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ABSTRACT

Retention of key employees is critical to the Idagn health and success of any organization an@masged to
be big challenge to human resource practitionens. gresent study has tried to examine the emplayeever intentions
in the organization and the role of important oigation management factors in employee retentiove hglso been
assessed. The study has also investigated théonship between the antecedents of employee retemtind turnover
intentions of employees. It has been observed niggority of the respondents have given higher mealones above
average to all the components of employee reterttitnHR practices have been emerged to be the mmsirtant
determinant. The results showed that the meanrdift@ among various experience groups have beard fta be
significant for factor leadership, between marraaa unmarried respondents have been found to Inéfisamt for the
components HR practices, leadership and organizatidture, educational qualification for HR praesicand leadership
and income for factors HR practices, leadershipagdnizational culture. A negative relationshig baen noted between

majority of the antecedents of employee retentimhtarnover intentions.
KEYWORDS: Employee Retention, Employee Turnover IntentiorgaDization Culture, Job Satisfaction, Leadership
INTRODUCTION AND LITERATURE REVIEW

The human resources of any organization give cathgetdvantage to the organization as they cartstithe
intellectual, social and psychological capital. Eaver, the unprecedented changes i.e. rapidly epgrglobalization,
accelerating technological advances, increased etitigm have necessitated the present day orgamizato attract and
retain high quality employees. The studies haventeg that in the rapidly expanding global econang to keep pace
with technological advances a workforce with robinstitutional knowledge is required (Benko and Weirg, 2007;
Becker, 2007; The Future of Work 2020, 200iMe analysis of the costs of employee turnoverelsas labor shortages
across the globe have drawn the attention of tlyarozations to primarily deal with problem of emyde retention
(Hinkin and Tracey, 2000¥or the past few decades, employee retention laadurnover intentions of employees has
emerged an important area of interest to acadensicfaactitioners, consultants and researchersniditer of the fact is
that retention matters because high turnover csdaitgh replacement costs and is clearly associattdlow levels of
customer satisfaction, customer loyalty, and lestenues. Retention is particularly challenging yodae to an ageing
work force and a growing imbalance in the supplg demand of qualified personnel (Padron, 2004)edent study by

Raikes and Vernier (2004) associated employee tietea key to achieve financial success. High emgoturnover of
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competent, talented employees could have advefset @ productivity and profitability (Samuel athipunza; 2009),
organizational success (Buenger, 2006), produgtasiid sustainability of the organization, (MathadaAggarwal, 2013),

thus strategies focusing on employee retention bagceme important.

Retention is defined as the ability to hold ontosin employees which the organizations want to kisegonger
than their competitors (Johnson, 2000). Employé&nitmsn involves taking measures to encourage eyeploto remain in
the organization for the maximum period of time ifféth and Hom, 2001). Retention is a voluntary madwy an
organization to create an environment which engageployees for a long term (Chiboiwet. al 2010). Employee

retention involves taking measures to encouragda@mes to remain in the organization for the maxinmperiod of time.

The bottom line is that retention of key employeescritical to the long-term health and successany
organization. Cost of terminating employees hagaiffcant impact on the budget, cost of hiring les@ments is often
high, cost of training new employees, cost of lomerductivity for new employees, cost of clientsdiisfaction with less
or lower quality service from new employees, cddbst ideas and suggestions because of less experi Hence, failing

to retain a key employee is a costly propositiangfio organization.

It is the need of the hour that HR managers shadgédtify the needs of the employee and then detlise
retention strategies as in the present era of cotigme continuous turbulence, chaos and job insgguthe quality
employees would be more concerned to know that thiky should stay loyal to one particular organ@atiThere are
number of factors which promote the employees &y str leave the organization. It may be externatdis, internal
factors and the combined effect of botfioreover, employee turnover has important impiaa for the individual
leaving the job in terms of more energy being exeehin finding new jobs, adaptability to newer waqllace, loss of
interpersonal connections and at times may proveeteery stressful for the individual (Boswell, Biveau and Tichy,
2005). According to Dormioet al (2005) intention to leave refers to individual'srpeived likelihood that they will be
staying or leaving the employer organization. Tusrointent is defined as the reflection of “thel®etive) probability
that an individual will change his or her job witha certain time period” (Mowadagt al, 1982; Sousa-Poza &
Henneberger, 2002). Johanson and Guchait (200%jidened turnover intention as a conscious and eigltb desire to

leave an organization within the near future.

