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Abstract 

 

Employees are considered as the most significant organizational resources which contribute greatly to 

organizations globally. Therefore, it is essential for organizations to introduce pertinent measures to 

retain competent employees. Effective human resource management practices assist organizations in 

retention of their skilled and valued human resources. The Polyester Staple Fiber industry in Pakistan is 

emerging and rapidly growing industry, hence, facing rigorous competition and scarcity of skilled and 

well-trained employees. This empirical study will explore the consequences of HRM practices on 

employee retention in the Polyester Staple Fiber industry of Pakistan. Particularly, it will examine how 

employee compensation, work-life balance, employee engagement and career management influence 

employee intention to stay or leave. This study also attempted to explore the mediating impact of job 

satisfaction in relation with HRM practices and employee retention. The study utilized explanatory 

research design and cross-sectional survey technique. The primary data were collected by using self-

administered questionnaires from lower to top management of the Polyester Staple Fiber industry in 

Pakistan. The study was carried out 3 out of 3 operational units of the Polyester Staple Fiber. All the 

executives were the sample of the study. Random sampling was adopted in selection of target 

respondents which were 203 employees from all three firms. The collected data from the study were 

statistically analyzed by using descriptive, correlation and multi-regression analysis. The findings reveal 

that HRM practices such as career management, employee engagement; work-life balance and 

compensation are much important to the employees and significantly influenced the employee retention. 

Furthermore, it also explored that job satisfaction significantly mediates the relationship between 

employee retention and HRM practices. The recommendations of the study are that the employers should 

provide family-friendly work environments, empowerment, competitive pay, benefits, career growth and 

development opportunities to their employees, if they want to retain them for long time.  

Keywords: HRM Practices; Job Satisfaction; Employee Retention; Human Resource Management
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1. Introduction  

Retention and job satisfaction of employees always remain at top priority of organizations. Though 

these organizational priorities are difficult to attain as the organizations have to view things from 

the employee point of view. Benefits, compensation, organizational working environments are 

some key human resource factors which assist the organizations in employee retention (Yoon, 

Sung, Choi, Lee, & Kim, 2015; Thelen & Thelen 2018). Due to increased market competition, 

businesses are facing a serious challenge of employee turnover. To achieve a competitive 

advantage over the competitors, it is essential for the organization to hire the skilled and competent 

employee. On the other hand retention of skilled individual is more significant than hiring (Haider 

et al., 2015). It is the fact that when an employee left the organization, he/she brings out with him 

all the important and confidential data about the organizational processes, products and customers, 

most often for the competitors (Haider et al., 2015). In the present times, organizations are 

employing distinctive human resource practices to decrease their employee turnover (Khan et al., 

2014).  It is essential for an organization to build up a situation within the organization that can 

inspire them to be a part of the organization. The organizations are also worried about the expenses 

related to worker turnover, which is generally 2.5 times higher than the salary of a employee 

(Haider et al., 2015). However, the organization which are facing worker turnover may not bear 

the expense of this situation in monetary terms only. Employee turnover can increase the workload 

on existing employees that can negatively affect their performance and motivation towards a job 

in the short run, but in the long-run, the organization has to bear the loss of long-term employee 

that have the unambiguous knowledge, expertise and skills (Yamamoto, 2011). The cost may be 

in shape of loss of business, customers, and profitability (Self & Dewald, 2011). Furthermore, 

there will an extra cost of hiring the new employee in shape of advertising, recruiting process and 

training of newly hired employee (Haider et al., 2015). 

Employee turnover and job dissatisfaction have been the key factors in managing human resources 

in many organizations, companies, and institutions in Pakistan, especially in Polyester Staple Fiber 

industry of Pakistan. According to Aizenshtein (2009), polyester fibers are dominating all other 

textile raw materials like cotton, synthetic, cellulose and other natural fibers. There are total three 

players in this Pakistan polyester industry; IFL (Ibrahim Fibers Limited) is the market leader 

having 63% share, while ICI with 32% share on second and 5% share of total production is with 
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the Rupali Polyester Limited (Hammad, 2018). Pakistan textile industry acquires more than 80% of 

their required Polyester Staple Fiber locally (Polyester Staple Fiber-Sector Overview, PACRA 

December 2016).  

