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Abstract - The purpose of the study undertaken is an attempt to analyze the several dimensions which can affect the level
of retention, job satisfaction & organizational contribution of the employees with the help of extant literature. It further
draws defines the relationship employee retention has on organizational competitiveness. The paper is a descriptive paper
that has been collated by performing an intensive literature review on the discussed area of study. Key findings of the
study suggest company’s inability to address job stress, lack of training & feedback, inadequate remuneration, and
unhealthy working conditions are a few reasons why organisations have high attrition rates. High turnover rates
negatively impact the organisation in their long-term sustainability and competitiveness. Thus, it is essential for
organisations to address such issues and meet the needs of the employees. Leaders can put use the findings of this study
to improve their leadership skills in order to improve efficiency at both the individual and corporate levels. The results
of the study can be leveraged in providing the management with a new direction with a holistic approach to the study of
retention and organizational competitiveness. There are few papers on employee turnover intentions. However, this
paper critically examines the key factors that influence such intention and their vital role in providing a competitive edge
for the organization.
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for the long-term and sustained growth of any organization
[4].

High employee turnover leads to a decrease in the competitive
advantage of organizations as it negatively impacts the
performance and profitability of the organization [5]. Apart
from its direct negative impact on organizational success,

.  INTRODUCTION

In recent years, Human Resources has proved to be an
invaluable asset that contributes significantly to the success
of an organization. Developing and maintaining talented
personnel is a critical component for gaining a competitive
advantage in organizations [1]. Retention of such assets has

emerged as a critical challenge for HR managers globally [2].
The job market globally was experiencing high levels of
turnover pre-pandemic, majorly all employers around the
world were facing high levels of turnover which was followed
by massive restructuring and layoffs caused by economic
instability by the greatest and largest of the organizations [3].
However, the end of pandemic did not mark the end of high
turnovers. There’s been a fresh wave of high voluntary
resignations leading to increased concern among the HR
managers globally.

Retention of skilled employees is essential for any
organization as they benefit from their expertise, knowledge,
and consistent high performance. Employees are responsible
for delivering customer satisfaction, increased performance in
terms of sales profitability, sustaining organizational culture,
and facilitating effective succession planning. Therefore,
retention of employees is considered to be of vital importance
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there are several repercussions of having high employee
turnover. The cost of hiring-recruiting-training skyrockets,
and there is a loss of productivity, loss of time in finding the
correct fit for the job to name a few [6]. Organizations
additionally incur the cost of losing talent heads to their
competitors, thereby diluting their competitive advantage.
Therefore, organizations must play a greater role in taking
care of their employees as they are becoming increasingly
difficult to find [7].

Over time, several researchers through their studies have
iterated that implementation of appropriate retention
strategies will aid organizations in managing and retaining
their talent pool [8]. Retention of employees will not just
secure attainment of organizational goals but also retention of
valuable skills that have been nurtured and developed over the
ages. Organisations that have been able to understand,
formulate and implement retention strategies have benefitted
from enhanced performance. Hiring fresh talents is important
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for all organisations [9]; but so is developing strategies to

retain them. Hiring new employees affects the overall
profitability of the organisation as it is a lot costlier than
retaining the old employees [10].

This study aims to address the many factors that are
responsible for high employee turnover rates, the relationship
between  employee  retention and  organizational
competitiveness and aspires to provide suggestions to
improve retention practices.

Il. OBJECTIVES OF THE STUDY

Detailed studies on various literature have been conducted to
undertake the following objectives:

e Toidentify the increasing significance of employee
retention in current time and upcoming years.

e To analyze various factors that contribute to
employee retention.

e To study the impact of higher employee retention
and its direct relation to organizational
effectiveness.

