232886180]4.3.2 Descriptive Statistics of Study Variables
The descriptive statistics provide a general picture of how employees at International House Yangon–Mandalay perceive each of the five talent management practices and their own retention intentions. Mean scores are interpreted on a five-point scale where scores between 3.41 and 4.20 indicate a high level of agreement and scores between 4.21 and 5.00 indicate a very high level of agreement, as established in Chapter 3.
(i) 	Overall Mean Values of Study Variables
The results of overall mean for study variables are shown in Table 4.9.
Table 4.9: Results of Overall Mean for Study Variables
	No.
	Variable
	Overall Mean
	Level

	1
	Talent Attraction & Recruitment (TAR)
	3.67
	High

	2
	Training and Development (TD)
	3.73
	High

	3
	Career Development (CD)
	3.52
	High

	4
	Performance Management (PM)
	3.59
	High

	5
	Rewards and Recognition (RR)
	3.44
	Moderate-High

	6
	Employee Retention (ER)
	4.02
	High


Source: Survey Data, 2026 Note: 1.00–1.80 = Very Low; 1.81–2.60 = Low; 2.61–3.40 = Moderate; 3.41–4.20 = High; 4.21–5.00 = Very High

According to Table 4.9, the findings indicate a positive perception of talent management practices at International House Yangon–Mandalay. Mean scores were interpreted using a five-point scale, where scores between 3.41 and 4.20 represent a high level and scores between 2.61 and 3.40 represent a moderate level. All study variables recorded mean scores within the high range, suggesting that employees generally perceive the organization’s talent management practices positively and demonstrate a high level of employee retention.

Training and Development recorded the highest mean score among the five talent management practices (Mean = 3.73). This finding indicates that employees perceive the organization’s training programs, coaching practices, and professional development opportunities favorably. Employees generally believe that training opportunities are accessible, relevant to their jobs, and supportive of their professional growth.

Talent Attraction and Recruitment achieved a high mean score (Mean = 3.67), indicating that employees perceive the organization’s recruitment processes positively. Respondents generally agreed that the organization maintains a good employer reputation, applies fair selection procedures, and provides adequate information during the recruitment process.

Performance Management also recorded a high mean score (Mean = 3.59). Employees generally perceived that performance expectations are clearly communicated, feedback is provided regularly, and performance evaluation processes are conducted fairly and objectively.

Career Development received a high mean score (Mean = 3.52), suggesting that employees generally perceive opportunities for career growth and advancement within the organization. However, the relatively lower mean compared with Training and Development may indicate opportunities for further improvement in career planning, mentoring, and advancement programs.

Rewards and Recognition recorded the lowest mean score among the talent management practices (Mean = 3.44), although it remained within the high range. This finding suggests that employees are generally satisfied with the organization’s reward and recognition practices; however, perceptions regarding salary competitiveness and financial rewards appear relatively less favorable than other talent management dimensions.

Employee Retention recorded the highest overall mean score (Mean = 4.02), indicating that employees generally expressed a strong intention to remain with International House Yangon–Mandalay. This finding reflects a favorable level of commitment and willingness among employees to continue their employment with the organization.

(ii) Mean Values of Each Variable
This section presents the summary statistics and level of agreement for each item within each dimension of the study. The researcher used summary statistics including mean, standard deviation, proportional mean, rank, and level of the scores of respondents for each item and the total degree of each dimension in order to describe the opinions of respondents toward the considered items of talent management practices and employee retention at International House Yangon–Mandalay.
a) Talent Attraction and Recruitment (TAR)
Table 4.10 presents the descriptive statistics of each item for Talent Attraction and Recruitment. 
Table 4.10: Descriptive Statistics of Each Item for Talent Attraction and Recruitment (n=82)
	No.
	Items
	Mean
	Std. Deviation

	TAR1
	I joined with International House because of organization's reputation as great place to work. 
	3.75
	0.860

	TAR2
	I think that International House assures employees for job security within the organization.
	3.57
	0.895

	TAR3
	I see that International House provides attainment of career opportunities and improving experience.
	3.71
	
0.866

	TAR4
	I stay in International House because of its reputation as a good employer.
	3.67
	0.869

	TAR5
	I say that applicants are fully informed of the qualifications needed to carry out the job before they are employed.
	3.68
	0.878

	TAR6
	I find that tests are suitable for the nature and level of the open position to be filled.
	3.67
	0.780

	TAR7
	I see that the organization's selection criteria for all applicants are transparent.
	3.51
	0.900

	TAR8
	I think that the defined interview time is adequate and reasonable.
	3.78
	0.762

	
	Overall
	3.67
	


Source: Survey Data, 2026 

According to the results of Table 4.10, the respondents show a high level of agreement about the Talent Attraction and Recruitment dimension. This indicates that employees at International House Yangon–Mandalay perceive the organization's talent attraction and recruitment practices positively, reflecting a strong employer brand, transparent selection processes, and a structured recruitment experience. The research attributes this result to the nature of the language school industry, where organizational reputation and professional identity play a central role in attracting qualified teaching and administrative professionals. However, the relatively lower score on selection transparency suggests that the organization could further strengthen its recruitment practices by communicating selection criteria more clearly and consistently to all applicants.

b) Training and Development (TD)
Table 4.11 presents the descriptive statistics of each item for Training and Development.

