
ANALYTICAL STUDY ON THE 

EFFECTIVENESS OF STRATEGIES 

ADOPTED FOR EMPLOYEE 

RETENTION IN ORGANISED APPAREL 

RETAIL SECTOR 

A THESIS SUBMITTED TO THE 

UNIVERSITY OF MUMBAI 

FOR THE 

Ph.D. (COMMERCE AND MANAGEMENT) DEGREE IN 

MANAGEMENT STUDIES 

SUBMITTED BY 

Mrs. TRUPTI SACHIN GUPTE 

UNDER THE GUIDANCE OF 

Dr. TEJASHREE DESHMUKH 

PTVA’s INSTITUTE OF MANAGEMENT,  

CHITRAKAR KETKAR MARG, BEHIND M.L. DAHANUKAR COLLEGE, 

VILE PARLE EAST, MUMBAI, MAHARASHTRA, 400057 

MARCH 2025 



STATEMENT BY THE CANDIDATE

As required by the University Ordinance 77,0,I wish to state that the work embodied

in this thesis titled "ANALYTICAL STUDY ON THE EFFECTIVENESS OF

STRATEGIES ADOPTED FOR EMPLOYEE RETENTION IN ORGANISED

APPAREL RETAIL SECTOR' forms my own contribution to the research work

carried out under the guidance of Dr. Tejashree Deshmukh at the PTVA s Institute of
*

Management, Chitrakar Ketkar Marg, Behind M.L. Dahanukar College, Vile Parle

East, Mumbai, Maharashtra 400057. This *oik hu, not been submitted for any other

degree of this or any other University. Wherever references have been made to

previous works of others, it has been clearly indicated as such and included in the

BibliograBhy.

Signature of Candidate

Mrs. Trupti Sachin Gupte

Certified by

@*LJA-
S ignature of Research Guide

Dr. Tejashree Deshmukh



CERTIFICATE OF ORIGINALITY

This is to certify that the thesis titled "ANALYTICAL STUDY ON THE

EFFECTIVENESS OF STRATEGIES ADOPTED FOR EMPLOYEE

RETENTION IN ORGANISED APPAREL RETAIL SECTOR", is a bonafide work

of Mrs. Trupti Sachin Gupte @h.D.RegishationNrrnber-0LDGW20I9)submitted to the

University of Mumbai in partial fulhlment of the requirement forthe award ofthe degree

of Ph.D.(Commerce and Management) in Management Studies.

@".h*-l--(--:
Dr. Tejashree Deshmukh.

ReserchGuide



DECLARATION

I declare that this written submission represents my ideas in my own words and where

others' ideas or words have been.included, I have adequately cited and referenced the

original sources.

I also declare that I have adhered to all principles of academic honesty and integrity and

have not misrepresented or fabricated or falsified any ideal datal factl source in my

submission.

I understand that any violation of the above will cause disciplinary action by the

Institute and can also evoke penal action from the sources which have thus not been

properly cited or from whom proper permission has not been taken when needed.

(Signature)

Mrs. Trupti Sachin Gupte

(Ph.D. Registration No. 01126-04-2019)

ilt



iv 

ACKNOWLEDGEMENT 

I begin this acknowledgment by expressing my deepest gratitude to the Almighty, 

whose blessings, guidance, and grace have been my unwavering source of strength 

throughout this journey of completing my Ph.D. thesis, “Analytical Study on the 

Effectiveness of Strategies Adopted for Employee Retention in the Organised 

Apparel Retail Sector.” 

I am profoundly thankful to my guide, Dr. Tejashree Deshmukh, for her insightful 

guidance, meticulous feedback, and steadfast encouragement and unwavering belief in 

my potential. Her expertise and patience have been instrumental in shaping the direction 

and quality of this research. 

I extend my heartfelt gratitude to CA Anil Ganu, President of PTVA, for his visionary 

leadership and inspiring support, which have been a constant source of motivation 

throughout this academic endeavour. 