I1l. STATEMENT OF PROBLEM

The success of any organization is directly linked to
employee performance. Organizations invest heavily in their
human capital to meet the expectations of the customers [11].
Companies cannot afford to lose their talent to their
competitors; therefore, it is essential to develop necessary
strategies to prevent employee turnover. Keeping in mind the
diverse workforce the HR managers have to deal with in the
upcoming years, strategies should be carefully devised that
cater to the needs of all groups of the workforce. There have
been several studies carried out pertaining to employee
retention but this paper critically examines the key factors
that influence high attrition and their crucial role in providing
a competitive edge for the organization.

IV. METHODOLOGY

The study draws heavily on the reviews collected. The
various studies listed bring out the connect between the
employee retention and the competitiveness quotient that can
be achieved and claimed by any organization. Over the years
there has been lot of insistence and confirmation about the
same. This is more affirmed post-pandemic as organization
compete to retain the top and quality talent.

V. SCOPEOFTHESTUDY

The investigation carried out involves the understanding of
the fact that how, why and what could organisations do to
create a dynamic work environment to scale the heights of
achievement. Hence, an attempt is made to clearly bring out
the cost, drivers and factors that impact employee retention.
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VI. EMPLOYEE RETENTION

Employee retention can be described as the measures that the
employer takes to prevent employee attrition [12]. It is the
process of taking necessary actions to minimize job
switching of talented employees so that organization can
attain its goals [13]. Employers are responsible for making
crucial policy amendments and bringing in methods that
would benefit their employees and encourage them to stay
longer in the organization [14].

Denton [15] in his study explored how content and happy
employees naturally tend to be more dedicated to their work
and put in their best to satisfy the needs of the customers
[16]. Happy employees bring in higher employee
engagement and foster a healthy organizational culture that
enables the building of meaningful relationships within the
organization. In this context, team-building exercises are
also beneficial. Therefore, it is very much necessary for the
management to aid the promotion of employee job
satisfaction as it is directly related to retention. Retention
levels have a direct impact on the attainment of
organizational objectives as they affect the profitability
levels. The higher the retention, the lower will be the cost of
recruitment and training. The organization benefits from
increased employer efficiency and performance of having a
satisfied and happy workforce [17].

6.1 DRIVERS OF EMPLOYEE TURNOVER

There have been several studies conducted till date to answer
the possible dimensions that determine employee’s intention
to resign or quit. However, the consistency of findings has
been low because of the diversity in the nature of jobs and
the uniqueness of human traits of the employees. Therefore,
there are several dimensions that can be captured as
reasoning for why people leave organizations [18]. In a study
conducted by Costly et al. in the year 1987 found out that
inadequate personnel policy, outdated supervisory methods,
and ineffective grievance redressal procedures attributed to
higher attrition as all these reasons point to the lack of
adequate personnel management practices and policies. The
lack of effective communication is an attributable cause for
employees to quit. Another study by Stear [19] found
employees tend to quit if they are dissatisfied with the work,
have low clarity of job role, inadequate remuneration, work
holds health hazards, and if working conditions are unsafe
and unhealthy [20]. Lack of career development
opportunities and growth, and dull career graphs cause
dissatisfaction amongst employees. Organizations that fail to
provide a stable work environment have higher employee
attrition as they fail to provide job security [21]. Conflicts of
work-life imbalances leading to burnout and excessive
mental stress, interpersonal conflicts with colleagues,
inequality of wages, partiality towards peers by
management, biased performance appraisal, lack of
leadership and excessive workload; such dimensions drive
resignations because of low employee morale and lack of
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commitment to the organization [22]. Job satisfaction has a

negative correlation with high turnover as it increases

organizational commitment and intention to stay amongst the
employees with the organization [23]. Group cohesiveness is
another factor that negatively correlates with employee’s
intentions to leave and positively correlates with job
satisfaction [24]. Susskind at el. (2000) [25] in their study
concluded the importance of drafting effective strategies that
concentrate on employee well-being and address the human
resource concerns [26]. There can be no exhaustive list of
dimensions that lead to employee turnover as there are
numerous factors that contribute to it.