All three Polyester Staple Fiber manufacturers are locating in the same area (not more than 75 

kilometers away from each other) locating between Faisalabad and Sheikhupura. The competition 

among these manufacturing concerns also create opportunities for the skilled employees to relocate 

easily. The lose of a talented employee may harm the firm in many ways, hence the companies 

attempt their greatest to hold their employees for the maximum period of time.The purpose of this 

study is to investigate the key human resource practices which help the organizations to attract 

employees to join an organization and to stay with for long times. The study particularly focuses 

on the organizational HRM practices such as compensation, career management, work-life balance 

and an employee’s engagement that not only ensure employee satisfaction but also considered as 

the most effective tool to attracting and retaining the top talent. 

2. Literature Review  

Attracting, hiring and retaining of talented people are considered as the most important HRM 

activities for an organizational success (Khan, 2010). For achievement of organizational goals and 

objectives, it is suitable for the organizations that the selected employee should be trained 

effectively in their orientation and recruitment process, so employee should be well aware of 

required knowledge, skills and responsibilities of his assigned job. In the process of employee 

selection and training, the organization has to bear a significant cost in-term of time and finances 

(Kakar, Raziq & Khan 2017). Therefore, the loss of an employee may not be only the loss of 

selection and training expenses but also extra cost of employee replacement. To retain the skilled 

and trained employee, the organization should utilize appropriate human resource strategies, if not 

so, then the turnover ratio of employees will be increased (Nasir & Mahmood 2016). Nowadays, 

employee maintenance is an imperative issue and a challenge confronted by the vast majority of 

the organizations. There are numbers of variables which elevate employees to remain or leave the 

organization. These might be external variables, internal variables or the consolidated impact of 

both (Nasir & Mahmood 2016). 

Winning businesses follow the fundamental logic of valuing and putting resources into their 

individuals (Huselid 1995; Honeycutt & Rosen 1997). The high pay or a commanding designation 
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is not generally a tool to make employee adhere to the organization but there are numerous 

different things also exist. Employee satisfaction and their retention are the foundations for the 

achievement of organizations. Talented, experienced and creative employee's retention is 

considered as a potential source in the attainment of competitive advantage (Zatzick & Iverson 

2006).Turnover is thought to be expensive for both the employees and businesses. Substitution 

cost is observed to be high by the businesses (Mitchell et al., 2001). Dissatisfaction among the 

employees might be a noteworthy reason behind employee higher absenteeism. To counter this 

situation organizations often implement some human resource management practices such as 

career management, employee engagement, work-life balance and compensation which are much 

important to the employees and significantly influenced the employee retention. 

There are numerous research studies which have investigated the effect of compensation on 

employee retention. (see Kakar, Raziq & Khan 2017; Ahmad & Allen 2015; Quratulain et al., 

2016; Long & Perumal  2014; Shah & Beh 2016). Employee’s compensation incorporates all types 

of rewards and payments received for the execution of their duties. Compensations can be 

classified into financial and non-financial. Financial compensations comprise salaries, incentives, 

wages, commissions, and bonuses while non-financial compensations include a medical facility, 

life, and health insurance, leave fare assistance, overtimes, old age benefits, and transportation 

facilities. There is a positive correlation between rewards and performance (Shahzad et al., 2008). 

In a competitive market, skills development is a fundamental element of an organization's 

competitiveness. Well-trained and highly competent employee improves the efficiency, product 

and service quality, process effectiveness, and organizational productivity (Khan, 2010). A 

majority of organizations might utilize career development plans to help out their human resources 

in the appropriate planning of their careers. It is assumed that, usually, people respond 

optimistically to career management and progression prospects. Provision of career development 

and training opportunities as a fundamental element of career management, organizations support 

their human resource in becoming more knowledgeable and skillful as well as enable them to 

achieve individual career goals (Khan, 2010). 

According to Estes and Michael, (2005) the term work-life balance usually used to explain; flexible 

working hours, personal leave and company support for family or dependent care.  Several 

companies also employ particular policies to help their works in balancing their work-life and lives 
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at home. These programmes might consist of family-friendly working environments, employee 

welfare programmes, flexible jobs, good working conditions and corporate social responsibilities 

(Beauregard & Henry, 2009; Zatzick & Iverson, 2006).  The terms "commitment", “job 

satisfaction" and "motivation" are by and large being substitute currently in the industry by 

"engagement" as it emerges to have the more explanatory force and face-value (Reilly & Brown 

2008). Engagement might comprise the methods through which human resource management 

professionals influence not only the individual but also the organizational performance (Alfes et 

al., 2013). 