I also wish to express my sincere appreciation to CA Pramod Lele, Mentor of 

PTVAIM, for his thoughtful guidance and constructive suggestions,. His mentorship 

has been a cornerstone of this achievement. 

My sincere thanks go to Dr. Harsolekar, Advisor at PTVA’s Institute of 

Management, for his encouraging advice, innovative insights, and dedicated support, 

which has greatly contributed to this journey. 

I am deeply grateful to the late Dr. Snehlata Deshmukh madam, former Vice 

Chancellor of the University of Mumbai and mentor to PTVAIM, a towering academic 

leader whose vision and instrumental efforts in establishing the research centre 

continues to be a blessing for researchers like me. 

I also extend my deepest gratitude to Dr. Bhavesh Vaity, Mr. Ajinkya Kumawat, 

colleagues and the non-teaching staff members of PTVA’s Institute of Management for 

their unwavering support, collaborative spirit, and kindness. Their assistance in  



administrative, technical, and intellectual matters has been invaluable, and their

professional camaraderie has enriched my research experience in numerous ways..

I am sincerely thankful to the professionals from the organised apparel retail sector,

whose willingness to share their valuable time and insights made this research possible.

Lastly, with immense love and respect, I acknowledge the unwavering support of my

parents (Mrs Ashwini Deshmukh and Mr. Kishor Deshmukh) and parents in-laws

(Mrs. Sucheta Gupte and Mr. Anant Gupte), whose blessings and encouragement

have been my bedrock of strength. Their faith in me has been a constant source of

motivation, even during the most challenging times.

To my husband, Mr. Sachin Gupte, I owe my deepest thanks for being my rock, my

confidant, and my greatest cheerleader. His boundless patience, unconditional love, and

steadfast support have been instrumental in helping me pursue and achieve.this

important academic, professional and a major personal milestone.

This thesis is a reflection of the collective efforts and encouragement of all these

individuals, and I humbly offer my heartfelt thanks to each one of them for their unique

and invaluable contributions.

