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Abstract 

Employee retention is defined as a systematic effort by employers to create and foster an environment that encourages 

current employees to remain with the organization.  A strategic approach to employee retention may include adopting 

effective methods of engagement, safety and healthy workplaces and creating flexible work arrangements. Retention 

practices help in creating an inclusive and diverse workforce where barriers are reduced by allowing individuals to 

participate effectively in the workplace.  Of course, there are few retention tools and resources such as Employee Surveys, 

Exit Interviews, Appointing Employee Retention Consultants and adopting some best practices to retain the work force.   

The present study concentrates in the key parameters such as  Work Environment (WE), Organizational Culture (OC), 

Superior Subordinate Relationship (SSR), Rewards and Recognition (RR), Job Satisfaction (JS) and Retention (R)) that 

most significantly influence employees’ decisions to remain with the same Organization. Thus, the results of the current 

study can be used by organizations to develop policies, practices, and strategies based on the constructs and by 

strengthening the same, would enable higher levels of employee retention and create greater efficiencies in meeting their 

Strategic Business Objectives.  The type of research carried out for the study is descriptive and a structured questionnaire 

is used to collect the data, from 466 employees working in various cement companies across Tamil Nadu.  The Structured 

Equation Modeling technique and path analysis were used to test the goodness of the framework.  Given the growing 

needs for organizations to retain its best employees in the face of competition, the findings of the study would suggest 

certain variables were crucial in influencing employees’ decision to either leave or to remain with the same organization.  

It was found that the blend of intrinsic and extrinsic motivational variables together enhanced retention and reduced the 

high rate of employee turnover in the organizations.  It was evident from the study that the constructs such as Work 

Environment, Organizational Culture, Superior Subordinate Relationship, Rewards and Recognition pooled together 

influenced Job Satisfaction of the Employees.  Job satisfaction of the employee in turn influences the employee to remain 

with the same Organization and thus retention is established. 

Key Words: Work Environment (WE), Organizational Culture (OC), Superior Subordinate Relationship (SSR), Rewards and 

Recognition (RR), Job Satisfaction (JS) and Retention (R) 

 

I.INTRODUCTION 

Hiring an employee is only a first step but making the employee stick with the organization is vital to boost the 

organization performance. Building awareness of the importance of employee retention is essential. The costs 
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associated with employee turnover could include lost customers and business as well as damaged morale. In 

addition, there are costs incurred in screening, verifying credentials and references, interviewing, hiring and training 

a new employee. The direct and indirect costs associated with employee turnover can range between 70 and 20 per 

cent of salary. Employee retention is defined as a systematic effort by employers to create and foster an environment 

that encourages current employees to remain with the organization.  Retention strategies strengthen the ability of 

businesses to attract and retain their workforce. Once the right staff persons have been recruited, retention practices 

provide the tools necessary to support staff. A strategic approach to employee retention may include adopting 

effective methods of engagement, safe and healthy workplaces and creating flexible work arrangements. Retention 

practices help create an inclusive and diverse workforce where barriers are reduced and individuals can participate 

in the workplace. Workplaces that demonstrate the company’s value with their employees by putting into place 

perfect policies and practices that reflect effective retention practices, which in turn, increase the worker 

commitment and productivity. Creative strategies that go beyond pay and benefits can be employed to attract and 

retain employees.  Recognition, flexible work arrangements, work-life balance, employee engagement, health and 

safety, communication, workplace diversity, formal wellness programs, inclusion and employee development are 

some examples of the approaches that could become a part of the mix when developing retention strategies. 

Retention Tools and Resources 

a. Employee Surveys  

By surveying employees, organizations could gain an insight into the motivation, engagement and satisfaction of 

their employees. It is important for organizations to understand the perspective of the employee in order to create 

programs targeting any particular issues that may impact employee retention. 

b.Exit Interviews  

By including exit interviews in the process of employee separation, organizations can gain valuable insight into the 

workplace experience. Exit interviews allow the organization to understand the triggers of the employee’s desire to 

leave as well as the aspects of their work that they enjoyed. The organization can then use this information to make 

necessary changes to their company to retain top talent. Exit interviews must, however, ask the right questions and 

elicit honest responses from separating employees to be effective. 

c.Employee Retention Consultants  

 An employee retention consultant can assist organizations in the process of retaining top employees. Consultants 

can provide expertise on how to best identify the issues within an organization that are related to turnover. Once 

identified, a consultant can suggest programs or organizational changes to address these issues and may also assist in 

the implementation of these programs or changes. 

d.Employee Retention Best Practices 

By focusing on the fundamentals, organizations can go a long way towards building a high-retention workplace. 

