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Abstract: This research has been conducted to study the impact of HRM practices (career 

development opportunities, supervisor support, working environment, rewards and work-life 

policies) on employee retention in The Islamia University of Bahawalpur as well as the banks in 

Bahawalpur. The data collected through questionnaire from 101 respondents. The results show 

the positive relationship of above mentioned HRM practices with employee retention. 

Conclusions as well as directions for future research are discussed. 
 

INTRODUCTION 

EMPLOYEE RETENTION: During the last decade, the personnel/HRM field has shifted from a 

micro focus on individual HRM practices to a debate on how HRM as a more holistic 

management approach may contribute to the competitive advantage of the organizations. Three 

different perspectives have been used in recent researches on the relationship between HRM 

practices and organizational performance, organizational retention and organizational strategies. 

(Bjorkman and Pavlovskaya: 2000) A number of studies have found that managing turnover is a 

challenge for organizations, as different organizations using different approaches to retain 

employees (American Management Association, 2001).Employee retention is also likely to be 

important for firm performance. If the company is not able to retain its employees, it will not be 

able to capitalize on human assests developed within the organization. (Shekshnia, 1994) 

Retention is considered as all-around module of an organization’s human resource strategies. It 

commences with the recruiting of right people and continues with practicing programs to keep 

them engaged and committed to the organization (Freyermuth, 2004). 

Through the literature survey we have found the different HRM practices that affect the 

employee retention in an organization. After reviewing the several articles relevant to the 

employee retention, we have selected the following five variables to study the impact of HRM 

practices on retention of employees.   
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• Career Development Opportunities 

• Supervisor Support 

• Work Environment 

• Rewards  

• Work-Life Policies 

Literature Review: 

CAREER DEVELOPMENT OPPORTUNITIES  

Career development is a system which is organized, formalized and it’s a planned effort of 

achieving a balance between the individual career needs and the organization’s workforce 

requirements (Leiboiwitz et al, 1986). A company that wants to strengthen its bond with its 

employees must invest in the development of their employees (Hall & Moss, 1998; Hsu, Jiang, 

Klein & Tang, 2003; Steel et al., 2002; Woodruffe, 1999). 

Growth opportunities which were offered by the employers are reduced due to turnover 

intentions of employees because the lack of training and promotional opportunities was the main 

cause for high-performers to leave the company (Allen, Shore & Griffeth, 2003). 

SUPERVISOR SUPPORT 

One of the most important factors that have impact on retention is the relationship between a 

worker and a supervisor. Supervisors are the “human face” of an organization. (Eisenberger, 

1990) Supervisors interact as a link to practice applications among stated goals and expectations. 

By harmonizing the competing demands, they support in managing both inside and outside the 

work environment. If the relationship does not exceed then employee will seek to any other 

opportunity for new employment and vice versa. The supervisor support is so essential to 

retention that it can be said that employees leave bosses, not jobs (Ontario, 2004). 

If the supervisor focuses towards the employee’s progress, other than the formal evaluation 

process; this improves the employee’s retention and commitment towards the organization. 

(Freyermuth, 2007). 

WORK ENVIRONMENT 

Number of studies has attempted to explain work environment in various areas such as for 

example employee turnover (Martin 1979), job satisfaction (Iaffaldano & Muchinsky, 1985), 

employee turnover, job involvement and organizational commitment (Sjöberg & Sverke 2000). 

Work environment is one of the factors that affect employee’s decision to stay with the 



organization (Zeytinoglu & Denton, 2005). 

It’s very important to recognize the emerging needs of individuals to keep them committed and 

provide the work environment as necessitate (Ramlall, 2003). Milory (2004) reported that people 

enjoy working, and strive to work in those organizations that provide positive work environment 

where they feel they are making difference and where most people in the organization are 

proficient and pulling together to move the organization forward. 