@,xt'-
Mrs. Trupti Sachin Gupte



vi 

List of Tables 

Sr. No. Table No. List of Tables Page Number 

1 Table 3.01 Employee Retention: Need and Impact in 

Organised Apparel Retail Sector 

51 

2 Table 3.02 Training and Development and Employee 

Retention 

55 

3 Table 3.03 Performance-Based Rewards and 

Recognition and Employee Retention 

58 

4 Table 3.04 Cross-Functional Job Rotation and 

Employee Retention 

62 

5 Table 3.05 Flexible Working Hours Policy and 

Employee Retention 

65 

6 Table 3.06 Higher Education and Employee Retention 69 

7 Table 3.07 Job Motivation as Moderator Influencing 

Effectiveness of Retention Strategies 

72 

8 Table 3.08 Job Satisfaction as Moderator Influencing 

Effectiveness of Retention Strategies 

76 

9 Table 4.01 Results of the Pilot Study 92 

10 Table 5.01 Classification of Tenure in the Current 

Organisation 

96 

11 Table 5.02 Classification of Number of Training 

Programs Attended Since Joining 

97 

12 Table 5.03 Classification of Performance-Based 

Rewards and Recognition Program Offered 

in the Organisation 

98 

13 Table 5.04 Classification of Satisfied with the 

Performance-Based Rewards and 

Recognition Program 

 99 

14 Table 5.05 Classification of Undertaken Cross 

Functional Job Rotation in the Current/Past 

Organisation 

100 

15 Table 5.06 Classification of Benefits from Cross 

Functional Job Rotation in Current/Past 

Role 

101 

16 Table 5.07 Classification of Organisation Provides 

Flexible Working Hour Policy 

102 

17 Table 5.08 Classification of Availing the Benefit of 

Flexible Working Hours 

103 

18 Table 5.09 Classification of Organisation Encourage 

or Provide Support for Pursuing Higher 

Education 

104 



vii 

19 Table 5.10 Classification of Pursuing Higher 

Education Helps Grow in the Current 

Work Profile 

105 

20 Table 5.11 Weighted Average Mean for Training & 

Development 

106 

21 Table 5.12 Weighted Average Mean for Performance 

Based Rewards and Recognition 

109 

22 Table 5.13 Weighted Average Mean for Cross 

Functional Job Rotation 

111 

23 Table 5.14 Weighted Average Mean for Flexible 

Working Hours Policy 

113 

24 Table 5.15 Weighted Average Mean for Higher 

Education 

115 

25 Table 5.16 Weighted Average Mean for Employee 

Retention 

117 

26 Table 5.17 Weighted Average Mean for Job 

Motivation 

119 

27 Table 5.18 Weighted Average Mean for Job 

Satisfaction 

120 

28 Table 5.19 Cronbach’s Alpha (α) for Training and 

Development 

123 

29 Table 5.20 Cronbach’s Alpha (α) for Performance 

Based Rewards and Recognition 

125 

30 Table 5.21 Cronbach’s Alpha (α) for Cross Functional 

Job Rotation 

126 

31 Table 5.22 Cronbach’s Alpha (α) for Flexible 

Working Hours’ Policy 

127 

32 Table 5.23 Cronbach’s Alpha (α) for Higher 

Education 

128 

33 Table 5.24 Cronbach’s Alpha (α) for Employee 

Retention 

129 

34 Table 5.25 Cronbach’s Alpha (α) for Job Motivation 130 

35 Table 5.26 Cronbach’s Alpha (α) for Job Satisfaction 131 

36 Table 5.27 Summary of Reliability Statistics for 

Training and Development, Performance-

Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working 

Hours Policy, Higher Education, Job 

Motivation and Job Satisfaction to 

determine Employee Retention in 

Organised Apparel Retail Sector 

131 

37 Table 5.28 Model Summary 132 

38 Table 5.29 ANOVA 133 

39 Table 5.30 Standardised and Unstandardised 

Regression Coefficients 

134 



viii 

40 Table 5.31 Chi-Square Test Values for Training and 

Development 

135 

41 Table 5.32 Spearman Rank Correlation for 

[Performance-Based Rewards and 

Recognition * Employee Retention] 

138 

42 Table 5.33 Chi-Square Test Values for Cross 

Functional Job Rotation 

139 

43 Table 5.34 Chi-Square values for Flexible Working 

Hours Policy 

140 

44 Table 5.35 Spearman Rank Correlation for [Higher 

Education * Employee Retention] 

142 

45 Table 5.36 Spearman Rank Correlation for [Job 

Motivation * Employee Retention] 

143 

46 Table 5.37 Spearman Rank Correlation for [Job 

Satisfaction * Employee Retention] 

144 

47 Table 5.38 KMO and Bartlett’s Test of Hypothesis 

(for factor analysis) 

145 

48 Table 5.38 

(a) 

Communalities to determine Training and 

Development 

145 

49 Table 5.38 

(b) 

Eigen Values explaining the Percentage of 

Variance to determine Training and 

Development 

147 

50 Table 5.38 

(c) 

Rotated Component Matrix (for deciding 

the number of factors) to determine 

Training and Development 

149 

51 Table 5.39 KMO and Bartlett’s Test of Hypothesis 

(for factor analysis) 

152 

52 Table 5.39 

(a) 

Communalities determine Performance 

Based Rewards and Recognition 

152 

53 Table 5.39 

(b) 

Eigen Values explaining the Percentage of 

Variance determine Performance Based 

Rewards and Recognition 

153 

54 Table 5.39 

(c) 

Rotated Component Matrix (for deciding 

the number of factors) determine 

Performance Based Rewards and 

Recognition 

154 

55 Table 5.40 KMO and Bartlett’s Test of Hypothesis 

(for factor analysis) 