Table 4.11: Descriptive Statistics of Each Item for Training and Development (n=82)
	No.
	Items
	Mean
	Std. Deviation

	TD1
	I am provided with full information by the supervisor to execute the task.
	3.81
	0.773

	TD2
	I get my supervisor to check the process of my work's plan on a regular basis.
	3.72
	0.676

	TD3
	I receive feedback from my supervisor about areas for change.
	3.76
	0.793

	TD4
	I am encouraged by my supervisor to consider new alternatives and seek them successfully.
	3.71
	0.839

	TD5
	I have opportunities to learn and improve for my job through various training programs in International House.
	3.78
	0.759

	TD6
	I see International House gives equal opportunity to all employees for attending training.
	3.83
	0.770

	TD7
	I feel that training provides opportunities for career development.
	3.77
	0.735

	TD8
	I and all employees get opportunities to participate and discuss in identifying their training needs.
	3.43
	1.000

	
	Overall
	3.73
	


Source: Survey Data, 2026 
The results show that respondents' opinions toward all items of Training and Development fall within the high level of agreement, with Training and Development recording the overall mean of 3.73. This indicates that International House Yangon–Mandalay makes meaningful efforts to develop its employees through coaching, structured training programs, and career-linked learning opportunities. However, the lower score on employee participation in training needs identification suggests that a more collaborative and needs-driven approach to training planning could further strengthen employees' sense of ownership over their professional growth.


c) Career Development (CD)
Table 4.12 presents the descriptive statistics of each item for Career Development.

Table 4.12: Descriptive Statistics of Each Item for Career Development (n=82)
	No.
	Items
	Mean
	Std. Deviation

	CD1
	I have a clear understanding of my career path and future career progression within International House.
	3.51
	0.890

	CD2
	I acquire the information needs to carry out the necessary effort from my supervisors.
	3.54
	0.768

	CD3
	I see that every employee receives a well-structured career planning program at International House.
	3.46
	0.887

	CD4
	I agree that career plan enhances employee commitment to International House.
	3.63
	0.877

	CD5
	I see that employee career development programs have been put in place in International House.
	3.46
	0.941

	CD6
	I feel that employee career development programs offered are linked to each employee's career needs.
	3.41
	0.896

	CD7
	I had opportunities at work to learn and grow for my career in the past years.
	3.77
	0.809

	CD8
	I realize that International House has provision of career mentors.
	3.37
	0.929

	
	Overall
	3.52
	


Source: Survey Data, 2026 

The results show that respondents' opinions toward all items of Career Development fall within the high level of agreement. This indicates that while employees acknowledge the practical growth opportunities available within the organization, the comparatively lower scores on career mentoring (CD8) and the personalization of career development programs (CD6) suggest that structured and individualized career development pathways are not yet consistently experienced across the workforce. The research attributes this result to the relatively informal nature of career planning in language schools, where professional growth often occurs through day-to-day teaching experience rather than through formalized career management systems.
d) Performance Management (PM)
Table 4.13 presents the Descriptive Statistics of Each Item for Performance Management.

Table 4.13: Descriptive Statistics of Each Item for Performance Management (n=82)
	No.
	Items
	Mean
	Std. Deviation

	PM1
	I know International House's annual goals and objectives clearly.
	3.56
	0.904

	PM2
	I understand the specific responsibilities and results expected from me in achieving International House’s goals.
	3.79
	0.808

	PM3
	My performance goals are clearly defined and measurable.
	3.74
	0.816

	PM4
	International House provides necessary resources and tools to achieve performance targets.
	3.52
	0.943

	PM5
	I receive regular feedback on my performance from my supervisor.
	3.72
	0.816

	PM6
	Performance monitoring and evaluation promote career planning and job-related information.
	3.59
	0.848

	PM7
	My supervisor provides guidance and support for my professional development.
	3.68
	0.921

	PM8
	Performance assessment is based on individual competencies in this organization.
	3.62
	0.822

	PM9
	International House's performance evaluation system is objective and fair.
	3.36
	1.002

	PM10
	Performance evaluation results are used to support my professional development.
	3.52
	0.847

	PM11
	I am satisfied with the performance appraisal process at International House.
	3.39
	0.894

	PM12
	The performance evaluation system helps identify my strengths and areas for improvement.
	3.56
	0.862

	
	Overall
	3.59
	


Source: Survey Data, 2026
 
The results show that respondents' opinions toward all items of Performance Management fall within the high level of agreement, with an overall dimension mean of 3.59. This indicates that employees at International House Yangon–Mandalay generally perceive the organization's performance management practices — including goal-setting, feedback mechanisms, and supervisory support — positively. However, the relatively lower score on the fairness and objectivity of the evaluation system (PM9) suggests that while employees understand what is expected of them, they are less certain that performance is assessed consistently and equitably across the organization. The research attributes this to the inherently subjective nature of teaching quality assessment, where evaluation criteria and observation standards may not always feel uniformly applied.
e) Rewards and Recognition (RR)
Table 4.14 presents the descriptive statistics each item for Rewards and Recognition.
Table 4.14: Descriptive Statistics of Each Item for Rewards and Recognition (n=82)
	No.
	Items
	Mean
	Std. Deviation