6.2 COST OF EMPLOYEE TURNOVER

Employee turnover is an expensive cost for the organization.
It is costly in terms of the amount of time spent on finding,
hiring, and training a new candidate before he can contribute
productively toward the organizational goals [27]. It takes a
lot of time and resources for the new recruit to gain the
experiences and knowledge of the former recruit [28]. This
causes a disruption in the operational processes and learning
curve as it takes time for the new employee to adapt to the
system [29]. If the turnover of the company is high, then the
organization will have to continuously incur significant and
recurring costs for recruitment of new employees, which will
negatively impact the organization in the bigger picture [30].
A high number of newer employees hinders productivity and
depletes the competitive holding of the organization because
of the instability in leadership and unfamiliar processes [31].
This in turn affects the quality of services provided, customer
satisfaction, and profitability of the firm. In addition to all of
the above, the organization loses out on the valuable
knowledge it had nurtured its workforce which the employee
takes along with them [32]. There is an added risk of the
employee joining their competitor firm, diluting their
competitive advantage.

Considering from employees’ point of view, high turnover
rates may adversely impact their morale, level of motivation,
workplace relationships, commitment and job satisfaction
[33]. Constant new addition to the workforce impacts
cohesiveness negatively. There is increased work pressure
on the existing workforce as they are made responsible for
maintaining the quality of services till the new recruit is
familiar with the system [34].

Several studies state employees are also considered to be the
drivers of customer satisfaction [35]. A happy workforce will
cater to and address the customer grievances a lot more
efficiently as compared to a dissatisfied workforce.
Considering the devastating consequences of employee
turnover, the management should deploy adequate methods
to control and minimize such rates.
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6.3 FACTORS EMPLOYEE

RETENTION

AFFECTING

According to a study conducted by Fitz-enz [36], employee
retention is shaped by a myriad of factors [37]. Osteraker
[38] recognized employee satisfaction and retentions are the
key parameters for success in any organization. Listed below
are a few of the various factors that play a pertinent role in
employee retention [39].

In the study conducted by Hoppock [40], job satisfaction is
defined as the combination of psychological, physiological
and environmental factors that results in a feeling of
contentment with the job [41]. According to Davis et al.[42]
it is a mixed feeling of positive and negative emotions
employees have about one’s job [43]. An individual’s
behavior in the workplace is highly influenced by their job
satisfaction [44]. Parameters like remuneration, working
climate, working environment, flexibility, autonomy and
organizational commitment play a crucial role in enhancing
job satisfaction levels [45]. Job dissatisfaction has a direct
relationship with a higher level of absenteeism, lower
organisational commitment, performance and productivity
towards the organization [46]. Studies state that satisfied
employees are highly productive, dedicated, committed, and
creative towards their work and employers [47].

A study conducted by Abegglen [48] stated high levels of
commitment and satisfaction were shown by employees who
had job security [49]. The retention rates of such
organizations were high. Several studies showed lack of job
security was one of the primary concerns leading to job
dissatisfaction. Job performance and organizational
commitment are inversely related to one another [50].

Financial perks have a direct relationship with employee
retention and their intention to stay with the organization
[51]. A well-administered compensation structure acts as a
key motivator in retaining skilled employees. It is important
for organisations to have a competitive pay structure that is
relevant to the current market trends to have a better impact
on retention [52]. A hike in pay has proven to have a negative
effect on turnover [53]. Compensation structure is an
important tool in the hands of the management as it acts as a
great motivator and retainer for employees. Higher pay also
induces higher level of satisfaction and commitment to the
organization [54].

