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ABSTRACT

A combination of an emphasis the way employee compensatios
study examines the effects of different employee engagement 4 ion across Pakistan's

industrial and service sectors. Employee retention is posit direct
(consultative and delegative) and indirect (worker unions and directors) engagement
strategies, according to survey data collected fro whom are from the

manufacturing sector and 535 from the service s¢

participation. Additionally, the study empha , demonstrating that
when engagement strategies are successfi compensation are more
likely to stick with their company. P in developing nations like Pakistan, this study

provides insightful information about i rement techniques and pay policies
might improve employee retention.

Service Sector.

1 INTRODUCTI

employee retention and several forms of employee
worker directors, consultative, and delegative. 1,054
akistani sectors—the manufacturing sector (519) and the service
thorough investigation carried out by the writers. Employees in

data. Descriptive s J€s, correlation, univariate analysis, multiple regression analysis, and
independent-sample tptests were employed in the study after the scale's validity and reliability were
established. All types of employee participation have a favourable effect on staff retention in both
industries, according to the research. Additionally, in this relationship, compensation acts as a
moderating effect. In both sectors, delegative participation proved to have the greatest impact on
retention. This innovative study, which looks at six industries in Pakistan—cement,
pharmaceuticals, food and beverage, health care, banking, and higher education—quantitatively
analyses the effect of pay on the relationship between direct and indirect forms of employee
participation and retention. Using comparative analysis methodologies, the authors generalise the
findings to South Asian organisations, extending earlier research.
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Conventional human resource management (HRM) practices are insufficient to retain talented
people in today's fast-paced workplace. These conventional tactics are losing their efficacy as the
proportion of Gen X and Y workers in the workforce rises. Organisations need to become more
cooperative and adaptable in order to meet the demanding demands and difficulties of the global
economy. Effective compensation methods combined with employee engagement techniques like
delegation and consulting are a creative and profitable way to outperform competition and retain
talent.

For an organisation to succeed, employee retention is essential. It is pushing staff members to
remain with the company as long as they can or until certain goals azg etention methods aim

aforementioned inv. 1 ee rtention within the manufacturing and service
sectors of Pakis 1 1 mployee retention and participation affects total

production. From in: s worker unions and joint consultation committees to direct
means su rations, participation has changed over time. Employees
now in task-related decision-making and offer suggestions on
how the co

As a moderatin i ationship between participation and retention, remuneration is also
rrent research. Compensation is a key component of this dynamic and
ry gains and material rewards that employees obtain from their jobs. Pay

taken into account
is defined as all mon
practices that are effective can improve workers' views and well-being, which can boost output
and financial results. A more comprehensive model is required, particularly in developing nations
like Pakistan that deal with high rates of unemployment, inflation, and brain drain, even though
the impact of participation practices on retention has been the subject of numerous research.

e Analyse involvement Types: To comprehend and assess the many forms of employee
involvement strategies (union, worker director, delegative, and consultative) employed in
Pakistan's manufacturing and service industries to keep workers.
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e Analyse Impact on Retention: To find out how these participative methods affect both
industries' staff retention rates.
e The purpose of this study is to investigate the moderating role that employee compensation has
in the relationship between employee retention and participatory practices.

Though a great deal of study has been done on employee engagement and retention, especially in
developing nations like Pakistan, little has been done to examine how pay affects these
relationships. Instead of considering their combined impact on retention across various industries,

the majority of current research concentrates on direct or indirect participation separately. In this

2 RELEVANT WORK

The paper "Data-Driven Automated Dedisi ing i sessing Employee Performance and
by Wingard explores the re i tial of data-driven, automated systems

"

Productivity
for performance and pr . g to the report, companies may improve

where they are in thé @rganisational hierarchy. Higher ranking employees typically have better
advancement possibflities, according to the report. Through an examination of data at different
organisational levels, the study shows how using data to inform promotion choices might improve
the process's effectiveness and fairness. It highlights the necessity of data-driven initiatives to
match individual performance and organisational goals with promotions. This strategy improves
employee happiness and organisational efficiency in addition to promoting equity and
transparency in promotions.