	RR1
	I believe the salary offered by International House is competitive to market rates.
	3.07
	1.236

	RR2
	International House provides fair and equitable pay to all employees.
	3.22
	1.130

	RR3
	Salary growth is based on competency and performance.
	3.61
	0.968

	RR4
	International House offers attractive benefits packages (insurance, loans, etc.).
	3.37
	1.126

	RR5
	The compensation system motivates me to perform better.
	3.49
	1.078

	RR6
	International House recognizes and rewards good performance.
	3.20
	1.177

	RR7
	I receive recognition from my supervisor for my contributions.
	3.71
	0.978

	RR8
	International House has effective non-monetary recognition programs.
	3.30
	1.136

	RR9
	Recognition programs enhance my motivation and engagement.
	3.79
	0.893

	RR10
	International House celebrates employee achievements and milestones.
	3.52
	1.033

	RR11
	Performance-based incentives are distributed fairly.
	3.36
	1.068

	
	Overall
	3.44
	


Source: Survey Data, 2026  
The results show that respondents' opinions toward Rewards and Recognition items are distributed across moderate and high levels of agreement, making this the only dimension where items fall below the high threshold. Rewards and Recognition recorded the lowest overall mean of 3. 421.The respondents show a moderate-to-high level of agreement of 68.42% about the Rewards and Recognition dimension. This indicates that while employees value the informal recognition they receive from their supervisors, they are considerably less satisfied with the organization's formal compensation and recognition systems. The notably low score on salary competitiveness (RR1) and formal organizational recognition (RR6), suggests that employees feel their financial contributions are not fully acknowledged relative to the broader labor market. The research attributes this pattern to the resource constraints commonly faced by private educational institutions in Myanmar, where salary structures may not always keep pace with market rates despite employees' strong professional commitment.
f) Employee Retention (ER)
Table 4.15 presents the descriptive statistics of each item for Employee Retention.

Table 4.15 Descriptive Statistics of Each Item for Employee Retention.
(n=82)
	No.
	Items
	Mean
	Std. Deviation

	ER1
	I intend to stay with International House for the foreseeable future.
	3.96
	0.883

	ER2
	I rarely think about looking for a new job with another organization.
	3.65
	1.090

	ER3
	I plan to build my long-term career with International House.
	3.76
	0.970

	ER4
	I would recommend International House as a great place to work to my friends and family.
	3.99
	0.913

	ER5
	I am satisfied with my decision to work for International House.
	4.18
	0.846

	ER6
	I feel emotionally attached to International House.
	4.05
	0.877

	ER7
	International House has a great deal of personal meaning for me.
	4.11
	0.834

	ER8
	I feel a strong sense of belonging to International House.
	3.98
	0.861

	ER9
	I am proud to tell others that I work for International House.
	4.16
	0.838

	ER10
	I really care about the future of International House.
	4.27
	0.766

	ER11
	International House's values align with my personal values.
	4.13
	0.828

	
	Overall
	4.02
	


Source: Survey Data, 2026  
The results show that respondents' opinions toward all items of Employee Retention fall within the high level of agreement, with an overall dimension mean of 4.02. This indicates that employees at International House Yangon–Mandalay demonstrate a genuine emotional connection to the organization, as reflected in the higher scores on items related to organizational pride and personal meaning (ER10, ER9, ER7). However, the comparatively lower scores on behavioral intention to stay (ER2) and long-term career commitment (ER3).

[bookmark: _Toc232886181]4.3.3 Correlation Analysis
Before conducting the regression analysis, Pearson's correlation analysis was performed to examine the relationships between each talent management practice and employee retention, as well as the relationships among the talent management practices themselves. The results of SPSS output are shown in Appendix (B).
(i)Correlation Between Talent Management Practices and Employee Retention 
The results of the correlation between talent management practices and employee retention are shown in Table 4.16.

Table 4.16: Correlation Coefficient between Talent Management Practices and Employee Retention
	Variable
	Correlation with ER (r)
	P -Value