In addition to compensation, non-cash remuneration items
like allowances, pensions, insurances, transportation
facilities, entertainment allowances, free meal pass aid in
maintaining and retaining select employees. Benefits alone
don’t play a significant role in retention. Non-financial
compensation elements coupled along with compensation
structure to act as a motivator for employees to stay back
with the organization and impact their performance
positively.
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There exists a positive relationship between employee
retention and promotion [55]. Skilled and talented
employees often want to maintain their competitive edge
over others which will enable them to climb the corporate
ladders [56]. When they are given professional growth and
development opportunities, there is an increased level of
commitment from their side. Career advancement options,
internal promotions, job flexibility, proper work-life balance
are key contributors to such incentive plans.

Employees feel highly valued when they are informed about
business affairs and happenings. Involving the employees in
the decision-making process aids in fostering a greater sense
of belonging among employees [57]. It contributes to longer
intent to stay with the organization and creates an
atmosphere that facilitates the building of a healthy
employer-employee relationship.

An effective training and development program helps in
increasing the retention level as well as in achieving
organizational goals [58]. All learning organizations
emphasize training and development as it aids in leveling up
the competitive advantage through performance of skilled
workforce. A well-trained workforce will very naturally
have a better grip on knowledge and skill that will enable
them to perform better and face the challenges with
confidence.

According to studies on employee retention, leadership plays
a critical part in organisation’s success as they motivate the
workforce to perform better and push their limits to excel.
An organistion with strong leadership directly impacts their
cognitive process and retain them for a longer period [59].
Leadership positively impacts job satisfaction, work
commitment and leads to higher performance [60].

Work-life balance has emerged as an important factor for
retention in the past couple of years, especially post-
pandemic. An imbalance in work-life extends to the personal
life of employees causing conflicts in the workplace and
personal life; inducing higher levels of stress and burnout
[61]. An effective work-life balance brings greater
productivity, reduces exhaustion, improves creativity and
engagement contributing to organizational success.
Employees tend to choose and prefer employers who are
considerate of their work-life balance.

All these add to organizational competitiveness. In this era
of fierce competition, every organization should aim and
take all possible measures to satisfy its workforce. There
exists no single retention strategy that will satisfy all the
employees of an organization. Thus, organizations should
carefully devise effective human resource strategies that
would cater to the different emerging needs of the workforce.
Promoting a healthy working environment, recognizing and
rewarding the contributions made by the employees,
fostering a growth-oriented culture, ensuring work-life
balance, encouraging professional development sessions,
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developing a strategic recruitment procedure to ensure job
fitness, continuous evaluation and up-gradation of employee
value proposition are some of the strategies the management
can adopt. This will enhance the engagement levels within
the organization and maximize retention levels.
Organizations with a lower attrition rate realize their
competitive advantage earlier compared to others.
Organizations that are unable to retain their talented
personnel will not be able to sustain and survive in this
highly competitive environment as they cannot function to
their fullest potential [62]. Employee retention creates
competitive advantage through nurturing of differentiated
skills, enhanced knowledge base, and valuable lessons from
the experiences that are valuable, rare, unique, and inimitable
by the competitors. A highly motivated workforce is
responsible for bringing increased commitment levels, better
knowledge management skills, higher intellectual capital
formation, and enhanced quality management and is capable
of leveraging information and technology to their processes
and structure to boost organisational performance. Thus,
employee retention has emerged as a crucial factor
responsible for an organization’s success [63].

The study expected to explore the significance of employee
retention in the upcoming years and highlight the crucial
drivers that act as hygiene factors for motivating employees.
The absence of these factors would cause employee unrest
and dissatisfaction, adversely affecting the organization to
reach its full potential.

The outlined discussion above has highlighted the growing
and compelling reason for leaders and businesses to rework
on employee retention strategies. The findings further
validate the idea that though organizational effectiveness can
be influenced by much more factors, it starts with the
existing workforce who are considered to be the brand
ambassadors to spread the positivity about the employer
organization.