The research conducted by Mohanty (2018) "Driving Employee Engagement Through Data
Analytics: Helping Leaders Make Better People Decisions," shows how HR decision-making and
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employee engagement can be greatly improved by data analytics. According to the research,
executives may identify specific needs, anticipate possible problems, and obtain useful insights
into employee engagement trends by integrating analytics. This makes it possible for businesses
to design specialised plans that raise employee satisfaction and boost output. The study emphasises
how applying data-driven methodologies results in better informed and efficient decisions, which
in turn promotes a more motivated and engaged workforce. Essentially, the study highlights that
utilising analytics enhances decision-making and also fosters a more favourable and efficient work

atmosphere.

The caret package in R can be used to forecast employee turno
"Human Resource Analytics — Can We Predict Employee Tu
to the research, caret is an effective tool for evaluating emp

ding to Roos paper
et in R?" According

"People Analytics — Using Data and Alg0ri 3 1 ¢ Experience," a paper by
Gal et al. (2019) examines how data i ansform HR procedures. The report
demonstrates how businesses may impr: 101, streamline talent management,

examining worker perfo ore informed decisions that will boost
retention and engage ore encouraging and productive work

n a decrease in interpersonal connections and digital overload. The
article offers a w ed strategy that combines technology solutions with individualised,
human-centered invol¥€ment to address these issues. To effectively address individual needs and
preferences, future retention tactics should integrate the effectiveness of digital technologies with
meaningful, personal contacts. This hybrid strategy is essential for building a robust workplace
that encourages worker retention and happiness.

In "Data Analytics at Work: A View from Israel on Employee Privacy and Equality in the Age of
Data-Driven Employment Management," Barzilay (2018) examines the relationship between data
analytics and job fairness and privacy. The study emphasises that although data-driven tools might
increase productivity and enhance decision-making, there are potential privacy hazards and bias
introduction associated with them. The usage of these analytics has raised more questions in Israel
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over how personal data is handled. The study emphasises the necessity of striking a cautious
balance: businesses should use data insights sensibly while safeguarding employee privacy and
making sure everyone is treated fairly. In order to foster trust, adhere to privacy laws, and take
advantage of analytics for workforce management, it counsels businesses to implement transparent

data rules and fair business practices.

The "Employee Retention" assessment by Das & Baruah (2013) explores the main variables that
affect an employee's decision to remain with a company. It emphasises how important possibilities
for professional advancement, fair salary, company culture, and job happiness are in keeping
people on staff. According to the review, maintaining a heg ork atmosphere and
demonstrating strong leadership are essential for keeping employ€es on baard. It also emphasises
how meeting the unique needs of each employee can facilita ignment of their ambitions

offer competitive pay, job satisfaction,
and efficient management in order to k
with an organisation that recognises th
upholds a healthy work

ired careers, job contentment, and work-life harmony also matter
rtant lesson is that in order to increase retention, businesses must align
edures with the needs of individual employees. It's critical to communicate
acknowledge employees' accomplishments, and provide specialised growth

a great deal. The m
their organisational p
effectively,
possibilities. Businesses may better retain people and develop a more devoted workforce by
addressing both organisational and human aspects. For HR professionals who want to improve
overall happiness and staff retention tactics, this report provides insightful information.

3 EMPLOYEE RETENTION METHODOLOGY

The purpose of this study is to investigate the relationship between employee retention and various
forms of employee engagement, including worker union, worker director, consultative, and
delegative. It also looks at how pay for employees might mitigate this association. 1,054 people
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participated in the study, which was conducted throughout Pakistan's manufacturing and service
industries. The study design, sample selection, data collection methods, measuring tools, and
statistical approaches utilised for data analysis are all covered in detail in this section.