157 

56 Table 5.40 

(a) 

Communalities for Cross functional Job 

Rotation 

157 

57 Table 5.40 

(b) 

Eigen Values explaining the Percentage of 

Variance for Cross functional Job Rotation 

158 



ix 

58 Table 5.40 

(c) 

Rotated Component Matrix (for deciding 

the number of factors) for Cross functional 

Job Rotation 

159 

59 Table 5.41 KMO and Bartlett’s Test of Hypothesis 

(for factor analysis) 

161 

60 Table 

5.41 (a) 

Communalities for Flexible Working 

Hours Policy 

162 

61 Table 5.41 

(b) 

Eigen Values explaining the Percentage of 

Variance for Flexible Working Hours 

Policy 

163 

62 Table 5.41 

(c) 

Rotated Component Matrix (for deciding 

the number of factors) for Flexible 

Working Hours Policy 

164 

63 Table 5.42 KMO and Bartlett’s Test of Hypothesis 

(for factor analysis) 

166 

64 Table 5.42 

(a) 

Communalities for Higher Education 166 

65 Table 5.42 

(b) 

Eigen Values explaining the Percentage of 

Variance for Higher Education 

167 

66 Table 5.42 

(c) 

Rotated Component Matrix (for deciding 

the number of factors) for Higher 

Education 

168 

67 Table 5.43 KMO and Bartlett’s Test of Hypothesis 

(for factor analysis) 

170 

68 Table 5.43 

(a) 

Communalities for Employee Retention 170 

69 Table 5.43 

(b) 

Eigen Values explaining the Percentage of 

Variance for Employee Retention 

171 

70 Table 5.43 

(c) 

Rotated Component Matrix (for deciding 

the number of factors) for Employee 

Retention 

172 

71 Table 5.44 KMO and Bartlett’s Test of Hypothesis 

(for factor analysis) 

174 

72 Table 5.44 

(a) 

Communalities for Job Motivation 174 

73 Table 5.44 

(b) 

Eigen Values explaining the Percentage of 

Variance for Job Motivation 

175 

74 Table 5.44 

(c) 

Rotated Component Matrix (for deciding 

the number of factors) for Job Motivation 

176 

75 Table 5.45 KMO and Bartlett’s Test of Hypothesis 

(for factor analysis) 

177 

76 Table 5.45 

(a) 

Communalities for Job Satisfaction 178 

77 Table 5.45 

(b) 

Eigen Values explaining the Percentage of 

Variance for Job Satisfaction 

179 



x 

78 Table 5.45 

(c) 