While examining the impact of employee engagement on performance, Bhatla (2011) explored the 

communication and culture of the organization as important predictors. Web based research studies 

of Aon Hewitt (2011) and Hewitt Associates in 2004, identified five key engagement factors which 

comprise of career development opportunities, appreciation, brand positioning, corporate image 

and human resource practices. Positive and constructive feelings and behavior of employees 

towards their work are called job satisfaction (Armstrong & Taylor 2014). An unenthusiastic and 

adverse mindset and feelings towards the work specifies job dissatisfaction. Job satisfaction can 

be separated from self-esteem, as it is a group variable rather than individual,  linked to the extent 

to feel involved in their group and wish for being a member of that group for a longer period of 

time (Armstrong & Taylor 2014).Numerous research studies found employee job satisfaction as 

predictor of turnover. The study of Saxena and Rai (2016) explored that when workers are happy 

with their job benefits, they most probably experience higher job satisfaction.By examining a 

number of studies we can conclude that job satisfaction is the most predicting factor in turnover.  

Compensation, relationship with the boss, working environment and job content are defined as 

major sources in an employee's job satisfaction (Griffeth et al., 2000).  It is evident from repeated 

studies that there is a strong positive relationship between employee retention and job satisfaction. 

According to Rajendran and Chandramohan, (2010) job satisfaction is extremely important as it 

not only controls the efficiency of human resources, but it also influences job attitudes such as 

absenteeism and worker turnover. Job satisfaction has been repeatedly employed as a predictor 

variable and hardly ever as a mediator.  This study is an effort to establish that job satisfaction 

plays a significant role in employee retention, for this reason, it has been selected as a mediator 

variable between human resource management practices and retention. 
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2.1.Research Hypotheses 

On the basis on extensive literature review following study hypotheses were developed which 

are shown in hypothesized research model (see figure 1). 

H1: There is a significant relationship between compensation and employee retention  

H2: There is a significant positive relationship between career management and employee 

retention 

H3: There is a significant positive relationship between work-life balance and employee 

retention 

H4: There is a significant relationship between employee engagement and employee retention  

H5: Employee compensation leads to job satisfaction and retention  

H6: Employee career management leads to job satisfaction and retention 

H7: Employee work-life balance leads to job satisfaction and retention 

H8: Employee engagement leads to job satisfaction and retention 

H9: There is a significant positive relationship between job satisfaction and employee retention 

 

 

 

Figure 01: Hypothesized research model  
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3. Research Methodology  

All the study items were adopted from the previous studies of Sehresh & Maryam (2015), and Dei 

Mensah, (2014). 5-point Likert scale was used to measure all construct’s items where “5 = strongly 

agree and “1 = strongly disagree’’. An explanatory research design was used and the survey 

method was adopted for the collection of primary data. Data were collected through questionnaires 

from employees in different departments of Polyester Staple Fiber manufacturing firms in 

Pakistan. As the current study seeks to focus on the Polyester Staple Fiber industry of Pakistan, 

the target respondents were officials working in lower to higher management of that industry. The 

population of the current study is the officials working in lower to higher management of Polyester 

Staple Fiber manufacturing industry. Supervisors to directors of Ibrahim Fibers Limited, Rupali 

Polyester Limited and ICI Pakistan Limited were the target population and the data were collected 

from all these manufacturing firms by selecting the employees randomly. The collected data were 

analyzed by using SPSS and validity, reliability, descriptive and correlation, and regression 

analysis were performed. The mediation effect was tested using the Hayes & Preacher (2014) 

model for statistical mediation analysis. Majority of the respondents almost 95% were male, and 

5 % were female from which 60% of the respondents having a master degree, and 34% having a 

graduation degree. Taking employees’ experience into consideration, it was observed that job 

experience of 27% respondents having more 10 years’ experience, about 36% were experienced 

less than 5 years and job experience of 37% was ranged between 5~10 years. 

4. Results  

In this study, the reliability analysis was performed by using Cronbach’s alpha and results are 

shown in table 1. The results demonstrate that the reliability values of all constructs are well above 

0.70 which is recommended by Nunnally & Bernstein, (1994). 