Organizations can start by defining their culture and identifying the types of individuals that would thrive in that 

environment. Organizations should adhere to the fundamentals of new hire orientation and on boarding plans. 

Attracting and recruiting top talent requires time, resources and capital. However, these are all wasted if employees 

are not positioned to succeed within the company. Research has shown that an employee’s first 10 days are critical 
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because the employee is still adjusting and getting acclimated to the organization. Companies retain good employees 

by being employers of choice viz. Recruitment, Selection, Socialization, Training and development, Compensation 

and rewards and Effective Leaders. 

II.REVIEW OF LITERATURE 

In their study Ahmad, Z. A. et. al (2010) analyzed the necessity of impact of leadership behaviour and perceived 

organizational support which incorporated job satisfaction amongst employees of cement factories in Iran.  The 

necessity of the study rose when Iran planned to scale up their production of manufacturing cement to meet out the 

local demand.  This cultivated towards a drastic change in the workforce in achieving effectiveness and 

organizational performance.  The analysis was carried out amongst 136 employees of Tehran Cement Company and 

the findings suggested that the leadership behaviour was a major influence on job satisfaction both intrinsically and 

extrinsically whereas perceived organizational support had influence only on job satisfaction extrinsically.  The 

study also outlined that in order to improve employee commitment organizations needed to focus on enhancing the 

quality of the supportive relationships amongst managers and employees of the organizations.  

Graisa, M & Al-Habaibeh, A. (2011) in their research worked on to understand the maintenance and the 

production problems in cement factory in Libya with a clear emphasis on total productive maintenance.  The study 

adopted numerous techniques like case study approach, field visits, survey method, etc., in the chosen four factories 

of Libya which showed low productivity amongst others.  The results highlighted that without clear TPM employees 

was not provided adequate training and there was a huge backlog in personal development of employees which 

resulted in less job satisfaction.  Due to the non motivation of employees the result of the organizations were poor 

which resulted in poor reward structure which in turn made the employees dissatisfied. To overcome these 

challenges the researchers recommended developing and implementing a TPM model which in turn could enhance 

the productivity and the satisfaction of both the employees and the management of the organization.   

Qureshi & Shah (2010) attempted in their research to understand the relationship between the employee 

performance and the reward system prevailed in the cement factory in Pakistan.  The well structured questionnaire 

was development to gather the data from various cement factories in the country and adequate analysis were done to 

derive the outcome.  The results incorporated that there was a direct relationship amongst employee performance 

and reward system and also highlighted that a good reward system enhanced the performance of the employees.  The 

study also concluded that high income group of the cement factories were more influenced by intrinsic rewards 

whereas the low income groups of the cement factories were more influenced by extrinsic rewards.  The other 

highlighted outcome were recognition technique, well defined job description enhance job satisfaction whereas 

gender discrimination had a negative impact on employee performance.   

The study carried out by Tabatabaei, et al., (2011) analyzed the job satisfaction, stress and general health of the 

employees in the Hormozgan cement factory employees.  This study was carried out in the experimental approach as 

pre-test ad post-test in order to analyze the mental health, job stress and job satisfaction amongst employees.  The 

results outlined the general health and job satisfaction was up to satisfactory compared to the job stress of the 

employees. In order to obtain revealed improvement of job stress various trainings and models were suggested. 

After conducting the psychological trainings and models there was a drastic level change in the job stress of 
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employees. Other factors like environmental factors, organizational policies, relationship among peer group, salary, 

promotion and work conditions made the employees satisfaction towards their job.  By mitigation of stress paved the 

way for the enhancement of the general health amongst employees which enhanced the productivity of the company.   

Shirvani, et al., (2013) in their research made an attempt to investigate the relationship between job satisfaction 

and the efficiency in business production.  The study was carried out amongst 244 employees of a cement factory in 

Iran.  The results of the study indicated that there was no meaningful relationship amongst gender and job 

satisfaction whereas there was a substantial relationship amongst marital status and job satisfaction.  Based on the 

other research reports of stress among employees in cement industry this study too proved the non-association of 

gender on stress and there was a significant level of stress when compared to the marital status of the employees. 

Married employees had substantial stress compared to the single status employees of the organization.   

Archana V, et al., (2015) carried out a research of employee job satisfaction in Jeyamalli Industries in Ranipet, 

Sipcot in order to retain the employees to tackle the competition by keeping their employees motivated and satisfied.  