Rotated Component Matrix (for deciding 

the number of factors) for Job Satisfaction 

179 

79 Table 5.46 Summary Table of Factor Analysis for 

Employee Retention in Organised Apparel 

Retail Sector 

181 

80 Table 5.47 Summary Table of Hypothesis 187 

81 Table 6.01 Summary of Reliability Statistics for 

Training and Development, Performance-

Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working 

Hours Policy, Higher Education, Job 

Motivation and Job Satisfaction to 

determine Employee Retention in 

Organised Apparel Retail Sector 

201 

82 Table 6.02 Standardised and Unstandardised 

Regression Coefficients 

202 

83 Table 6.03 Summary Table of Factor Analysis for 

Employee Retention in Organised Apparel 

Retail Sector 

215 



xi 

LIST OF CHARTS 

Sr. No. Chart No. List of Charts Page 

Number 

1 Chart 5.01 Classification of Tenure in the Current 

Organisation 

97 

2 Chart 5.02 Classification of Number of Training 

Programs Attended Since Joining 

98 

3 Chart 5.03 Classification of Performance-Based 

Rewards and Recognition Program 

Offered in the Organisation 

99 

4 Chart 5.04 Classification of Satisfied with the 

Performance-Based Rewards and 

Recognition Program 

 100 

5 Chart 5.05 Classification of Undertaken Cross 

Functional Job Rotation in the 

Current/Past Organisation 

101 

6 Chart 5.06 Classification of Benefits from Cross 

Functional Job Rotation in Current/Past 

Role 

102 

7 Chart 5.07 Classification of Organisation Provides 

Flexible Working Hour Policy 

103 

8 Chart 5.08 Classification of Availing the Benefit of 

Flexible Working Hours 

104 

9 Chart 5.09 Classification of Organisation Encourage 

or Provide Support for Pursuing Higher 

Education 

105 

10 Chart 5.10 Classification of Pursuing Higher 

Education Helps Grow in the Current 

Work Profile 

106 



xii 

LIST OF FIGURES 

Sr. No. Figure No. List of Figures Page 

Number 

1 Figure 2.01 Market Value Surge in India's 

Apparel Sector 

34 

2 Figure 2.02 Evolving Sales Dynamics in 

Organised Apparel Retail 

35 

3 Figure 2.03 Escalating Penetration of Organised 

Apparel and Accessories Retail in 

India (FY2012 - FY2021) 

35 

4 Figure 2.04 Comprehensive Export Figures for 

Apparel, Textile, and Footwear in 

2016 (42.24 billion dollars) 

36 

5 Figure 2.05 Holistic Overview of Apparel, 

Textile, and Footwear Imports in 2016 

($ 5.9 billion) 