Workspace designs have a profound impact on workers and tend to live with job as long as 

satisfied (Brill, Weidemann, Olsen, Keable & BOSTI, 2001). According to ASID,  In order to 

retain old workers, the design of workplace should create environment that support workers of 

poor eyesight, provide tools which need less potency and apt position for aging body (Croasmun, 

2004). 

REWARDS 

The term ‘reward’ is discussed frequently in the literature as something that the organization 

gives to the employees in response of their contributions and performance and also something 

which is desired by the employees (Agarwal, 1998).  

A reward can be extrinsic or intrinsic it can be a cash reward such as bounces or it can be 

recognition such as naming a worker employee of the month, and at other times a reward refers 

to a tangible incentive, reward is the thing that an organization gives to the employee in response 

of their contribution or performance so that the employees become motivated for future positive 

behavior. In a corporate environment rewards can take several forms. It includes, cash bonuses, 

recognition awards, free merchandise and free trips. It is very important that the rewards have a 

lasting impression on the employee and it will continue to substantiate the employee’s perception 

that they are valued (Silbert, 2005). 

WORK-LIFE POLICIES 

 Many researchers tested the impact of work and family benefits which comprise of flexible 

schedules, childcare assistance, parental leave, childcare information and parental leave on 

organization commitment. Researches showed that there is greater organizational commitment if 

employees had access to work life policies and also these employees articulated considerably 

with lower intent to renounce their profession (Grover and Crooker, 1995). 

In today’s dynamic environment, the major concern of the management in business is Workplace 

flexibility. The one thing becomes very clear that money alone is not enough; employees are 



willing to trade a certain amount of money for reduced work hours in their schedules. It is argued 

by the researchers that reduced work hour options should have the potential of win-win situation 

for both individuals and organizations, there should be a fit between the schedule the person 

needs and the actual number of hours worked. Distress and fatigue from excessive time on job 

can lead to decline in performances of the employee and also it affects the safety level. A large 

amount of time at work is not a good predictor of productivity and it is observed that periods of 

time away from work can be extremely beneficial to the quality and productivity of a person’s 

work. The employee willingness to opt for reduced – hours schedules is not simply a matter of 

scheduling it involves redesigning work arrangements which leads to change in organization 

culture and careers, viable reduced-hours career options require simultaneous changes in the 

areas of compensation, assignments and promotions. So it is more cost-effective and productive 

for management to design the work arrangements to fit the human than it is force the human to 

fit the system (Barnet & Hall, 2001). 
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Methodology: 

This study examined the relationship of career development, supervisor support, work 

environment, rewards and work-life policies with employee retention among the employees of 

banking and educational sector in Pakistan (Bahawalpur) 

For developing the theoretical framework the secondary data was gathered from the previous 

research articles and journals while the primary data was collected through the questionnaires. 

Research Variables: After the literature survey, the variables were considered which were 

described in the theoretical framework. Employee retention was the dependent variable, which 

was going to be checked for relationship with career development, supervisor support, working 

environment, rewards and work-life policies that were considered as independent variables. 

Data Collection: The data was collected through questionnaires; the questionnaires were got 

filled from the employees of The Islamia University of Bahawalpur and the Bahawalpur 

branches of HBL, Bank Alfalah and ABL. 

The sample size was 110 whereas 101 (92%) respondents provide the feedback. Among them 45 

(45%) from IUB, 20 (20%) from ABL, 14 (14%) from HBL and 22 (21%) from Bank Alfalah.  

The data collected through questionnaire was analyzed through SPSS statistical software. The 

frequencies and crosstab techniques were applied. The findings of the analysis are given below. 

Data Analysis: 

By using Descriptive statistic technique frequencies distributions were used to determine the 

demographics characteristics of the respondents. SPSS 13.0 version of software was used for 

data analysis. We collected the data from 101 respondents. 55(54.5%) respondents were married 

and 46(45.5%) were unmarried. Other demographic details are given in appendix.  