There was a positive influence on engagement activities, welfare activities, motivation and long term career 

progression system amongst the employees which was carried out by the organization.  But there was a substantial 

lacking in the areas of technical training, skill development, enhanced work environment, work safety measure and 

management training provided by the company.  The outcome suggested that productivity largely depended on the 

satisfied employees. In order to keep the employees satisfied and to increase the productivity the organization needs 

to play for the long term growth by providing permanent and higher compensation and also adequate training and 

development whenever required.   

In an attempt to understand the difference between the perceived age difference and the overall job satisfaction 

Chileshe & Haupt (2010) underwent a study among the construction workers of South Africa. The study was carried 

out among employees categorized into two divisions one by employees aged above 40 years and the other by below 

40 years.  Out of the chosen sample size of 300 the findings suggested that the relationship amongst workers were 

poor and the younger employees were dissatisfied due to the poor recognition of their abilities in comparison to the 

older employees. Amongst the seven factors associated six factors had no significant differences with both set of 

employees.  This paper offered a practical suggestion to the construction industry in order to minimize the negative 

effects of jobs and to enhance the job satisfaction within the construction sector of South Africa. 

Total Quality Management practices played a large role in Cement factories and in order to under the influences 

of TQM on supply chain performance Masindet and Ogollah (2014) carried this study in cement manufacturing 

company in Kenya. In order to withstand the intense competition and to perform at the highest level the employees 

were measured by the mechanism of key performance indicators. The KPI influenced the employee involvement 

drastically by continuous improvement of the TQM method in supply chain performance.  The management 

provided adequate training and the employees were keenly involved in the decision making process of quality 

improvement matters.  The research also outlined that employee involvement, management commitment, continuous 

improvement were significantly associated. 

Solkhe and Chudhary (2011) investigated the HRD climate to result in job satisfaction.  By enhancing the HRD 

climate via developing the capabilities for better performance the organization could meet the present and future 
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expectations.  Though there are many measures for organizational performance this study is more focused on one 

measure the job satisfaction.  The study was carried out in Public Sector Company and the findings suggested that 

there was a impact on job satisfaction by HRD climate which in turn provided superior organizational performance.  

The outcome also suggested that the managers had a favorable attitude towards HRD policies and practices adopted 

by the top management which resulted in their job satisfaction.  The findings concluded with a significant 

relationship between job satisfaction and HRD climate and by increasing the HRD climate positively would 

substantially increase the job satisfaction and also the organizational performance in the positive side. 

Marzuki, et al., (2012) undertook a research to understand the factors affecting the job satisfaction of the 

workers in the construction companies of Indonesia.  The factors portrayed the influence of rewards, relationship 

amongst peers, fulfillment of higher order needs, job facets with respect to job satisfaction.  The results provided 

that different categories of workers perceived differently the conditions of the job facets. They believed that quality 

of their work reward and company’s performance result in their job satisfaction.  The study also found that 

employees felt of providing rewards for their performance but the truth of the scenario was that the employees were 

dissatisfied by the reward system adopted by the company.   

A study was conducted by Yoganandan & Sivasamy (2015) to evaluate the health and safety measures of the 

employees in the Chettinad Cement Corporation, Karur.  The study concluded with the fact that the welfare 

measures provided had an instant impact on the physical, health and mental efficiency of the workers. The outcome 

portrayed that the age group, experience and designation had a substantial relationship with their perceptions on 

safety and health measures. By providing health and safety employees felt satisfied and by increasing the measures 

the quality of their performance would also be increased.  

III.NEED FOR THE STUDY 

The vitality of this study was originated when finding out nearly 28% of employees have shifted jobs a year before 

which significantly downturn the company production. The key identification to retain employees was discussed and 

some of the parameters were implemented. The key parameters to retain employees were Work Environment (WE), 

Organizational Culture (OC), Superior Subordinate Relationship (SSR), Rewards and Recognition (RR), Job 

Satisfaction (JS) and Retention (R)) that most significantly influenced employees’ decisions to remain with the 

same cement Companies. In addition, the study sought to describe the importance of retaining critical employees 

and developing strategies to enhance employee retention practices.  Thus, the results of the current study could be 

used by organizations to develop policies, practices, and strategies based on the constructs and by strengthening the 

same, there would be a  higher levels of employee retention and would also create greater efficiencies in meeting 

strategic business objectives. 