Table 1: Summary of the Constructs Reliabilities 

Construct Name  Cronbach’s Alpha 

Compensation  0.863 

Career Management  0.813 

Work-life Balance  0.730 

Employee Engagement  0.838 

Job Satisfaction  0.861 

Employee Retention  0.807 
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4.1.Descriptive and correlation analysis 

Descriptive and correlation results are presented in table 2. The higher mean value shows that 

respondents’ reactions are more tending towards agreement side and this shows that majority of 

respondents think that these factors significantly affect the job satisfaction and employee retention. 

The results of the correlation analysis revealed that all variables are significantly and positively 

correlated as all values are less than 0.85 as recommended by Kline, (2005).  

 

Table 2: Descriptive & Correlation Analysis  

Variables  Mean S.D ECOMP ECRM E.Eng J.Satis Em.Retn WLB 

Compensation 3.63 0.83 1      
Career Management 3.55 0.79 .761** 1     
Employee Engagement 3.50 0.8 .710** .728** 1    
Job Satisfaction 3.66 0.79 .731** .713** .676** 1   
Employee Retention 3.57 0.79 .737** .760** .733** .727** 1  
Work-life Balance 3.57 0.68 .341** .314** .338** .218** .357** 1 
N=203 

  

      
**. Correlation is significant at the 0.01 level (2-tailed). 

ECOMP = Employee Compensation; ECRM = Employee Career Management; E.Eng = Employee Engagement; 

J.Satis = Job Satisfaction; Em. Retn = Employee Retention; WLB = Work-life Balance 

 

 

4.2.Regression coefficients 

Results of regression coefficient are shown in table 3which demonstratethat all the independent 

variables (compensation, career management, engagement, job satisfaction and work-life balance) 

are significant predictors of dependent variable (employee retention). The results shows that career 

management has a major effect on employee retention (β = 0.269, P < .001). Other most important 

predictor is job satisfaction (β =0.242, P < .001), employee engagement (β = 0.227, P < .001), 

compensation (β = 0.165, P < 0.05), and work-life balance (β = 0.087, P < 0.05).  

Y= 0.024 + 0.165X1 + 0.269X2 + 0.227X3+ 0.242X4+ 0.087X5 + ε 

Table 3: Regression Coefficient 
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Variables 
Unstandardized 

Coefficients 

Standardized 

Coefficients   
B Std. Error Beta t Sig. 

(Constant) .024 .199  .123 .902 

Compensation .156 .065 .165 2.389 .018 

Career Management .269 .068 .269 3.925 .000 

Engagement .225 .062 .227 3.609 .000 

Job Satisfaction .240 .063 .242 3.844 .000 

Work-life Balance .101 .049 .087 2.059 .041 
a. Dependent Variable: Employee Retention 

    

4.3.Model Summary 
 

The regression model summary of the study is presented in table 4.  

Table 4: Model Summary 

Model R 

R 

Square 

Adjusted 

R 

Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R 

Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .836a .700 .692 .43741 .700 91.734 5 197 .000 

a. Predictors: (Constant), compensation, career management, engagement, job satisfaction, work-life balance 

b. Dependent variable: Employee Retention 

R square (coefficient of determination) explains the degree of change independent variable 

resulted by a change in the predictor variables or the fraction of deviation observed variable 

explicated by predictor variables. The four study variables (compensation, career management, 

engagement, and work-life balance) and one mediating variable (job satisfaction), explain 70 % of 

the change in employing HRM practices in Polyester Staple Fiber manufacturing firms in Pakistan, 

as demonstrated by R2. This indicates that other factors which are not in this study explain 30% of 

deviation in the dependent variable. 

4.4.Analysis of Variance (ANOVA) 

Table 5: ANOVAa 

Model 

Sum of 

Squares df 

Mean 

Square F Sig. 

1 Regression 87.755 5 17.551 91.734 .000b 

Residual 37.691 197 .191     

Total 125.446 202       
a. Dependent Variable: Em.Retn 
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b. Predictors: (Constant), compensation, career management, engagement, job satisfaction, work-life balance 

 

Table 5, the signified value is 0.000 that is less than 0.05; therefore the predicted model is 

statistically significant on how compensation, career management, engagement, job satisfaction, 

and work-life balance influence the employee intention to retain with the organization. F statistic 

(91.734) also indicating that the model has a good fit. 