Employees leave for a variety of reasons, manyheimt beyond an employer's control. These can include
personal issues such as health problems, majocHéages, family demands, the relocation of a spougpartner or the
desire to pursue educational goals full-time. Sanpgly, personal reasons have accounted for ordgnall percentage of
overall turnover (Mlinar, 2012). Moncaret al, (2009) pointed out that promotions, traininggtices directly influence
employee’s retention where as compensations araynéons positively decrease turnover rate of éngployees. Min,
(2007), found that job security and increasing lesfeexperience will undermine employee’s turnovate. Working
environment has considerable impact on absentearsinemployee turnover (Hillmeat al., 2004). The findings of a
survey reported that good employees leave primbglyause of limited opportunities for advancemenhappiness with
management and lack of recognition (Mlinar, 20I)e motivational factors that are crucial in infigeng employee
retention are noted to be financial rewards, jodrabteristics, career development, recognition,agament and work-life
balance (Aguenza and Som, 2012). Hasam) (2011) observed that mostly second line manageaage their job’s for

high salaries offer, recognition, authority andoais seek for more knowledge and to get more coithyeedge in terms
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of processing. The result reveals the positivetimiahip of career development opportunities, super support, working
environment, rewards and work-life policies withgayee retention (Shoatitt d, 2009). Most of the employees stay with
the workplace if they receive motivating tools sashbonuses but yet remuneration is not the oy tthat can motivate
employees to stay (Masaiti & Naluyele, 2011). Zindl (2012) believes that non-cash motivators maynbee effective in
the longer term than financial incentives. Sevéaators that are considered important in a welkefioning of employee
are considered to have a direct affect are canggortunities, work environment and work-life balan€appelli, 2000).
The employees are more inclined towards their cayamvth, rewards and want to work in an environtelere they get
support from their colleagues (Narang, 2013). a&00) suggested that people stay at such compatiee there is a

sense of pride and will work to their fullest pdiah

Findings of study (Kyndet al, 2009) highlighted the importance of considerirgghbthe personal (level of
education, seniority, self-perceived leadershifisskand learning attitude) and the organisatidaetors (appreciation and
stimulation, and pressure of work) when investiggitemployee retention. Empirical studies (Kinnead &utherland,
2001; Meudell and Rodham, 1998; Maertz and Griff@004) have, however revealed that extrinsic facguch as
competitive salary, good interpersonal relationshifsiendly working environment, and job securityere cited by
employees as key motivational variables that imfbesl their retention in the organisations. Samadl @hipunza (2009)
suggest that certain variables such training angeldpment, recognition/reward for good performange;ompetitive
salary package and job security helps in emplog¢ention. Yet, another interesting finding of adsticoncluded that
when humor is used appropriately by the manageniteaén help increase employee retention and lesklsmployee
satisfaction and overall productivity in the orgaation (Morse and Mujtaba, 2009). The factors that arendoto most
likely affect job satisfaction and in turn retemtiof employees are job security, job descriptioeduced hierarchy in the
workplace, empowerment and accountability in arehsvorkplace (Alnagbi, 2011). Igbaria and Greenh#l892)
suggested that excessive turnover can be fatalg@an@ations due to shortage of skilled technolpgyfessionals in the
job market and the high cost of training new empks; To be effective in the current globally coritivet economic
environment, employee turnover management has k®esnimportant aspect for the companies. The presedy has
tried to address the above concern by understanttiagfactors that tend to reduce the turnover trdaes of the

employees.
OBJECTIVES OF THE STUDY

The present study has assessed the response afyegmplon organization management factors thaaertant

determinants of employee retention and the turnmtentions of employees in the organization
PARTICIPANTS AND INSTRUMENT

For the present study the opinion on employee tieteand turnover intention of 95 employees of Mahllters
Limited, Parwanoo (H.P.) has been collected throggéstionnaire. The demographic profile of the oesients showed
that the majority of the respondents were malesl@2 and females were (37.9 %); 48.4 % were of3@Grears) of age
followed by 26.3 % who were (40 yrs and above) 2868 % belonged to age group of (30-40 years); ntgjof the
respondents i.e. 72.6% have done matric/diploma%5and 11.6% were graduates and postgraduatesctesby; 53.7
% were married while 46.3 % were unmarried. The timgrincome of majority of the respondents i.e.448.was between
(Rs10,000-15000), followed by 27.4% respondentstiblbonged to income group (Rs15,000 and abovelpwiné income
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of 24.2% percent lie between (Rs5,000-10,000); 444 of respondents were having job experience &b (@ars),
16.84% had (10yrs and above) experience while 8. &&ondents have (5-10 years) of experience.

The instrument for measuring employee retentiotofacconsisted of dimensions HR practices (EdgdrYsrare,
2005), leadership (Patten, 1995), job satisfadfiiriss,et al.,1967) and organisation cultur€gmeron and Quinn, 2006)
organization culture and work performance questiinen The turnover intentions of employees have been medsu
through the items developed by Mobley, Horner andikhsworth (1978).