 

Theoretical implication on the methodology adopted: 

From the vast experience of the employment, it was understood that to make an employee to stick with an 

organization, job satisfaction played a vibrant role.  An employee could never be satisfied by mere salary and 

recognition and that made the researchers to explore various factors which could enhance the job satisfaction.  In 

this study the researcher identified four important independent variables like Work Environment, Superior 
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Subordinate Relationship, Organization Culture and Rewards and Recognition which strongly influence job 

satisfaction that could eventually result in employee retention. Accordingly the conceptual model was developed 

with the appropriate hypotheses to test the feasibility of the model.  

Objectives of the Study 

 To identify the factors influencing the employee retention at select Cement Companies in Tamil Nadu. 

 To analyze the opinion of the employees towards the adopted employee retention strategy. 

 To determine the effects of Employee Turnover in selected Cement Companies in Tamil Nadu. 

 To render suitable suggestions for effective employee retention. 

IV.RESEARCH MODEL 

 The type of research carried out for the study was descriptive, for which 466 employees of various cement 

companies across Tamil Nadu were taken.  Structured questionnaire was adopted for collection of data.  All the 

respondents met the criteria of working in the companies for more than three years.   

 The questionnaire constructed for this research was measured from items adopted from previous studies 

with same alteration.  Multiple-items measures used for all variables to increase the reliability & validity of the 

items used.  The questionnaire was structured using five-point Likert scale ranging from 1 (strongly agree) to 5 

(strongly disagree) for all the items.  Hypothesis was developed based on the data collected.  To test the goodness of 

the framework, path analysis is used. 

 

 

 

 

 

 

 

 

Fig.1 Conceptual Framework And Hypotheses 
 
 
WE – Work Environment, OC – Organizational Culture, SSR – Superior Subordinate Relationship, RR – Rewards 
and Recognitions,  JS – Job Satisfaction, R – Retention 
H1: Work Environment has no direct, positive impact on Job Satisfaction 

H2: Organizational Culture has no strong influence on Job Satisfaction 

H3: Superior Subordinate relationship has no positive relationship with Job Satisfaction 

H4: Rewards and Recognition has no direct, positive relationship with Job Satisfaction 

WE 

OC 

SSR 

RR 

JS R 

H1 
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H5: Job Satisfaction has no positive relationship with Employee Retention 

V.RESULTS AND DISCUSSION 

TABLE 1 

RELIABILITY AND AVE 

Construct Composite Reliability AVE Cronbach Alpha 

WE 0.923 0.707 0.895 

OC 0.831 0.523 0.751 

SSR 0.845 0.531 0.768 

RR 0.927 0.719 0.902 

JS 0.944 0.771 0.926 

R 0.901 0.647 0.869 

 

WE – Work Environment, OC – Organizational Culture, SSR – Superior Subordinate Relationship, RR – Rewards 
and Recognitions,  JS – Job Satisfaction, R – Retention 
Reliability and AVE: 

Reliability and validity tests were conducted for all the constructs in the conceptual mode.  The reliability of the 

constructs used in this study was carried out using Smart PLS software.  The reliability of the constructs refers to the 

accuracy with which the constructs repeatedly measure the same phenomenon with permissible variation.  The 

composite reliability for internal consistency of the constructs was tested and was above 0.7.  The Cronbach Alpha 

scores were found to be greater than 0.5 which is good reliability for social science research (Nunny 1978).  The 

AVE scores for all the constructs were greater than 0.25 indicating sufficient convergent validity.   

TABLE 2  

DISCRIMANT VALIDITY 

JS OC R RR SSR WE 

JS 0.845    

OC 1.002 0.657    

R 0.567 0.587 0.741   

RR 0.974 0.995 0.546 0.808  

SSR 0.875 0.921 0.511 0.831 0.653 

WE 1.015 1.000 0.540 0.930 0.830 0.798 

 

WE – Work Environment, OC – Organizational Culture, SSR – Superior Subordinate Relationship, RR – Rewards 

and Recognitions,  JS – Job Satisfaction, R – Retention 

Convergent validity measured the degree to which items on a scale were linked in theory. A common rule-of-thumb 

is a loading greater than 0.6. In the outer model, it was necessary to observe the loading column. In this case, all 

items loaded on their constructs range from 0.6 to 0.8 indicating convergent validity. Each element in the principle 

diagonal were always higher than off-diagonal elements in their corresponding row and column .The pattern 

supported the measurement scales’ discriminant validity, as the components in the main diagonal were constantly 
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higher than the off-diagonal components in their equivalent row and column. The discriminant validity was tested by 

exploring the average variance shared between a construct and its measures (AVE). The values higher than 0.50 is to 

be accepted according to Fornell and Larcker model. 