Self-administered questionnaires from workers in the manufacturing and service sectors are used
in this study's quantitative research design to collect data. With this method, correlations between
variables can be statistically analysed and the results can be extrapolated to a broader group of
people. To analyse the data, the research design makes use of multiple regression analysis,
independent-sample t-tests, correlation, univariate analysis, and descriptive statistics. Because it
allows for the use of statistical methods to evaluate hypotheses and an organised means
of gathering data, a quantitative approach was selected. By gat ardised data from a

Two important industries in Pakistan utilised to creatg he manufacturing and
service sectors. Among the manufacturing sector’ ies that produce
cement, pharmaceuticals, food, and drinks. In cre employed in the
banking, higher education, and health care dals in total, the sample
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research design approach. The first step is Sample
d from Pakistan's manufacturing and service industries.
uestionnaires are distributed via email and in person during Data
, a variety of statistical methods are used to analyse the data,
-tests, correlation analysis, univariate analysis, multiple regression
tistics. Concluding remarks and suggestions based on the data analysis

analysis, and descr
constitute the last ph

In order to guarantee a thorough and pertinent analysis, the sample selection criteria for this study
were carefully crafted. To guarantee that individuals with firsthand knowledge of the participation
practices were represented, each of us invited workers from both the top and middle levels of the
organisational structure. To assure the validity of the data gathered, participants were chosen from
reputable companies in the designated industries. In order to capture a variety of viewpoints and
experiences, researchers also included workers with varied degrees of education and job
experience. Our objective was to guarantee the cross-context applicability of our findings by
encompassing a broad spectrum of industries in the manufacturing and service sectors. The
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purpose of these inclusion criteria was to ensure that the sample truly reflects the whole workforce
in these industries.

Table 1: Demographic Characteristics of Respondents

Characteristic Manufacturing Service Tot
Sector Sector al
Gender (Male) 362 363 725

Gender (Female) | 157 172

Age (20-30) 200
Age (31-40) 240
Age (41-50) 72
Age (51+) 7
Education (PhD) 149
Education
(MPhil) 204
618
83
The dem. ents from the manufacturing and service industries is
compli i . nt topics including age, gender, and educational background are

ith a more accurate understanding of the makeup of the sample

Delegative particip evaluated using a six-item scale. Each item on the scale had five
possible ratings, rangiftg from "strongly disagree" to "strongly agree." Assessment of Consultative
Participation: Based on a five-item measure from the same source. Worker Union: Assessed using
a three-point rating system. A three-item scale is used to measure worker director. A ten-item scale
served to measure employee retention. Each item on the five-point Likert scale in this scale
addressed a different component of retention. Questions about job happiness, general commitment
to the organisation, and intention to stay were asked of employees. Individuals designed a unique
three-item employee remuneration scale. Pay grade, salary range, and the perception of
compensation justice were among the topics covered by this scale. Five-point Likert ratings were
also applied to each item. To make sure it appropriately reflected crucial components of
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compensation, each of us reviewed the body of prior research and conferred with professionals in
the field when developing this scale.

To verify the construct validity of the scales, each of us employed Exploratory Factor Analysis
(EFA). EFA verified that the items on each scale measured the same construct and assisted us in
determining the underlying structure of the data. Inevitably computed Cronbach's Alpha
coefficients to evaluate the scales' reliability; they ranged from 0.70 to 0.81, showing acceptable
reliability. Cronbach's alpha gauges a scale's internal consistency, making sure that each item
consistently measures the same concept. The purpose of the pilot test grew to improve the
questionnaires using a smaller sample of participants. The questig phrasing and format
were modified as needed to increase comprehension and clarity dback from the pilot
test.