VIl.  LIMITATIONS

The paper is based on an in-depth literature review on the
several dimensions that attribute to the study, an empirical
study on the proposed literature pertaining to industry-
specific behavior will be beneficial. An organization is rated
to be effective and efficient beyond the main factor of
discussion which is Employee Retention. The study has not
dealt in detail with leadership role, alignment of personal and
official goals and the growing concern for the millennial
generation and their approaches to a newly designed
workplace. Further research can be undertaken more
analytically and more depth in understanding a combination
of factors that can elevate an organisation’s effectiveness.

VIll.  CONCLUSION

One of the emerging challenges of the 21% century is
retaining a skilled talent force. Irrespective of time, Human
Resources continues to be an invaluable asset of the
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organization. They are solely responsible for delivering
organizational performance. Higher the retention, better the
growth of the organization. It is vitally necessary for the
management to pay attention to the changing perceptions and
continually implement innovative and effective retention
techniques to retain them. HR professionals should be
equipped with a clear and objective vision to tap into the
needs, requirements and emotions of the employees and
derive strategies to address them. The goal of this study was
to understand the various factors that contribute to employee
turnover and are responsible for retention. The study also
explored the impact of retention in close relation to
organizational competitiveness while listing several
attributable factors that contribute to high attrition rates.

Nonetheless, it is of utmost importance for organizations to
understand and cater to the needs of the workforce to keep
them satisfied. Adoption of employee retention strategies
will not only minimize the turnover rates but also help in the
promotion of a highly performance-driven workforce. The
management should create a sustainable environment that
facilitates the promotion of intellectual ability building,
engagement, enthusiasm, and commitment among the
workforce.

The study has been conducted in utmost depth to throw light
on different key factors that are responsible for attrition.
However, the domain of employee retention is so vast that
there still exists room for additional study in this area. By
taking into account the recent changes in the needs and
aspirations of the upcoming generation of the workforce HR
strategies need to be devised that would cater to their needs
effectively and efficiently. For further research purposes, this
field of study would benefit from empirical studies that are
industry or sector-specific in nature.

The findings of the study state that Employee Retention is
one of the building blocks of organizational competitiveness.
There are other internal and external building blocks that
help measure and contribute to the organization’s
performance. However, Employee Retention drivers play a
key role in organization’s ability to compete and remain
relevant in the dynamic business environment and will
continue to do so in the upcoming years. This study aims at
equipping the start-ups, small and medium size
organisations, and budding managers with meaningful
insights pertaining to the importance of their human assets.

REFERENCES

[1] Amadasu, D.E., “Personnel and the Nigerian Management Crisis:
Ajaokuta Iron and Steel Mill Examined.” Abuja Management.
Rev.,2003.

[2] Belete, “Turnover Intention Influencing Factors of Employees: An
Empirical Work Review,” J. Entrep. Organ. Manag., vol. 07, no. 03,
pp. 23-31, 2018, doi: 10.4172/2169-026X.1000253

[3] Forbes. Why The 2021 ‘Turnover Tsunami’ Is Happening And What
Business Leaders Can Do To Prepare, 2021. Retrieved from
https://www.forbes.com/sites/karadennison/2021/04/27 /why-the-

48 | IIREAMV0810286102

[4]

[5]

[6]

[71

(8]

[9]

[10]

[11]

[12]

[13]

[14]

[15]

[16]

171
[18]
[19]

[20]

[21]

[22]

[23]

DOI : 10.35291/2454-9150.2022.0171

International Journal for Research in Engineering Application & Management (IJREAM)

ISSN : 2454-9150 \M0I=08; Issue=02; MAY 2022

2021-turnover  -tsunami-is-happening-and-what-business-leaders-
can-do-to-prepare/?sh=610d08e4e6d0

C. A. Al Mamun and M. N. Hasan, “Factors affecting employee
turnover and sound retention strategies in business organization: A
conceptual view,” Probl. Perspect. Manag., vol. 15, no. 1, pp. 63-71,
2017, doi: 10.21511/ppm.15(1).2017.06.