37 

6 Figure 4.01 Conceptual Framework 81 

7 Figure 5.01 UNSTANDARDISED ESTIMATES 

for Effectiveness of strategies adopted 

for Employee Retention 

183 

8 Figure 5.02 STANDARDISED ESTIMATES for 

Effectiveness of strategies adopted for 

Employee Retention 

184 



xiii 

LIST OF ABBREVATIONS 

Sr. No. Abbreviation Full Form 

1 AGFI Adjusted Goodness of Fit Index 

2 AI Artificial Intelligence 

3 AR Augmented Reality 

4 CAGR Compound Annual Growth Rate 

5 CF Cross Functional 

6 CFI Comparative Fit Index 

7 DF Degrees Of Freedom 

8 DTC Direct To Consumer 

9 ER Employee Retention 

10 FDCI Fashion Design Council of India 

11 FDI Foreign Direct Investment 

12 FW Flexible Working 

13 GDP Gross Domestic Product 

14 GFI Goodness of Fit Index 

15 GST Goods and Services Tax 

16 HE Higher Education 

17 HR Human Resources 

18 HRM Human Resource Management 

19 IFI Incremental Fit Index 

20 IIFD Indian Institute of Fashion Design 

21 IoT Internet of Things 

22 IT Information Technology 

23 IV Independent Variable 

24 JM Job Motivation 

25 JS Job Satisfaction 

26 LPG Liberalisation, Privatisation, and Globalisation 

27 MCQ Multiple Choice Question 

28 MMR Mumbai Metropolitan Region 

29 MV Moderating Variable 

30 NFI Normalised Fit Index 

31 NIFT National Institute of Fashion Technology 

32 PBRR Performance Based Reward and Recognition 

33 RMSEA Root Mean Square Error of Approximation 

34 SEM Structural Equation Modelling 

35 Sig Significance Level 

36 TD Training and Development 

37 TLI Tucker Lewis Index 

38 USP Unique Selling Proposition 

39 VR Virtual Reality 



xiv 

TABLE OF CONTENTS 

Sr. No. Topics Page 

Number 

Statement by the Candidate i 

Certificate of Originality ii 

Declaration iii 

Acknowledgement iv 

List of Tables vi 

List of Charts xi 

List of Figures xii 

List of Abbreviations xiii 

1 Introduction     1 

1.1 Organised Apparel Retail Sector 1 

1.2 Employee Turnover and Challenges in the Organised Apparel 

Retail Sector  

3 

1.3 Employee Retention Challenges in the Organised Apparel 

Retail 

5 

1.4 Employee Retention Strategies    6 

1.5 Statement of the Problem 16 

1.6 Aims and Objectives 17 

1.7 Research Questions   19 

1.8 Scope of the Study     20 

1.9 Significance of the Study          20 

1.10 Structure of the Thesis 21 

2 Sector Overview 23 

2.1 Introduction 23 

2.2 Features and Segments of the Organised Apparel Retail Sector 24 

2.3 Major Characteristics of Work and Employment in the 

Organised Apparel Retail Sector   

26 

2.4 Factors Responsible for the Growth of the Organised Apparel 

Retail Sector

29 

2.5 Impact of Organised Apparel Retail Sector on Formal & 

Informal Sectors of Industry   

32 

2.6 Top Indian Organised Apparel Retail Sector and their 

Revenues, Employee Strength

34 

2.7 Challenges and Problems Faced by Organised Apparel Retail 

Sector in India     

39 

2.8 Current and Future Trends in Indian Organised Apparel Retail 

Sector          

43 

2.9 Conclusion 46 

3 Literature Review         48 

3.1 Introduction         48 



xv 

3.2 Employee Retention: Need and Impact in Organised Apparel 

Retail Sector     

48 

3.3 Training and Development and Employee Retention 52 

3.4 Performance-Based Rewards and Recognition and Employee 

Retention 

56 

3.5 Cross Functional Job Rotation and Employee Retention 59 

3.6 Flexible Working Hours Policy and Employee Retention   63 

3.7 Higher Education and Employee Retention 66 

3.8 Job Motivation as Moderator Influencing Effectiveness of 

Retention Strategies     

70 

3.9 Job Satisfaction as Moderator Influencing Effectiveness of 

Retention Strategies    

74 

3.10 Research Gap 77 

4 Research Methodology 79 

4.1 Introduction 79 

4.2 Research Design 80 

4.3 Exploratory Research Design 80 

4.4 Research Framework 80 

4.5 Conceptual Framework 81 

4.6 Development of Research Variables for the Current Study 82 

4.7 Objectives of the Study 82 

4.8 Formulation of Hypothesis 83 

4.9 Descriptive Research Design 84 

4.10 Data Collection 85 

4.11 Questionnaire Design 86 

4.12 Pilot Testing of the Questionnaire 92 

4.13 Sampling Design 92 

4.14 Research Area 95 

4.15 Statistical Tools Used 95 

5 Data Analysis and Interpretation 96 

5.1 Introduction 96 

5.2 Descriptive Analysis 96 

5.3 Inferential Analysis 121 

5.4 Reliability Analysis for Employee Retention in the Organised 

Apparel Retail Sector 

123 

5.5 Test of Validity for Employee Retention in the Organised 

Apparel Retail Sector 

132 

5.6 Hypothesis Testing 135 

5.7 Factor Analysis 145 

5.7.1 Factor Analysis to determine Training and Development 145 

5.7.2 Factor Analysis to determine Performance Based Rewards 

and Recognition 

152 

5.7.3 Factor Analysis for Cross functional Job Rotation 156 



xvi 

5.7.4 Factor Analysis for Flexible Working Hours Policy 161 

5.7.5 Factor Analysis for Higher Education 165 