	Talent Attraction & Recruitment (TAR)
	0.573***
	.000

	Training and Development (TD)
	0.635***
	.000

	Career Development (CD)
	.654***
	.000

	Performance Management (PM)
	.603***
	.000

	Rewards and Recognition (RR)
	.562***
	.000


**. Correlation is significant at the 0.01 level (2-tailed) Dependent Variable: Employee Retention (ER) Source: Survey Data, 2026
As shown in Table 4.11, all five talent management practices demonstrated fair positive correlations with employee retention, and all correlations were statistically significant at the 1% level. This means that employees who perceive any of the five talent management practices more positively are also more likely to intend to remain with the organization. This finding provides preliminary support for all five hypotheses and confirms that talent management practices and employee retention are meaningfully connected at International House Yangon–Mandalay. Among the five practices, career development showed the strongest bivariate correlation with employee retention, followed closely by training and development, performance management, talent attraction and recruitment, and rewards and recognition. 
Talent Attraction and Recruitment (TAR) and Employee Retention (ER): The correlation between talent attraction and recruitment and employee retention was positive and statistically significant (r = 0.573, p < 0.01), indicating a positive relationship. This result suggests that employees who perceive the organization’s employer brand, selection processes, and transparency of recruitment criteria more favorably are significantly more likely to demonstrate higher levels of retention intention. 
Training and Development (TD) and Employee Retention (ER): The correlation between training and development and employee retention was positive and statistically significant (r = 0.635, p < 0.01), indicating a high positive relationship. This result suggests that employees who perceive the organization’s training programs, coaching practices, and professional development opportunities more positively are significantly more likely to intend to remain with International House Yangon–Mandalay. 
Career Development (CD) and Employee Retention (ER): The correlation between Career Development and Employee Retention was positive and statistically significant (r = 0.654, p < 0.01), indicating a strong positive relationship. This result suggests that employees who perceive the organization’s career development programs, career planning support, and advancement opportunities more favorably are more likely to demonstrate higher levels of retention intention. Among the five talent management dimensions, Career Development exhibited the strongest bivariate relationship with Employee Retention. 
Performance Management (PM) and Employee Retention (ER): The correlation between performance management and employee retention was positive and statistically significant (r = 0.603, p < 0.01). This result suggests that employees who perceive the organization’s performance evaluation systems, feedback mechanisms, and goal-setting processes more favorably are significantly more likely to intend to remain with the organization. 
Rewards and Recognition (RR) and Employee Retention (ER): The correlation between rewards and recognition and employee retention was positive and statistically significant (r = 0.562, p < 0.01), indicating a moderate positive relationship. This result suggests that employees who perceive the organization's compensation packages, salary competitiveness, and non-financial recognition programs more favorably are more likely to demonstrate higher levels of employee retention. The finding implies that effective rewards and recognition practices contribute to employees' willingness to remain with International House Yangon–Mandalay. 

(ii) Correlation Among  Independent Variables:
The correlation matrix among the five talent management practices is presented in Table 4.17. 
Table 4.17: Correlation Coefficient  Matrix of Talent Management Practices
	Variable
	TAR
	TD
	CD
	PM
	RR

	TAR
	1
	
	
	
	

	TD
	.580***
	1
	
	
	

	CD
	.499***
	.0.656***
	1
	
	

	PM
	.409***
	.608***
	.711***
	1
	

	RR
	.477***
	.635***
	.743***
	.721***
	1


***. Correlation is significant at the 0.01 level (2-tailed) Source: Survey Data, 2026
All five practices are positively and significantly correlated with each other at the 0.01 significance level, reflecting the integrated nature of talent management practices within the organizational context of International House Yangon–Mandalay. The highest correlation is observed between rewards and recognition and career development (r = 0.743, p < 0.01). When two practices are so closely related in employees' perceptions, it becomes difficult to separate their individual contributions to retention in a statistical model.

[bookmark: _Toc232886182]4.3.5	Regression Analysis of Talent Management Practices on Employee Retention
 A multiple linear regression model was conducted in this section, specifying employee retention (ER) as the dependent variable and talent attraction and recruitment (TAR), training and development (TD), career development (CD), performance management (PM), and rewards and recognition (RR) as the independent variables. The results of multiple regression analysis are shown in Appendix  (C).To conduct the regression analysis, the adequacy of the model was checked in this study.
(i) Checking for Model Adequacy
To check whether the residuals are normally distributed, a histogram and a Normal P-P plot were displayed in Appendix (D). As stated in the histogram, it can be concluded that the normality assumption appears to be generally reasonable. In the normal P-P plot of standardized residuals, it can be seen that the plots of the residuals for the dependent variable fit the expected pattern well enough to indicate a relatively normal distribution. The scatter plot of residuals against the predicted values was shown in Appendix (D). This plot shows no clear relationship between residuals against the predicted values. It can be seen that the points are scattered and there is no obvious pattern. So, there is no reason to doubt the linearity assumptions and homoscedasticity. In general, multicollinearity is not considered a significant problem unless the VIF (Variance Inflation factor) of a Single  measures at least 10, or the sum of the VIF’s for all  is at least 10. In this study, VIF’s value for each  measures are not greater than10 (see Table 4.20). Therefore, there is no multicollinearity among independent variables.

(ii) Model Summary 
The results of model summary are presented in Table 4.18. 
Table 4.18: Results of Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of Estimate

	1
	.747
	.558
	.529
	.396


Predictors: (Constant), RR, TD, TAR, PM, CD Dependent Variable: Employee Retention (ER) Source: Survey Data, 2026
The regression model demonstrated an excellent fit, with an R value of 0.836 and an R-square value of 0.699, indicating that the five talent management practices collectively explained 55.8% of the variance in employee retention at International House Yangon–Mandalay. The adjusted R-square value of 0.529 confirms the strong explanatory power of the model after accounting for the number of independent variables. The standard error of estimate is 0.396 which is the dispersion of observed values around the line of regression. 

(iii) Analysis of Variance
Table 4.19 shows the results of Analysis of Variance (ANOVA). 
Table 4.19: ANOVA Results
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Regression
	15.078
	5
	3.016
	19.192
	.000

	Residual
	11.942
	76
	.157
	
	

	Total
	27.020
	81
	
	
	


Dependent Variable: Employee Retention (ER) Predictors: (Constant), RR, TD, TAR, PM, CD Source: Survey Data, 2026
The ANOVA results confirmed that the overall regression model was statistically significant (F = 19.192, p < 0.001), indicating that the five talent management practices collectively have a significant effect on employee retention at International House Yangon–Mandalay. This result validates the overall model and supports the examination of individual hypothesis testing.