Testing the Conceptual Model: 

 

Fig. 2 The Role Of Retention In The Effects Of Other Variables 

 

TABLE 3 

 STRUCTURAL MODEL BOOTSTRAP 

Hypothesis Relationship Standardized Path Cofficient t-Statistic Status 
H1 WE->JS 0.528 6.976 supported 
H2 OC->JS 0.068 0.847 Not supported 
H3 SSR->JS 0.111 1.890 Not supported 
H4 RR>JS 0.311 4.598 supported 
H5 JS->R 0.526 7.785 supported 

 
WE – Work Environment, OC – Organizational Culture, SSR – Superior Subordinate Relationship, RR – Rewards 
and Recognitions,  JS – Job Satisfaction, R – Retention 
From the figure, the R-squared variation of JS with WE, OC, SSR and RR is 91%.  Hence the JS is influenced to a 

greater extent by WE, and RR with a standaradised path cofficient of 0.528 and 0.311 and t-static of 6.976 and 

4.598.  Since the t-value of JS with WE and RR is greater than 3.0, it is evident that WE and RR has a direct, 

positive impact on JS and the hypothesis (H1 & H4) is accepted.  
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The JS is not influenced to a greater extent by OC and SSR with a standaradised path cofficient of 0.628 and 0.111 

and t-static of 0.847 and 1.890.  Since the t-value of JS with OC and SSR is lesser than 3.0, it is evident that OC and 

SSR has a negative impact on JS and the hypothesis (H2 & H3) is accepted.  

From the figure, the R-squared variation of R with JS is 27%.  Hence the R is influenced to a greater extent by JS 

with a standaradised path cofficient of 0.526 and t-static of 7.785.  Since the t-value of R with JS is greater than 3.0, 

it is evident that R and JS has a direct, positive impact and the hypothesis (H5) is accepted.  

The empirical results of the model show that all the five hypotheses H1, H2, H3, H4, and H5 are verified.  It can be 

seen that the H1 and H4, WE and RR has a direct, positive impact on JS, likewise the H2 and H3, OC and SSR has a 

negative relationship with JS whereas H5, JS has a positive relationship with R. The empirical investigation supports 

the JS and also supports the fact that JS is influence by R. 

VI.FINDINGS 

 The reliability of the constructs fell above 0.7 which indicated the items included for the variables were 

reliable in nature and thus paved the way for exploring each independent variable on the dependent 

variable. 

 The Cronbach’s alpha value of the constructs was above 0.8 which demonstrated the variables selected 

were reliable for the study to carry out.  

 Based on the outcome of the path analysis, the independent variables Work Environment and Rewards and 

Recognition were said to have a positive direct impact on the dependent variable Job Satisfaction.  

 Other the independent variables Organization Culture and Superior Subordinate Relationship were said to 

have no strong influence on the dependent variable Job Satisfaction. 

 The independent variable Job Satisfaction has a strong direct relationship on the dependent variable 

Employee Retention. 

VII.SUGGESTIONS 

 Independent variable like Work Environment and Rewards and Recognitions were having huge influence 

on Job Satisfaction which paved way for the retention of the employees. So the organizations should 

emphasize more on these aspects to make the employee satisfied and to stick with their organization. 

 Inspite of having a feeble influence it was recommended that Organization Culture and Superior 

Subordinate Relationship should be focused on to provide more influence on Job Satisfaction of their 

workforce which would substantially increase the retention rate.  

 All activities done by the organizations should ultimately result in creating a satisfaction of their 

workforce.  This study has portrayed that higher the job satisfaction, higher the retention rate of the 

organization.  

 In order to retain the employees among cement companies it was mandatory to formulate & adopt strong 

HR policies mainly focusing on the areas like Job Satisfaction, Work Environment, Superior Subordinate 

Relationship, Organization Culture and Rewards and Recognition to name a few.   
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VIII.CONCLUSION 

Given the growing needs for organizations to retain its best employees in the face of competition, the findings of the 

study suggested that certain variables were crucial in influencing employees’ decision to either leave or remain in an 

organization. Such variables include working environment, organizational culture, superior subordinate relationship, 

job satisfaction, rewards, training and development, a competitive salary package and job security. Nonetheless, the 

importance of other variables should not be under estimated when formulating a retention policy. It was only a 

comprehensive blend of intrinsic and extrinsic motivational variables that could enhance retention and reduce the 

high rate of employee turnover in our various organizations. Thus it was evident that the constructs such as Work 

Environment, Organizational Culture, Superior Subordinate Relationship, Rewards and Recognition pooled together 

influenced Job Satisfaction of the Employees. 
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