4.5.Test of Hypothesis (Direct Effect) 
 

Direct effect of independent variables on dependent variable is presented in table 6. The results 

shows significant effect ( P < .001) of all independent variable on dependent variables, hence, all 

the study hypotheses H1 to H5 are accepted.  

Table 6: Standardized Coefficients for Structural Paths 

No IV DV β S.E P-Value 

1 Compensation Employee Retention .6990 .0460     *** 

2 Career Management Employee Retention .4913       .0599      *** 

3 Engagement Employee Retention .4403       .0573      *** 

4 Work-life Balance Employee Retention .2551 .0807      *** 

5 Job Satisfaction Employee Retention .6757       .0471     *** 

*** p<.001 

4.6.Test of Hypothesis (Mediating effect) 

The mediating impact of job satisfaction between HRM practices (compensation, career 

management, engagement, and work-life balance) and employee retention was tested using Hayes 

& Preacher, (2014) model for statistical mediation analysis and results are shown in table 7. The 

results reveal that the indirect effect of HRM practices in the relation between job satisfaction and 

employee retention lies between +0.063 ~ +0.379. Hence, there is no zero value in the confidence 

interval of 95%. So it can be concluded that job satisfaction mediates the relationship between 

HRM practices and employee retention.  

Table 7:The mediating impact of Job Satisfaction  
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NO IV  M  DV LL(95%)CI UL(95%)CI 

1 Compensation  JS  ER .1797 .3798 

2 Career Management  JS  ER .1672       .3700 

3 Engagement  JS  ER .2039 .3745 

4 Work-life Balance  JS  ER .0639 .2871 

JS= Job Satisfaction, ER = Employee Retention, LL= lower limit; UL=upper limit; CI = confidence interval 

5. Discussion & Conclusions   

The study reveals that there are numerous human resource management practices have a significant 

effect on job satisfaction and employee retention.The results indicate that HRM practices like 

compensation, career management, employee engagement, and work-life balance significantly 

affect job satisfaction and employee retention. The results also indicate that there is a positive and 

significant impact of job satisfaction on employee retention. Furthermore, the results also revealed 

that job satisfaction significantly mediates the relationship between human resource management 

practices and employee retention. Findings of this study are supported by (Acikgoz, Sumer & 

Sumer 2016; Ahmad & Allen 2015; Alfes et al., 2013; Bhatla, 2011). The study findings further 

supported by the studies of (Idris et al., 2017; Sarmad et al., 2016; Saxena & Rai 2016;Wang, Yu 

& Tang 2018). 

The fundamental research motive of this study was “how to improve employee retention in 

Polyester Staple Fiber industry by enhancing their job satisfaction through excellent HRM 

programmes”. This study classifies the possible factors from the literature that can contribute either 

in induction or reduction of employee retention. As an emerging and brisk changing market, the 

Polyester Staple Fiber industry requires a skilled and talented workforce. Most of the literature is 

focused on organizational internal and external factors of employee retention and how these can 

be controlled by implementing efficient human resource management strategies. Though this study 

is based upon existing literature, it also identifies some long-term and shorter organizational HR 

strategies for reduction of employee turnover and to enhance employee job satisfaction so they can 

remain with the organization for a longer period of time. To achieve the competitive edge in the 

current marketplace, the companies need to distinguish themselves from their competitors, not 

only in their products but also in the efficiency and productivity of the human resources. In the 

current competitive market the important value for the acquirement and retention of talented 

employees and customers is much essential. Moreover, this study also recommends that good 
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compensation with reasonable pay, benefits and rewards, regular staff training and development 

programmes, career development opportunities, family and job-life balance, employee respect and 

value, encouragement of innovative ideas, management support, and friendly working 

environments can enhance employee job satisfaction and loyalty towards organization that leads 

to decreased employee turnover ratio. Furthermore, the study also discusses the key benefits of 

employee retention as a reduction in employee turnover results in high employee morale and a 

reduction of cost in both time and recruitment expenses to find an appropriate employee 

substitution.  Putting more resources into employee incentives can help in boosting job satisfaction 

and employee retention. Satisfied employees will not simply stay in the organization for longer, 

but also be more fruitful and do a superior job for the organization. 
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