“Chances of Promotion” question was related to career opportunity. We collect the data from 

101 respondents. 52(51.5%) respondents were agreed and 18 (17.8%) respondents were strongly 

agreed. It means in the organization the chances of promotion are available. According to the 

cross tabulation analysis between chances of promotion and willingness to retain with 

organization, 38 employees were willing to retain with organization among  the 48 employees 

those were agree and 17 out of 17 were willing to retain with organization among them who 

were strongly agree about the chances of promotion. “Complaint Ignorance by supervisor” 

question was related to supervisor support. (29.7%) respondents were disagreed and (10.9%) 

respondents were strongly disagreed. According to the cross tabulation analysis between 



complaints ignorance by supervisor and willingness to retain with organization; 20 employees 

were willing to retain with organization among  the 23 employees those were disagreed and 9 out 

of 11 were willing to retain with organization among them who were strongly disagreed about 

the complaints ignorance by supervisor. “Help by Colleagues” question was related to working 

environment. (56.4%) respondents were agreed and (30.7%) respondents were strongly agreed. It 

means in the organization the working environment is good. According to the cross tabulation 

analysis between Helps by colleagues and willingness to retain with organization; 37 employees 

were willing to retain with organization among  the 50 employees those were agree and 28 out of 

28 were willing to retain with organization among them who were strongly agree about the helps 

by colleagues. It means that working environment strongly affects the employee retention. 

“Allocation of rewards regarding Work” question was related to rewards. (51.5%) respondents 

are agreed and (9.9%) respondents were strongly agreed. It means in the organization the 

rewards are allocated according to work. According to the cross tabulation analysis between 

allocation of rewards regarding work  and willingness to retain with organization; 39 employees 

were willing to retain with organization out of  44 employees those were agreed and 10 out of 10 

were willing to retain with organization among them who were strongly agree about the 

allocation of rewards according to work. “Too much Work Burden” was related to work-life 

policies. (45.5%) respondents were agreed and (32.7%) respondents were strongly agreed. 

According to the cross tabulation analysis between too much work burden and willingness to 

retain with organization; 39 employees were willing to retain with organization out of  43 

employees those were agreed and 18 out of 28 are willing to retain with organization among 

them who were strongly agree about the too much work burden.  

“Conflict between Work and Personal Life” was also related to work-life policies. (34.7%) 

respondents were disagreed and (30.7%) respondents were strongly disagreed. According to the 

cross tabulation analysis between conflict between work and personal life and willingness to 

retain with organization; 24 employees were willing to retain with organization out of  31 

employees those were disagreed and 16 out of 26 are willing to retain with organization among 

them who were strongly disagree about the conflict between work and personal life. 

 

 

 



Conclusion: 

In this study 11 questions were asked to the respondents, among which there were eight positive 

question and four negative questions. The findings of these questions showed that there was a 

good relationship between the employee retention and the HRM practices. The frequencies and 

cross tabs relating to the working environment and career development opportunities were 

showing the higher values. So to improve the employee’s retention towards the organization the 

management should focuses to improve the HRM practices and their qualities. 

Suggestions and Recommendation: 

In today’s environment the human resources is also important as the financial assets, 

technologies, etc. So organizations have to consider the human resource because these are very 

important for betterment of the organization. And as the results of this research shows that the 

better(friendly) working environment, career development opportunities, rewards are more 

important factors that affect the retention of employees with organization; should be focused and 

try to improve them. 

Limitation of Research: 

There are many other factors which may affect the level of employee retention but to time 

constraint other factors are not taken for research. The sample size was also limited. In the study 

no intervening or moderating variables are considered. 

 

 

 

 

 

 

 

References: 
Andrade, S.J, Stigall, S. Kappus, S.S., Ruddock, M. & Oburn, M. (2002). A Model Retention 

Program for Science and Engineering Students: Contributions of the Institutional Research Office. 

U.S.;Texas 

Becker, B. and Gerhart, B. (1996) ‘The Impact of Human Resource Management on 

Organizational Performance: Progress and Prospects’, Academy of Management Journal, 39: 

779–801. 