RESULTS AND DISCUSSIONS

The findings (see Table 1) revealed that employea® given highest mean value to HR practices (DBM.
followed by leadership (M=3.98), organizationaltatd (M=3.90) and job satisfaction (M=3.84). It da@ observed that
employees have given higher mean value above awdmgll the components of the employee retentlomnving the
higher degree of agreement with the items. Bottemahd females have emerged to be highest (see Zafur the factor
HR practices with means values (M=4.08) and (M=}r@8pectively. The females appear to be morefsatisvith their
job as compared to males as inferred from the nwadures. However, males have shown higher agreethant their
counterparts with the statements of organizatidtuci It has been further noted that mean diffeeelnetween males and

females on antecedents of employee retention regsheted to be insignificant.

It is evident from the results (see Table 3) thatned respondents have given higher mean valuesrapared to
unmarried respondents to all the components of eyegl retention. The findings showed that marriedwal as
unmarried respondents have given highest mean valudR practices with mean values (M=4.24) and (\893
respectively. The results showed that mean differdretween married and unmarried respondents e found to be
significant for the components HR practices (t=3.6€0.01), leadership (t=4.124; p<0.01) and orgation culture
(t=2.410; p<0.05). It can be observed (see Tablthd) HR practices by the organization have emetgduoe the most
important determinant as all the age groups hat&irsd highest mean value on this aspect. It cemla¢ seen that oldest
group has given highest mean values above aveoagje factors as compared to others. The F valbhes/ghat effect of

age on mean difference pertaining to antecederdgmpfoyee retention has been insignificant.

Itis inferred from the results (see Table 5) tiespondents with experience of (5-10 yrs) haverghighest mean
values to all the components of employee reterdi®icompared to other experience groups exceptridadewhile the
least experienced have shown lowest degree of mgmewith the antecedents of employee retentioe. rElsults further
reveal that the mean difference among various éxpes groups have been found to be significanfdotor leadership
only (F=4.121; p<0.05). The findings (see Tabléh&ye revealed that HR practices have been condiderke the most
important determinant of employee retention byttadl differently qualified groups. It can also beaetbthat graduates have
obtained higher mean values than other groups ojerityaof the components of employee retention. ®ftect of
educational qualification has been found to be iigmt for mean difference HR practices (F=4.5@8;0.05) and
leadership (F=4.969; p<0.05). The highest salagiegloyees have shown highest agreement with altdheponents of
employee retention (see table 7) as compared ter gloups. However, HR practices have emerged tthéemost
important factor as all the groups irrespectivéhefincome have obtained highest mean value fosahee. It can be noted
that the mean difference among different incomeugsohave been significant for the factors HR pcasti(F=5.923;
p<0.05), leadership (F=6.315; p<0.05) and orgaitrat culture (F=6.002; p<0.05).
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The lower mean values exhibited in (Table 8) shgwhiigher disagreement with the statements reflgdtire
turnover intentions of employees indicated thateh@loyees do not intend to leave the current dzgsion. A negative
relationship (see table 9) has been noted betweaority of the antecedents of employee retentiod &mrnover
intentions. However the significant relationshipsédeen observed for the leadership (r=-.185*; @sD.Thus it can be
said that higher the agreement with the componeftsmployee retention lower is the turnover intens of the

employees.
CONCLUSIONS AND SUGGESTIONS

The findings have revealed that majority of thepmeglents have given higher mean values above a/¢oag!
the components of employee retention but HR prestiave been emerged to be the most importantaatert. Thus, it
can concluded that employees feel that there isaitigh recruitment and selection processes in ttgarozation, all
appointments are based on merit, the amount ofapayfringe benefits they receive are sufficiengirtisuperiors have a
high degree of trust and confidence in them, thgirking environment is friendly and cooperativegithorganization is
committed towards their training and developmend #meir superior respects their opinion and enagesathem to

improve their performance.

It has been further noted that mean difference éetwmales and females on antecedents of emploterdioa
has been noted to be insignificant. Married respatsl have given higher mean values as comparechrmanmied
respondents to all the components of employee tieterThe results showed that mean difference betwearried and
unmarried respondents have been found to be gignififor the components HR practices, leadershibaaganization
culture, effect of age on mean difference pertginio antecedents of employee retention has beégnifisant. The
respondents with experience of (5-10 yrs) haverghighest mean values to all the components of @yepl retention as
compared to other experience groups except leagefstwever the mean difference among various égpee groups
have been found to be significant for factor leabgr. It can also be noted that graduates havengotehigher mean
values than other groups on majority of the comptmef employee retention. The effect of educatigpalification has
been found to be significant for mean differenceféxtor HR practices and leadership. The highaktried employees
have shown highest agreement with all the companehemployee retention. The effect of income oramdifference
has been significant for the factors HR practiteasdership and organizational culture. The findihgse shown very low
mean values corresponding to the statements riefiettte turnover intention of employees. Thus it 6@ concluded that
the employees are not willing to leave their orgation. This may be attributed to the existenctheffactors contributing
towards employee retention and satisfaction of éhgployees with the same. A negative relationship been noted
between majority of the antecedents of employeentietn and turnover intentions. Thus it can be shat higher the

agreement with the components of employee reteiftiwar is the turnover intentions of the employees.