(iv)	Regression Coefficients and Hypothesis Testing
The regression coefficients for each independent variable are presented in Table 4.20. 
Table 4.20: Regression Coefficients
	Variable
	Unstandardized Coefficients
	Unstandardized Coefficients 
Beta
	t
	Sig.
	Collinearity Statistic
VIF

	
	B
	Std. Error
	
	
	
	

	(Constant)
	.265
	.342
	
	2.633
	.010
	

	TAR 
	.281**
	.108
	.249
	2.603
	.011
	1.58

	TD 
	.204*
	.111
	.212
	1.848
	.068
	2.26

	CD 
	.251**
	.117
	.277
	2.143
	.035
	2.87

	PM 
	.167*
	.096
	.211
	1.744
	.085
	2.51

	RR
	-.045
	.116
	-.049
	-.386
	.701
	2.82


Dependent Variable: Employee Retention (ER) *** Significant at 1% level; ** Significant at 5% level; * Significant at 10% level Source: Survey Data, 2026
The coefficient of Talent attraction and recruitment (TAR) is statistically significant at the 5% level, and it has a positive effect on employee retention. It emerged as the second most influential factor on employee retention, with the second largest standardized beta coefficient (0.249) among all significant predictors. This finding confirms that the way International House Yangon–Mandalay attracts and selects its employees plays a foundational role in shaping their long-term commitment to the organization. When employees join through a fair, transparent, and well-managed recruitment process and feel that they genuinely fit the organization’s culture and values, they are significantly more likely to stay.
H1 is accepted: Talent attraction and recruitment have a significant positive relationship with employee retention at International House Yangon–Mandalay.
The coefficient of Training and Development (TD) is statistically significant at the 10% level, and it has a positive effect on employee retention. It emerged as the third most influential factor on employee retention, with the third largest standardized beta coefficient (0.212) among all significant predictors. This finding confirms that employees who feel that the organization genuinely invests in their professional growth — through coaching, training programs, and development opportunities — are more likely to remain with International House Yangon–Mandalay. In a language school context where continuous professional development is both expected and valued, this finding is particularly meaningful.
H2 is accepted: Training and development have a significant positive relationship with employee retention at International House Yangon–Mandalay.
The coefficient of Career Development statistically significant at 5% level and it has positive effect on employee retention. It emerged as the most influential factor on employee retention, with the largest standardized beta coefficient (0.277) among all significant predictors. This finding confirms that employees who can see a clear and supported path forward within the organization are significantly more likely to stay. What makes this result particularly noteworthy is that Career Development emerged as the strongest driver of employee retention in this study, despite being rated lower than most other practices — a clear signal that employees value career growth deeply, even when they feel it is not yet fully delivered. The relatively lower satisfaction with career mentoring and the personalization of development programs suggests that targeted improvements in this area could yield the greatest gains in employee retention among all talent management practices examined.
H3 is accepted: Career development have a significant independent relationship with employee retention at International House Yangon–Mandalay in the presence of other talent management practices.
The coefficient of Performance Management (PM) is statistically significant at 10% level and it has positive effect on employee retention. It was found to have the third most significant positive effect on employee retention, with the smallest standardized beta coefficient (0.211) among all significant predictors. This finding confirms that employees who experience fair, transparent, and constructive performance evaluation processes are significantly more likely to remain with the organization. When employees feel that their performance is evaluated objectively, that feedback is delivered respectfully and constructively, and that evaluation results are used to support their development, they are more likely to feel valued and committed to staying.
H4 is accepted: Performance management has a significant positive relationship with employee retention at International House Yangon–Mandalay.
The coefficient of rewards and recognition is not statistically significant and it does not affect on employee retention. This finding suggests that career development's influence on retention operates through its close relationship with rewards and recognition and that the two practices are so intertwined in employees' perceptions that it is difficult to separate their individual contributions in a statistical model.
H5 is rejected: Rewards and Recognition does not have a statistically significant relationship with employee retention at International House Yangon–Mandalay.


[bookmark: _Toc232886183]CHAPTER V
[bookmark: _Toc232886184]CONCLUSION

This chapter presents the findings and discussions, suggestions, and recommendations, and needs for further research arising from this study on the impact of talent management practices on employee retention at International House Yangon–Mandalay. 