Brown, Metz (2009). Irreconcilable differences? Strategic HRM and employee well-being, Asia 

pacific Journal of human resources, vol.47, no. 3, 270-294 

Cameron, S (1994). Strategies for successful organizational downsizing, HRM, summer 1994, 

vol.33, nimber 2, pp.189-211 



Chew.J. (2004) “The impact of HRM practices on retention of core employees of Australian 

Organizations: an Empirical Study 

Cooke F L (2000). ‘Human Resource Strategy to improve Organizational Performance: A reoute 

for british firms’. Working Paper No 9 EWERC, Manchester School of Management. 

Datta K, Guthrie J, Wright P (2003). ‘HRM and Firm productivity: Does industry matter’. 

Presented in National Academy of Management Meetings, WA. 
Delaney, J.T. and Huselid, M.A. (1996) ‘The Impact of Human Resource Management Practices on 

Perceptions of Organizational Performance’, Academy of Management Journal, 39: 

949–69. 

Delery, J.E. and Doty, D.H. (1996) ‘Modes of Theorizing in Strategic Human 

ResourceManagement: Tests of Universalistic, Contingency, and Con. gurational Performance 

Predictions’, Academy of Management Journal, 39: 802–35. 

Fay, Bjorkman, Pavlouskaya (2000). The impact of HRM practices on firm performance in Russia, 

International Journal of HRM 11:1 February 2000 1-18 

Guest D (2002). ‘Human Resource Management, Corporate Performance and Employee 

wellbeing: Building the worker into HRM’. The Journal of Industrial Relations 44:3 335-358 

Hiltrop, J.-M. (1996) ‘The Impact of Human Resource Management on Organizational 

Performance: Theory and Research’, European Management Journal, 14: 628–36. 

Husiled, M.A. (1995) “the impact of HRM practices on turnover, productivity, and corporate 

financial performance”, Academy of Management journal, 38: 635-72. 
Ichniowski C, Shaw K, Prennushi G (1995). ‘The effects of Human Resource Management 

Practices on Productivity’. National Bureau of Economic Research Working Paper no 5333. 

Jong, J.D, Hartog, D.D. (2010). “ Measuring innovative work behavior”, creativity and innovation 

management, vol.19. 

Kickul, (1989) Promoses made, Promises Broken,: An exploration of employee attraction and 

retention practices in small business 

Maraqt, Qurashi, Ramay (2007). Impact of HRM practices on employee performance, a case of 

Pakistani telecom sector 

Miles, R.E. and Snow, C.C. (1984) ‘Designing Strategic Human Resource Systems’, Organizational 

Dynamics, Summer: 36–52. 

Shoaib, Noor, Tirmizi, Basher, (2009). Determinats of employee retention in telecom sector of 

Pakistan, Proceedings 2nd CBRC, Lahore, Pakistan 

Singh K (2004). ‘Impact of HR practices on perceived firm performance in India’. Asia pacific 

Journal of Human Resources 42:3 301-317 

Samantha, Dahling (2009). A predictive study of emotional labor and turnover, journal of 

organizational behavior 

Wood S (1999). ‘Human Resource Management and Performance’. International Journal of 

Management Reviews 1: 4 367-413 

Wright P, Gardener T, Moynihan L (2003). ‘The Impact of HR practices on the performance of 

business units’. Human Resource Management Journal 13:3 21-36 

William B, Werther Jr, Davis K (1996). ‘Human Resource and Personnel Management’. 

Page316-317, 5th ed McGraw-hill Inc. 