Table 2: Descriptive Statistics of Study Va

Standard
) Mean ..
Variable (Manufacturing) Deviation
& (Service)

Delegative
Participation 3.24 0.69
Consultative
Participation 3.27 0.65
Worker Union 0.39
Worker Direct 0.71 0.57

0.56 0.49

0.57 0.51

Table 2 represent t and standard deviation for the manufacturing and service sectors are

displayed in this tabJ€, which also includes descriptive statistics for the key variables in our
investigation. It provides us with a clear picture of these variables' average values and variability
between the two sectors.

To examine the gathered data and put our study ideas to the test, each of us employed a variety of
statistical approaches. Initially, the primary characteristics of the data, including the average
values, standard deviations, and general distribution of the important variables, were summarised
using descriptive statistics. The correlations between various forms of employee participation, pay,
and retention were then investigated using correlation analysis. This made it easier for us to
comprehend the relationships between these variables and how strong they are. In order to examine
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the effects of distinct variables on employee retention, each of us also employed univariate
analysis. This allowed us to clearly illustrate the independent effects of each element on retention.

To investigate the connections between employee participation, pay, and retention, utilised
Pearson correlation analysis. The linear relationship between two variables is measured using this
method in terms of both its strength and direction. A Pearson correlation coefficient has a range of
-1 to 1, with a number around -1 denoting a strong negative link, a value around 0 denoting no
linear relationship, and a value close to 1 denoting a strong positive relationship. We were able to
ascertain the type of associations between these variables and how closely related they were by
employing Pearson correlation analysis. This research enabled us to d e if and to what extent
higher levels of employee retention were correlated with increa yee participation or
compensation.

y whether and
sion_of theselements that motivate
this investigation, which
predict employee retention.

Results

Variable Beta t-Value
(Service) | (Service)

Delegatitve .

Participation 0.27 5.92
0.20 5.31%**
0.12 3.98%*
0.12 2.97*

Employee . 0.23 5 g5+ 026 S san

Compensation

Compensation > | 35 2.05* 0.38 2.05*

Delegative

Compensgtlon X 0.32 3.04% 0.2 -

Consultative
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Compensation X . .
Worker Union 0.16 3.58 0.15 3.61
Compensation X . .
Worker Director 0.22 2.50 0.19 3.55
R? 0.41 0.58

Adjusted R? 0.39 0.56

F-Value 17.55%*

The results of our multiple regression study, which examings p between employee

retention, are also displayed in the table.

The impact of varying employee participati ion ployee retention across a
range of manufacturing and service ind he application of multiple
regression analysis. Utilising this ap le to examine the effects of multiple
independent variables on the depende ention, including worker union
activity, remuneration, and delegative an i igtpation. Researchers may account for
numerous factors at once '

ive and in-depth examination of the data, the developers carefully
approaches we employed, which included independent-sample t-tests,

To provide a com
selected the statistic
univariate analysis, multiple regression analysis, descriptive statistics, and Pearson correlation
analysis. We were able to comprehend the links between the variables and successfully test our
research hypotheses thanks to the methods that each addressed particular research concerns.

To preserve each participant's privacy and identity, each of us made sure our study adhered to the
highest ethical guidelines. Following an explanation of the study's objectives and an assurance that
their answers would only be utilised for research, each participant provided their informed consent.
It also occurred to them that they would not be penalised if they left the study at any point. By
ensuring that all ethical standards and guidelines were followed to protect the participants' rights

54



i3 .

%ﬂqﬁ&; ISSN: 2249-7196
ATTY

l!l‘n T IJMRR/June 2020/ Volume 10/Issue 2/44-59
L r
oy

Mohan Reddy Sareddy/ International Journal of Management Research & Review

and welfare, the research protocol was examined and approved by the appropriate institutional

review boards.

Complete details regarding the study's goals, methods, possible drawbacks, and advantages were
provided to participants. Also sent them thorough information papers that outlined the goals of the
study, the requirements for participation, and any potential risks or advantages. We made it very
evident that their participation in the study experienced completely voluntary and that they might
leave at any moment with no repercussions. To make sure participants were at ease and knew
exactly what their rights were during the research procedure, this guarantee proved underlined.
Individuals took a number of precautions to guarantee that the answ
would be kept private and anonymous. Protecting personal infg
storing all data and limiting access to the research team exclu$
integrity of the study process, these ethical safeguards were put 1
welfare of participants.