[bookmark: _Toc232886185]5.1 Findings and Discussions
This study examined how talent management practices influence employee retention at International House Yangon–Mandalay. The study had three specific objectives: to examine the collective influence of talent management practices on employee retention, to analyze the relationship between individual dimensions of talent management practices and employee retention, and to identify which talent management practices most significantly affect employee retention at International House Yangon–Mandalay.
To achieve these objectives, 82 staff from the Yangon and Mandalay branches of International House Yangon–Mandalay were surveyed regarding their perceptions of five talent management practices — Talent Attraction and Recruitment, Training and Development, Career Development, Performance Management, and Rewards and Recognition — as well as their intention to remain with the organization. All five talent management practices demonstrated fair positive correlations with employee retention. The analysis indicates that employees who perceive any of the five talent management practices in a more favorable manner exhibit a significantly greater propensity to express intentions of organizational retention. This relationship underscores the critical role of talent management practices in shaping employees’ attitudinal commitment and highlights their potential as strategic levers for sustaining workforce stability.
The study found that Talent Attraction and Recruitment is a positive and significant relationship with employee retention at International House Yangon–Mandalay. In the language school context, employees who are attracted to International House Yangon–Mandalay because of its educational reputation and alignment with their professional values are more likely to develop a sense of belonging and organizational commitment. This finding is consistent with the study of Chit Moe Lian (2023), who found that talent attraction and recruitment significantly influenced employee retention among employees of KBZ Bank. The result suggests that employees are more likely to remain with an organization when recruitment processes are transparent, fair, and aligned with organizational values. Although the present study was conducted in the education sector rather than the banking sector, the findings indicate that effective recruitment practices remain an important factor influencing employee retention across different organizational contexts in Myanmar.
Training and Development was also found to have a positive and significant relationship with employee retention. This finding highlights the importance of continuous learning within educational institutions. Employees are more likely to remain with an organization when they feel that their skills are developing, and that the organization is investing in their professional growth. In the language school environment, ongoing training in teaching methodologies, classroom practices, and educational technologies helps employees remain effective and engaged in their roles.
The finding is also consistent with the studies of Hsu Nandar Aung (2022) and Htay Htay (2022), both of whom reported that training and development positively influenced employee retention. The results reinforce the view that employees value organizations that invest in their professional growth and provide opportunities to enhance their skills and competencies. In the context of International House Yangon–Mandalay, continuous professional development appears to strengthen employees’ commitment to remain with the organization. 
Career Development emerged as the most influential predictor of employee retention in the regression analysis. Employees who perceived stronger opportunities for career growth, advancement, and long-term professional progression were significantly more likely to remain with the organization. This finding indicates that career development is a critical retention mechanism at International House Yangon–Mandalay. Employees appear to value not only immediate job satisfaction but also the possibility of building a long-term career within the organization. Clear career pathways, mentoring, promotion opportunities, and leadership development therefore play an important role in encouraging employees to stay. In the language school context, visible progression opportunities — such as advancement from Teacher to Senior Teacher or Academic Manager — may strengthen employees’ commitment and reduce turnover intentions. This finding is consistent with the results reported by Chit Moe Lian (2023) and Htay Htay (2022), who found that career development opportunities significantly contributed to employee retention. Employees who perceive clear career pathways and advancement opportunities are more likely to remain with their organizations because they can envision long-term professional growth. The result highlights the importance of structured career planning and advancement opportunities in retaining talented employees within educational institutions.
Performance Management was found to have a positive and significant influence on employee retention. Employees who perceived performance evaluation systems as fair, objective, and constructive were more likely to remain with the organization. This finding suggests that effective performance management does more than assess employee performance; it also builds trust, clarifies expectations, and supports professional development. In educational institutions, where teaching quality is regularly reviewed and feedback is essential for improvement, fair and supportive performance management practices can strengthen employees’ sense of value and organizational attachment. The finding supports the results of Hsu Nandar Aung (2022), who reported that performance management positively influenced employee retention. Fair performance evaluation systems, constructive feedback, and transparent performance expectations help employees feel supported and valued. Consequently, effective performance management strengthens organizational commitment and encourages employees to remain with the organization.
The study found that Rewards and Recognition does not have a statistically significant effect on employee retention when other talent management practices are considered simultaneously. This finding suggests that compensation and recognition alone may not be sufficient to influence employees’ decisions to remain with the organization. Employees may value rewards and recognition, but factors such as career growth, recruitment fit, development opportunities, and performance management appear to play a more central role in retention decisions at International House Yangon–Mandalay. At the same time, the descriptive analysis showed that Rewards and Recognition received the lowest mean score among the five talent management dimensions. This indicates that there is still room for improvement in compensation competitiveness, appreciation practices, and recognition programs. 
Overall, the findings indicate that Career Development emerged as the most influential predictor of employee retention, followed by Talent Attraction and Recruitment, Training and Development, and Performance Management. These findings generally support previous Myanmar studies on talent management and employee retention, particularly those conducted by Htay Htay (2022), Hsu Nandar Aung (2022), and Chit Moe Lian (2023). However, unlike some previous studies, Rewards and Recognition did not have a significant influence on employee retention in the present study. This suggests that employees at International House Yangon–Mandalay may place greater emphasis on professional growth, career advancement, and organizational support than on reward-related factors when making decisions about remaining with the organization. The overall findings confirm that talent management practices play a meaningful role in shaping employee retention at International House Yangon–Mandalay. Employees who perceive recruitment processes, development opportunities, career growth, performance management systems, and recognition practices positively are generally more likely to remain with the organization. This is particularly important in the language school context, where the quality and continuity of teaching and administrative staff directly affect educational quality and organizational stability.