It can be concluded from the present study thabtiganization has realized that their employeestag® most
important assets and their long term stabilityhia brganization is very important for the orgarniaat They have made
and implemented such organization management peactvhich not only keep their employees satisfieddiso ensure
that their intellectual capital stays with them fonger period. Thus it is suggested that the drgdions from time to time
should keep on identifying the factors which hatrersy influence on employees and should try to @ngnt the same as

mere identifying the factors shall not be sufficied counseling system should be established fanseling employees
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regarding their career development. This will emdegaamployee loyalty with the organization. Emplaystould have a

feeling that they are in such an organization, whbey are offered multi training and career dgwelent opportunities.

Turnover rate should be monitored and closely aw®ed important in policy formulation regarding H&ctors and

organization factors. It will help management itameing their employees. Exit interview system dbobecome an

important part of the organization which will helpe management in knowing reasons for employeeot@mand then

working on such area so that management work @fédgtto reduce turnover.
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Table 1: Mean, S. D. Showing Response of Employdesrtaining to Antecedents of Employee Retention

Organization Management
Factors Determining Employee Mean S.D.
Retention
HR practices 4.08 0.50
Job satisfaction 3.84 0.57
Leadership 3.98 0.57
Organizational culture 3.90 0.50
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Table 2: Comparison of Employee Retention Antecedés between Male and Female Employees

HR practices

4.08 0.51 4.07
Job satisfaction 3.79 0.60 3.93 0.51 -1.1%57
Leadership 3.98 0.55 3.98 0.6 00d
Organizational culture 3.92 0.49 3.86 0.51 .54j7

*p<0.01; **p<0.05

Table 3: Comparison of Employee Retention Antecedés between Married and Unmarried Employees

HR practices

4.24 0.29 3.89 0.62 3.6071
Job satisfaction 3.90 0.44 3.77 0.69 1.120
Leadership 4.19 0.35 3.73 0.68 4.124*
Organizational culture 4.01 0.33 3.76 0.6 2.410*

*p<0.01;**p<0.05

Table 4: Mean, S.D. and F Values Comparing the Emplee Retention Antecedents among Age Groups

HR practices

4.02 0.54 4.05 5P 4.20 0.29 .108
Job satisfaction 3.87 0.59 3.72 0.7 3.90 0.41 132
Leadership 3.86 0.54 3.96 0.7y 4.20 0.32 2.905
Organizational culture 3.88 0.52 3.83 0.62 3.99 80.2 .715
*p<0.01;**p<0.05

Table 5: Mean, S.D. and F Values Comparing the Emplee Retention Antecedents w.r.t. Job Experience

HR practices 4.03 0.55 4.38 0.34 4.11 0.5 1.793
Job satisfaction 3.82 0.61 3.95 0.38 3.85 0/46  .183
Leadership 3.88 0.61 4.20 0.41 4.29 0. 2§,;121
Organizational culture 3.87 .56 4.01 0.24 3.94 0/2B66

*p<0.01;**p<0.05



Table 6: Mean, S.D. and F Values Comparing the Emplee Retention

Antecedents w.r.t Education Qualification

HR practices 3.99 0.55 4.39 .19 0{23 4.508**
Job satisfaction 3.81 0.63 3.98 040 3.0 034 567
Leadership 3.87 0.61 4.34 0.27 415 0/38 4.969*
Organizational culture 3.84 .55 4.02 0.29 4.7 0.231.558

*p<0.01;*p<0.05

Table 7: Mean, S.D. and F Values Comparing the Empyee Retention Antecedents w.r.t Income

HR practices 3.83 4.07 0.49 431 5.9238**
Job satisfaction 3.63 0.71 3.91 0.56 3.91 0.38 @.14
Leadership 3.70 0.73 3.95 0.53 4.26 0.33 6.315%**
Organizational culture 3.60 7" 3.96 0.38 4.04 0.266.002**

*p<0.01;**p<0.05

Table 8: Mean Values Showing the Employees’ Turnovéntentions

If | had another job offer that paid the

same as the one | have, I'd leave herein 2.08 1.18
minutes

| think a lot about leaving organization 2.19 1.07
J!Ong actively searching for an alternative 207 119

Table 9: Correlations

HR practices -.068
Job satisfaction -.094
Leadership -.185*
Organizational culture .044

* Correlation is significant at 0.05 level