4 RESULT AND DISCUSSION

avided by participants
ensured by securely
ion to preserving the
] chts and

The results of the research provide significan of the relationshtip between employee

engagement and retention in Pakistan's a - fustries. Worker unions,

in the industrial sector and 0.27 in the s@ atiyc participation is notably the most
influential. In order to increase employeé ip and loyalty to the business, it is
her reducing the beneficial effects of

is suggests that companies focused on providing services
members in decision-making procedures, which is essential for

independent-sam -tests, which show notable differences in consultation engagement and
overall retention bet e sectors. These variations most likely result from the service industry's
interactive structure, g#hich demands greater employee involvement. The report emphasises how
important it is for businesses, particularly those in developing nations like Pakistan, to have
thorough yet flexible HRM procedures. Employers may greatly increase retention rates and create
a more stable and productive staff by fusing good employee engagement practices with effective
compensation plans.
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B Manufacturing Sector
1400 B Service Sector

Hm Total

1200

1000+

800y

Percentage

600

400+

200

Characteristic

ibutio’f Employees by Sector

in service. Of the 730 males employed, 363 work in
s of age groupings, there are, depending on the industry,
range, 410 in the 31-40 age range, 485 in the 41-50 age range,
ge. Regarding education, there are 618 workers with Master's
degrees, 81 with grees, 150 MPhil holders, 75 PhD holders, and 618 employees with
Master's degrees. ortion of Master's degree holders is noticeably larger in both sectors.
According to the datai’the industrial sector employs people who are a little older than the service
industry, which employs more women and younger workers. HR initiatives targeted at enhancing
employee engagement and retention in both sectors might be informed by these tendencies, which
point to a tendency towards greater educational qualifications.
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Fig. 4: Demographic loyeesby Gender, Age, and Education Level in

nd Service Sectors

ustry and 210 in service. There are 325 workers in the 20-30 age
150 in service), 410 in the 31-40 age range (210 in each sector),

older age range (7 nufacturing and 70 in service). In terms of education, 75 workers are
PhD holders (30 in ufacturing and 18 in service), 150 are MPhil holders (80 in manufacturing
and 70 in service), 618 are Master's degree holders (300 in manufacturing and 318 in service), and
81 are Bachelor's degree holders (35 in manufacturing and 46 in service). The data shows that a
greater percentage of female employees and younger employees (those in the 20-30 age range)
work in the service sector. A considerable portion of the workforce in both industries holds
master's degrees, indicating a tendency towards higher education. The workforce in the
manufacturing industry is slightly older (aged 41-50 and 51+), which suggests that they have more
experience. These observations can inform HR plans for retaining and engaging workers in both
industries.
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5 CONCLUSION

The results of the study emphasise the necessity it is to have different kinds of employee
involvement if you want to increase retention rates in Pakistan's manufacturing and service
industries. The most effective engagement strategy, which had a favourable impact on retention in
both sectors, was delegative involvement. One important moderating factor that was shown to
increase the efficacy of engagement activities was compensation. This highlights the necessity for
companies to implement all-encompassing HR strategies that blend competitive pay with efficient
engagement techniques in order to keep talent. Businesses can solve the problems caused by
excessive employee turnover and build a more stable and driven by combining these
tactics. The influence of engagement and compensation techniques veloping markets or
various industrial sectors could be the subject of future reseg ouildi the findings of this

study. More in-depth understanding may also be obtained by i dividual
distinctions like work function, career stage, and personal belie fluence the relationship
between retention and engagement. Tracking cha the long-term
efficacy of different HR strategies may also be 3 etention tactics in
various regional contexts could be further [vestigating thg’relationship between
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