[bookmark: _Toc232886186]5.2 Suggestions and Recommendations 
Based on the findings of this study, several recommendations are proposed for International House Yangon–Mandalay to strengthen employee retention through effective talent management practices.
First, management should place greater emphasis on career development initiatives, as Career Development emerged as the strongest predictor of employee retention. The organization should establish clear career pathways, promotion criteria, career planning discussions, and mentoring programs to help employees visualize long-term growth opportunities within the organization. Second, the organization should continue strengthening its talent attraction and recruitment practices. Recruitment processes should remain transparent, objective, and aligned with organizational values. Management should ensure that job applicants receive realistic information about job responsibilities and career prospects, thereby improving person–organization fit and reducing future turnover. Third, International House Yangon–Mandalay should continue investing in training and development programs. Regular professional development workshops, teaching methodology training, coaching programs, and skill enhancement opportunities should be provided to support employee growth and maintain high educational standards. Fourth, the organization should further enhance its performance management system by ensuring fair performance evaluations, regular feedback sessions, and clear performance expectations. Constructive feedback and performance discussions can help employees understand their strengths and areas for improvement while increasing motivation and commitment.
Although Rewards and Recognition did not significantly influence employee retention in the regression analysis, management should not disregard its importance. The relatively lower mean score suggests that there is room for improvement in compensation and recognition practices. The organization may consider strengthening non-financial recognition programs, employee appreciation initiatives, and reward mechanisms to improve employee satisfaction and morale. Finally, management should adopt an integrated talent management approach that combines effective recruitment, career development, training opportunities, performance management, and employee recognition. Such an approach can contribute to long-term employee retention and organizational sustainability.

[bookmark: _Toc232886187]5.3 Needs for Further Research
This study was limited to employees of International House Yangon–Mandalay and focused only on five dimensions of talent management practices. Therefore, future studies may expand the scope by including additional educational institutions, language schools, or private education organizations in Myanmar.
Future researchers may also examine other factors influencing employee retention, such as organizational culture, leadership style, employee engagement, job satisfaction, work-life balance, and organizational commitment. Including these variables may provide a more comprehensive understanding of employee retention.
In addition, future studies may employ qualitative or mixed-method research approaches to gain deeper insights into employees’ experiences and perceptions regarding talent management practices. Comparative studies across different industries may also provide valuable insights into how talent management practices influence employee retention in various organizational contexts.
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Survey Questionnaire

THE IMPACT OF TALENT MANAGEMENT PRACTICES ON EMPLOYEE RETENTION AT INTERNATIONAL HOUSE YANGON–MANDALAY

Dear Sir/Madam,
I am conducting a survey on "The Impact of Talent Management Practices on Employee Retention at International House, Yangon–Mandalay". This questionnaire is designed to collect information on how likely International House employees are perceived on that of talent management practices relating to employee retention. It would be kind of you if you could please get involved in the survey by answering the questions.
Thank you for sharing the valuable time to fill out this questionnaire.

PART I: Demographic Profile of Respondents
(Please circle the numbers representing the most appropriate responses for you in respect of the following items.)
1. Which branch are you working?
1 Yangon
2 Mandalay
2. Which job category are you?
1 Teaching Staff
2 Administrative Staff
3. Which gender are you?
1 Male
2 Female
4. What is your age?
1 20 to 29 years
2 30 to 39 years
3 40 to 49 years
4 50 years and above
5. Level of Education
1 Bachelor's Degree
2 Master's Degree
3 Professional Certification (CELTA, DELTA, TESOL, etc.)
4 PhD
6. Monthly Income
1 Below 500,000 MMK
2 500,000 – 800,000 MMK
 	3 800,000 – 1,100,000 MMK
4 1,100,000 MMK and above

7. Length of Service at International House
1 Less than 1 year
2 1 – 3 years
3 3 – 5 years
4 Over 5 years
8. Position Level
1  Teacher 
2  Senior Teacher
3  Manager
4 Senior Manager















PART II: Descriptive Analysis of Talent Management Practices and Employee
 Retention
Please tick (√) how much you agree with the importance of each of the following factor.
Scales:
· 1: Strongly Disagree
· 2: Disagree
· 3: Neutral
· 4: Agree
· 5: Strongly Agree

1. TALENT MANAGEMENT PRACTICES
(a) Talent Attraction and Recruitment
	No.
	Statement
	1
	2
	3
	4
	5

	1
	I joined with International House because of organization's reputation as great place to work.
	
	
	
	
	

	2
	I think that International House assures employees for job security within the organization.
	
	
	
	
	

	3
	I see that International House provides attainment of career opportunities and improving experience.
	
	
	
	
	

	4
	I stay in International House because of its reputation as a good employer.
	
	
	
	
	

	5
	I say that applicants are fully informed of the qualifications needed to carry out the job before they are employed.
	
	
	
	
	

	6
	I find that tests are suitable for the nature and level of the open position to be filled.
	
	
	
	
	

	7
	I see that the organization's selection criteria for all applicants are transparent.
	
	
	
	
	

	8
	I think that the defined interview time is adequate and reasonable.
	
	
	
	
	





(b) Training and development
	No.
	Statement
	1
	2
	3
	4
	5

	9
	I am provided with full information by the supervisor to execute the task.
	
	
	
	
	

	10
	I get my supervisor check the process of my work's plan on a regular basis.
	
	
	
	
	