5.7.6 Factor Analysis for Employee Retention 170 

5.7.7 Factor Analysis for Job Motivation 174 

5.7.8 Factor Analysis for Job Satisfaction 177 

5.8 Structural Equation Modelling (SEM) for Effectiveness of 

Strategies Adopted for Employee Retention 

181 

6 Findings       192 

6.1 Introduction 192 

6.2 Elaboration of the Findings 192 

6.3 Weighted Average Mean 197 

6.4 Inferential Analysis 200 

6.5 Hypothesis Testing 203 

6.6 Factor Analysis 207 

6.7 Structural Equation Modelling (SEM) for Effectiveness of 

Strategies Adopted for Employee Retention 

216 

7 Conclusion 218 

7.1 Introduction 218 

7.2 Recommendations and Suggestions 218 

7.3 Conclusion 220 

7.4 Limitations of the Study 221 

7.5 Scope for Further Study 223 

References 225 

Annexures 

Questionnaire 261 

Papers Published 280 

Paper Presented Certificate 290 

Plagiarism Digital Receipt and Similarity Page 291 

Synopsis 293 



Chapter 1 

Introduction 



1 

Chapter 1: Introduction 

Research Background: 

1.1 Organised Apparel Retail Sector 

The organised apparel retail sector in India denotes large-scale, systematic retail 

establishments such as chain stores, franchises, and sizeable independent outlets that 

sell clothing and accessories under prominent brands. This domain has come a long 

way from its initial setup characterised by small-scale, mostly unorganised marketing 

outlets to retail sectors that sell organised clothing within India. Today’s version 

consists of larger organisations that have more control over everything from distribution 

to marketing and advertising. Organised apparel retailing refers to retail setups dealing 

in apparels that are owned by companies (private or government) who have the license 

to sell their products and are registered for GST, income tax, etc. Here the customer 

walks into the stores for buying their necessary products. 

The growth of the sector is fuelled due to enhanced disposable incomes and 

urbanisation. The increased penetration of technology coupled with government 

policies promoting foreign direct investment (FDI) have accelerated the growth of 

organised retail in India. These measures have streamlined operations, minimised 

logistical challenges, and boosted transparency and efficiency within this field. 

The global apparel market has experienced rapid growth, with its total value rising from 

610.12 billion dollars in 2022 to 652.94 billion dollars in 2023, at a compound annual 

growth rate (CAGR) of 7%. The organised apparel retail sector, encompassing single-

brand and multi-brand stores, has been a driving force behind this growth. In India, the 

organised apparel retail sector has witnessed the entry of various home-grown and 

foreign brands, contributing around 2% to the country's GDP and 11% to total exports. 

The industry has witnessed substantial expansion and change, influenced by factors like 

increased disposable incomes and evolving consumer preferences (IBEF, 2023; Invest 

India, 2023; Indian Trade Portal, 2023; Ayodeji et al., 2020; HR & Aithal, 2020). 

Organised retail establishments meet these expectations by providing a large selection 

of domestic and foreign clothing brand names, creating a smooth shopping experience. 
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Organised apparel retail sector in India has seen its growth not just in malls but also in 

freestanding businesses and franchise models. Leading clothing organisations have 

developed their presence in several places, allowing customers to shop at their preferred 

stores without going to malls. With the help of components like shop design, visual 

merchandising, and personalised customer service, these independent retailers 

frequently concentrate on developing distinctive brand experiences (Rana & Shankar, 

2020). 

Mumbai Metropolitan Region, standing prominently as one of India's most esteemed 

and fashionable cities, has garnered the distinguished title of the country's fashion 

capital. The city thrives amidst the global fashion sector, with renowned malls such as 

Oberoi Mall, Phoenix, Palladium, Jio High Street, and R City Mall adding to its allure. 

Despite its rapid growth and economic significance, the organised apparel retail sector 

faces several challenges, one of the most critical being the high rate of employee 

turnover. High turnover not only incurs substantial recruitment and training costs but 

also disrupts organisational stability and reduces overall productivity (Rana & Shankar, 

2020). Retaining skilled and experienced employees is crucial for maintaining a 

competitive edge and ensuring smooth operations.  

This study aims to explore the effectiveness of various employee retention strategies 

implemented by organisations in the organised apparel retail sector, focusing on both 

male and female employees. 