 

 

 

 

 

 



Appendix: 

 
Time spent in organization 
 

  Frequency Percent 
Valid 
Percent 

Cumulative 
Percent 

Valid Less than 1 Year 6 5.9 6.3 6.3 

  1-2  Years 14 13.9 14.7 21.1 

  2-3 Years 21 20.8 22.1 43.2 

  3-4 Years 22 21.8 23.2 66.3 

  More than  4 
Years 

32 31.7 33.7 100.0 

  Total 95 94.1 100.0   

Missing Missing 6 5.9     

Total 101 100.0     

 
Qualification of Employee 
 

  Frequency Percent Valid Percent 
Cumulative 
Percent 

Bachlors 21 20.8 20.8 20.8 

Master 65 64.4 64.4 85.1 

M.phil 11 10.9 10.9 96.0 

Doctor 4 4.0 4.0 100.0 

Valid 

Total 101 100.0 100.0   

 
Language of Employee 
 

  Frequency Percent Valid Percent 
Cumulative 
Percent 

Urdu 28 27.7 28.0 28.0 

Punjabi 32 31.7 32.0 60.0 

Saraiki 35 34.7 35.0 95.0 

Any Other 5 5.0 5.0 100.0 

Valid 

Total 100 99.0 100.0   

Missing Missing 1 1.0     

Total 101 100.0     

 
Marital Status of Employee 
 

  Frequency Percent Valid Percent 
Cumulative 
Percent 

Married 55 54.5 54.5 54.5 

Unmarried 46 45.5 45.5 100.0 

Valid 

Total 101 100.0 100.0   

 
 
  
 
 
 



Age of Employee 
 

  Frequency Percent Valid Percent 
Cumulative 
Percent 

20-25 18 17.8 18.4 18.4 

26-30 36 35.6 36.7 55.1 

31-35 25 24.8 25.5 80.6 

36-40 9 8.9 9.2 89.8 

Above 40 10 9.9 10.2 100.0 

Valid 

Total 98 97.0 100.0   

Missing Missing 3 3.0     

Total 101 100.0     

 
 

Chances of Promotion * willing to retain with Organization Cross tabulation 
 
 

willing to retain with 
Organization 

 
 Yes No Total 

Strongly Disagree 1 1 2 

Disagree 2 2 4 

Uncertain 14 5 19 

Agree 38 10 48 

Chances of 
Promotion 

Strongly Agree 17 0 17 

Total 72 18 90 

 
 
Complaint Ignorance by supervisor * willing to retain with Organization Cross tabulation 
 
 

willing to retain with 
Organization 

 Yes No Total 

Strongly Disagree 9 2 11 

Disagree 20 3 23 

Uncertain 17 2 19 

Agree 22 10 32 

Complaint 
Ignorance by 
supervisor 

Strongly Agree 4 1 5 

Total 72 18 90 

 
 
  
 
 
 
 
 
 
 
 
 



Help by Colleagues * willing to retain with Organization Cross tabulation 
 

willing to retain with 
Organization 

 Yes No Total 

Disagree 4 3 7 

Uncertain 3 2 5 

Agree 37 13 50 

Help by 
Colleagues 

Strongly Agree 28 0 28 

Total 72 18 90 

 
Allocation of rewards regarding Work * willing to retain with Organization Cross tabulation 
 

willing to retain with 
Organization 

 Yes No Total 

Strongly Disagree 2 1 3 

Disagree 14 7 21 

Uncertain 7 5 12 

Agree 39 5 44 

Allocation of 
rewards 
regarding 
Work 

Strongly Agree 10 0 10 

Total 72 18 90 

 
Too much Work Burden * willing to retain with Organization Cross tabulation 
  

willing to retain with 
Organization 

  Yes No Total 

Strongly Agree 2 0 2 

Agree 10 2 12 

Uncertain 3 2 5 

Disagree 39 4 43 

Too much 
Work 
Burden 

Strongly Disagree 18 10 28 

Total 72 18 90 

 
Conflict between Work and Personal Life * willing to retain with Organization Cross tabulation 
 

willing to retain with 
Organization 

 Yes No Total 

Strongly Agree 7 0 7 

Agree 21 0 21 

Uncertain 4 1 5 

Disagree 24 7 31 

Conflict Between 
Work and 
Personal Life 

Strongly Disagree 16 10 26 

Total 72 18 90 

 

 