	11
	I receive feedback from my supervisor about areas for change.
	
	
	
	
	

	12
	I am encouraged by my supervisor to consider new alternatives and seek them successfully.
	
	
	
	
	

	13
	I have opportunities to learn and improve for my job through various training programs in International House.
	
	
	
	
	

	14
	I see International House gives equal opportunity to all employees for attending training.
	
	
	
	
	

	15
	I feel that training provides opportunities for career development.
	
	
	
	
	

	16
	I and all employees get opportunities to participate and discuss in identifying their training needs.
	
	
	
	
	



(c) Career Development
	No.
	Statement
	1
	2
	3
	4
	5

	17
	I have a clear understanding of my career path and future career progression within International House.
	
	
	
	
	

	18
	I acquire the information needs to carry out the necessary effort from my supervisors.
	
	
	
	
	

	19
	I see that every employee receives a well-structured career planning program at International House.
	
	
	
	
	

	20
	I agree that career plan enhances employee commitment to International House.
	
	
	
	
	

	21
	I see that employee career development programs have been put in place in International House.
	
	
	
	
	

	22
	I feel that employee career development programs offered are linked to each employee's career needs.
	
	
	
	
	

	23
	I had opportunities at work to learn and grow for my career in the past years.
	
	
	
	
	

	24
	I realize that International House has provision of career mentors.
	
	
	
	
	



(d) Performance Management
	No.
	Statement
	1
	2
	3
	4
	5

	25
	I know International House's annual goals and objectives clearly.
	
	
	
	
	

	26
	I understand the particular outputs I must deliver to meet International House's goals.
	
	
	
	
	

	27
	My performance goals are clearly defined and measurable.
	
	
	
	
	

	28
	International House provides necessary resources and tools to achieve performance targets.
	
	
	
	
	

	29
	I receive regular feedback on my performance from my supervisor.
	
	
	
	
	

	30
	Performance monitoring and evaluation promote career planning and job-related information.
	
	
	
	
	

	31
	My supervisor provides guidance and support for my professional development.
	
	
	
	
	

	32
	Performance assessment is based on individual competencies in this organization.
	
	
	
	
	

	33
	International House's performance evaluation system is objective and fair.
	
	
	
	
	

	34
	Performance evaluation results are used to support my professional development.
	
	
	
	
	

	35
	I am satisfied with the performance appraisal process at International House.
	
	
	
	
	

	36
	The performance evaluation system helps identify my strengths and areas for improvement.
	
	
	
	
	





(e) Rewards and recognition
	No.
	Statement
	1
	2
	3
	4
	5

	37
	I believe the salary offered by International House is competitive to market rates.
	
	
	
	
	

	38
	International House provides fair and equitable pay to all employees.
	
	
	
	
	

	39
	Salary growth is based on competency and performance.
	
	
	
	
	

	40
	International House offers attractive benefits packages (insurance, loans, etc.).
	
	
	
	
	

	41
	The compensation system motivates me to perform better.
	
	
	
	
	

	42
	International House recognizes and rewards good performance.
	
	
	
	
	

	43
	I receive recognition from my supervisor for my contributions.
	
	
	
	
	

	44
	International House has effective non-monetary recognition programs.
	
	
	
	
	

	45
	Recognition programs enhance my motivation and engagement.
	
	
	
	
	

	46
	International House celebrates employee achievements and milestones.
	
	
	
	
	

	47
	Performance-based incentives are distributed fairly.
	
	
	
	
	



2. EMPLOYEE RETENTION
	No.
	Statement
	1
	2
	3
	4
	5

	48
	I intend to stay with International House for the foreseeable future.
	
	
	
	
	

	49
	I rarely think about looking for a new job with another organization.
	
	
	
	
	

	50
	I plan to build my long-term career with International House.
	
	
	
	
	

	51
	I would recommend International House as a great place to work to my friends and family.
	
	
	
	
	

	52
	I am satisfied with my decision to work for International House.
	
	
	
	
	

	53
	I feel emotionally attached to International House.
	
	
	
	
	

	54
	International House has a great deal of personal meaning for me.
	
	
	
	
	

	55
	I feel a strong sense of belonging to International House.
	
	
	
	
	

	56
	I am proud to tell others that I work for International House.
	
	
	
	
	

	57
	I really care about the future of International House.
	
	
	
	
	

	58
	International House's values align with my personal values.
	
	
	
	
	



Thank you very much for your participation!
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	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	15.078
	5
	3.016
	19.192
	.000b

	
	Residual
	11.942
	76
	.157
	
	

	
	Total
	27.020
	81
	
	
	

	a. Dependent Variable: 6

	b. Predictors: (Constant), 5, 1, 2, 4, 3




	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.899
	.342
	
	2.633
	.010
	
	

	
	1
	.281
	.108
	.249
	2.603
	.011
	.633
	1.580

	
	2
	.204
	.111
	.212
	1.848
	.068
	.442
	2.263

	
	3
	.251
	.117
	.277
	2.143
	.035
	.348
	2.873

	
	4
	.167
	.096
	.211
	1.744
	.085
	.399
	2.507

	
	5
	-.045
	.116
	-.049
	-.386
	.701
	.354
	2.823

	a. Dependent Variable: 6
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