Hussein Alkahtani, “Investigating Factors that Influence Employees’
Turnover Intention: A Review of Existing Empirical Works,” Int. J.
Bus. Manag., vol. 10, no. 12, p. 152, 2015, doi:
10.5539/ijbm.v10n12p152.

F. Schlechter, C. Syce, and M. Bussin, “Predicting voluntary turnover
in employees using demographic characteristics: A South African
case study,” Acta Commer., vol. 16, no. 1, 2016, doi:
10.4102/ac.v16i1.274.

Steel, R.P., Griffeth, R.W., & Hom, P.W. (2002). Practical retention
policy for the practical manager. Academy of Management
Executive, 16, 149-162.

Fitz-enz, J. (1990) Getting and keeping good employees. In personnel.
67(8): 25-29.

Vuleta, B. (2021). 30 Troubling Employee Retention Statistics.
Retrieved from Legal Jobs: https://legaljobs.io/blog/employee-
retention-statistics/

Trevor CO, Gerhart B, Boudreau JW (1997). Voluntary turnover and
job performance: curvilinear and the moderating influences of salary
growth and promotions. Journal of Applied. Psychology., 82(1): 44-
61.

Walid Abdullah Al-Suraihi, S. A.-H.-S. (2021, June). Employee
Turnover: Causes, Importance and Retention Strategies. European
Journal of Business and Management Research, 6(3), 1-10.
doi:http://dx.doi.org/10.24018/ejbmr.2021.6.3.893

Chiboiwa, M. W., Samuel, M. O., & Chipunza, C. (2010) An
Examination of Employee RetentionStrategy in a Private organization
in Zimbabwe. African Journal of Business Management,4(10), 2103-
2109.

Frank, F. D., Finnegan, R. P. and Taylor, C. R. (2004) The Race for
Talent: Retaining and Engaging Workers in the 21st Century. Human
Resource Planning, 27(3), pp. 12-25.

Tarique, 1., & Schuler, R. S. (2010) Global talent management:
Literature review, integrative framework, and suggestions for further
research. ~ Journal of World Business, 45, 122-133.
doi:10.1016/j.jwb.2009.09.019.

Denton, J. (2000), "Using Web-based projects in a systems design and
development course". Journal of Computer Information Systems, Vol.
40 No.3, pp.85-7

Stauss, B., Chojnacki, K., Decker, A., Hoffman, F. (2001). "Retention
effects of a customer club”, International Journal of Service Industry
Management, Vol. 12 No.1, pp.7-19.

Satpathy, D. and Das, D. (2011). Review of Literature on Employee
Turnover. Indian Journal of Applied Research, 4(2), pp.25-3
Pritchard CW.101 Strategies for recruiting success: where, when, and
how to find the right people every time.2008. New York: AMACOM.
Feldman, D.C., & Arnold, H.J., (1983). Managing Industrial and
Group Behaviour in Organizations McGraw-Hill, New York, p. 192
Hoppock, R. (1935). Job Satisfaction, Harper and Brothers, New
York, p. 47.

Davis, K. and Nestrom, J.W. (1985). Human Behaviour at work:
Organizational Behaviour. 7 th Edition, McGraw Hill, New York,
p.109.

S. Alaarj, Z. Abidin-Mohamed, and U. S. B. A. Bustamam,
“Mediating Role of Trust on the Effects of Knowledge Management
Capabilities on Organizational Performance,” Procedia - Soc. Behav.
Sci.,, wvol. 235, no. October, pp. 729-738, 2016, doi:
10.1016/j.sbspro.2016.11.074

T. C. Keng, N. Nur, A. Mohamed, and Y. K. Ching, “Strategies of
quantity surveying firms to reduce turnover intention,” Int. J. Eng.
Technol., vol. 8, pp. 1-4, 2019.

© 2022, IJIREAM All Rights Reserved.



24

[25]
[26]
[27]

[28]
[29]

[30]

[31]

[32]

[33]

[34]
[35]

[36]
[37]
[38]
[39]
[40]
[41]
[42]
[43]

[44]

49 | IIREAMV0810286102

International Journal for Research in Engineering Application & Management (IJREAM)

Asegid, T. Belachew, and E. Yimam, “Factors Influencing Job
Satisfaction and Anticipated Turnover among Nurses in Sidama Zone
Public Health Facilities, South Ethiopia,” Nurs. Res. Pract., vol. 2014,
pp. 1-26, 2014, doi: 10.1155/2014/909768

Testa, B., (2008) Early engagement, long relationships? Workforce
Management., 15: 27-31.

Feldman, D.C., & Arnold, H.J., (1983). Managing Industrial and
Group Behaviour in Organizations McGraw-Hill, New York, p. 192.

M. Girish, “Exploring the Term ‘Employee Turnover,”” J. Adv. Sch.
Res., vol. Il, no. li, pp. 1-7, 2011.

C. Holtom and T. C. Burch, “A model of turnover-based disruption in
customer services,” Hum. Resour. Manag. Rev., vol. 26, no. 1, pp.
25-36, 2016, doi: 10.1016/j.hrmr.2015.09.004.

O. Brinck and H. Larsson, “Workplace Values, Sustainable
Employment and Turnover Intention: a Generational Perspective,”
Umed Univ., 2019

M. Coetzee and D. Pauw, “Staff Perception of Leader Emotional
Competency as a Predictor of Satisfaction with Retention Factors,” J.
Psychol. Africa, vol. 23, no. 2, pp. 177-185, Jan. 2013, doi:
10.1080/14330237.2013.10820613.

Long and P. Perumal, “Examining the Impact of Human Resource
Management Practices on Employees’ Turnover Intention,” Int. J.
Bus. Soc., vol. 15, no. 1, pp. 111-126, 2014

M. Noh, H. Jang, and B. J. Choi, “Organisational justice, emotional
exhaustion, and turnover intention among Korean IT professionals:
Moderating roles of job characteristics and social support,” Int. J.
Technol. Manag., vol. 79, no. 3-4, pp. 322-344, 2019, doi:
10.1504/ijtm.2019.10021163

MJ, A. EU, and P. NM, “Impact of Workplace Environment on Health
Workers,” Occup. Med. Heal. Aff., vol. 05, no. 02, 2017, doi:
10.4172/2329-6879.1000261.

G. Tumwesigye, “The relationship between perceived organisational
support and turnover intentions in a developing country: The
mediating role of organisational commitment,” African J. Bus.
Manag., vol. 4, no. 6, pp. 942-952, 2010

R. F. Hurley and H. Estelami, “An exploratory study of employee
turnover indicators as predictors of customer satisfaction,” J. Serv.
Mark., vol. 21, no. 3, pp. 186-199, May 2007, doi:
10.1108/08876040710746543.

Fitz-enz, J. (1990) Getting and Keeping Good Employees. In
Personnel, 67, 25-29.

Davies, D., Taylor,R., Savery, C (2001). “The role of appraisal,
remuneration and training in improving staff relations in the Western
Australian accommodation industry: A comparative study”. Journal
of European Training, 25 (6/7). 366-373

Osteraker, M.C. (1999), "Measuring motivation in a learning
organization”, Journal of Workplace Learning, Vol. 11 No. 2, pp. 73-
77. https://doi.org/10.1108/13665629910260798

Gardner DG, Van Dyne L, Pierce JL (2004). The effects of pay level
on organization-based self-esteem and performance: a field study.
Journal of Occup. Organ. Psychology., 77(3): 307-322

Hoppock, R. (1935). Job Satisfaction, Harper and Brothers, New
York, p. 47

Carsten, J. M.; and Spector, P. E. (1987). "Unemployment, Job
Satisfaction, and Employee Turnover: A Meta-Analytic Test of the
Muchinsky Model". Journal of Applied Psychology, Vol. 72, pp. 374-
381.

Davis, K. and Nestrom, J.W. (1985). Human Behavior at work:
Organizational Behavior, 7 edition, McGraw Hill, New York, p.109
Lee, T. W.; and Mowday, R. T. (1987). "Voluntarily Leaving an
Organization: An Empirical Investigation of Stress and Mowdays
Model of Turnover", Academy of Management Journal, pp. 721-743.
Handy, L.W. (2008). The importance of the work environment
variables on the transfer of training. Unpublished PhD Thesis,

[45]

[46]

[47]
[48]

[49]

[50]

[51]

[52]

[53]

[54]

[55]

[56]

[57]

[58]

[59]

[60]

[61]

[62]

[63]

DOI : 10.35291/2454-9150.2022.0171

ISSN : 2454-9150 Mol-08, Issue-02, MAY 2022

Department of Education, University of North Carolina State
University, Carolina, USA

Brodie, A. S. (1995). Salesforce Turnover in Direct Selling
Organizations in the United Kingdom and France. Master’s Thesis,
Keele University

Heneman, H.G., Judge, T.A., (2003). Staffing Organization (4th
Edition). Boston McGraw-Hill, Irwin

Baker, E. (2006). The human factor. CIO Insight, 73, 40-50

Abegglen, J. G. (1958). The Japanese factory: Aspects of its social
organization. Free Press.

Kevin MM, Joan LC, Adrian JW (2004). “Organizational change and
employee turnover” Personnel Rev. 33 (2):161-166.

Wotruba, T. R.; and Tyagi, P. K. (1991). "Met Expectations and
Turnover in Direct Selling", Journal of Marketing, Vol. 55, pp. 24- 25

Roberts, J.A., Coulson, K.R., Chonko, L.B. (1999) Salesperson
perceptions of equity and justice and their impact on organizational
commitment and intent to turnover. Journal of Marketing Theory and
Practice, 7, 1-15.

Chew, J., Chan, C.C. (2008) Human resource practices,

organizational commitment and intention to stay. International
Journal of Manpower, 29(6), 503-522.

Noah, Y. (2008) A Study of Worker Participation in Management
Decision Making Within Selected Establishments in Lagos, Nigeria.
Journal of Social Science, 17 (1): 31-39.

Miller, N., Erickson, A., & Yust, B. (2001). “Sense of place in the
workplace: The relationship between personal objects and job
satisfaction and motivation.” Journal of Interior Design, 27(1), 35-44

Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). “Percieved
organizational support and employee diligence, commitment, and
innovation”. Journal of Applied Psychology, 75, 51-59.

Brunetto Y, Farr-Wharton R (2002). “Using social identity theory to
explain the job satisfaction of public sector employees”. International
Journal of Public Sector Manage, 15 (7): 534-551

Davy J, Kinicki A, Scheck C (1991). Developing and testing a model
of survivor responses to layoffs. Journal of Vocational Behaviour. 38:
302-317

Montgomery, J.D. (2006) The relationship between training and
retention in a volunteer organization. PhD Dissertation, Auburn,
Alabama: Auburn University. pp. 72-77.

Kahn, W.A. (1992) “To be full there: psychological presence at
work”, Human Relations, Vol. 45, pp. 321-49.

Zuber A (2001). "A career in food service cons: high turnover",
Nations Restaurant News, 35 (21):147-148

Rosenblatt Z, Ruvio A (1996). A test of a multidimensional model of
job insecurity. The case of Israeli teachers. Journal of Organisational
Behaviour., 17: 587- 605

Torrington, D., L. Hall., & S. Taylor (2005). Human Resource
Management. Financial Times, Prentice Hall, Harlow.

Guthrie, J.T. (2001). Contexts for engagement and motivation in

reading. Reading Online, 4(8). International Reading Association:
Washington DC.

© 2022, IJIREAM All Rights Reserved.