Employee retention strategies, such as training and development, performance-based 

rewards and recognition, cross functional job rotation, flexible working hours and 

assistance for higher education, play a pivotal role in enhancing job satisfaction and 

organisational loyalty. Despite the widespread implementation of these strategies, there 

remains limited knowledge about their actual impact and effectiveness in the organised 

apparel retail sector.  
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This research addresses this gap by evaluating how these strategies influence employee 

retention rates and identifying the key determinants of their success. By understanding 

the strengths and weaknesses of current practices, the study seeks to provide actionable 

insights and develop a strategic framework to help organisations optimise their 

retention efforts and reduce turnover rates. 

Through a comprehensive review of existing literature and empirical data collected 

from employees in Mumbai Metropolitan Region's organised apparel retail sector, this 

study offers a detailed analysis of the current state of employee retention strategies. The 

findings will not only contribute to academic knowledge but also provide practical 

recommendations for industry practitioners.  

Ultimately, this research enhances the understanding of effective employee retention 

strategies, leading to more stable and committed workforces, improved organisational 

performance, and long-term success in the competitive apparel retail sector. 

1.2 Employee Turnover and Challenges in the Organised Apparel Retail Sector  

It has been noted that the level of employee turnover in the organised apparel retail 

sector remains high which needs to be addressed to reduce turnover, of which different 

reasons behind employee turnover have been discussed below. Employee turnover has 

been a major challenge for the organised apparel retail sector, in which an extensive 

review based on several demographic factors has been done by Aponsu et al. (2021).  

The intense competition within organisations, drives the focus of the management 

towards cost cutting than over revenue growth, by keeping compensation structures at 

a low level. This results in the stagnancy of the wages and growth opportunity. When 

the competitors expand, opportunities crop up leading to exodus, regardless of the 

generation of the employees.  

Additionally, Jayawardena & Jayawardena (2020) has noted the lack of both intrinsic 

as well as extrinsic reward system when compared with other sectors. This leads to two 

specific challenges. Firstly, the employee who engages in a sales job may shift to 
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another sector which has higher benefit prospects due to minimal difficulty in acquiring 

low-level skills and a propensity to earn higher. Secondly, the employee who is engaged 

in a higher-level management position could be willing to shift within the industry even 

at a lesser gain from a shift when compared to other sectors.  

This industry has largely been dominated by female employees at lower levels which 

has been explored by Deegahawature & Rajapaksha (2020). There is a lack of a clear 

policy structure which has focused on the needs of female employees which leads to a 

higher level of employee turnover among them. This also reflects the lack of 

management in being able to understand the needs of the major section of employees, 

which when attributed to male employees explain the higher level of turnover in the 

industry. On the other hand, male employees also face major concerns like more 

working hours and stress faced, while working in malls, making them consider quitting 

despite management policy probably favouring male employees in the organisation.  

Hence, it can be suggested that management policies have been largely impacting the 

turnover rate in the organised apparel retail sector.  

Higher level of stress has also been explored by Lakshani & Weerasinghe (2020) among 

the different employees working in the sector. Both female and male employees may 

either quit working after witnessing such stress or also move towards other industries 

where a lower level of stress is expected in their daily jobs. The latter part has also been 

more evident with respect to male employees in the industry. The challenge of higher 

stress has remained a complex challenge as there has been a competitive nature in the 

industry which has forced managers to employ a strategy of more sales and lesser 

employee costs which adds to the stress, making stress a normal phenomenon in the 

industry.  

While analysing employee turnover, the research by scholars Senarathna & Jayarathna 

(2021) suggested that the organised apparel retail sector relates to workplace politics 

which can impact the level of employee turnover in the organised apparel retail sector. 

Here, it should also be noted that the impact of workplace politics is felt across the 

organised apparel retail sector even in the upper level of management, which is not 
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impacted by other factors. Organisational policies which are adopted by the organised 

apparel retail sector also have the same impact on employee turnover and it is more 

profound in nature.  

 

These challenges can be addressed by employee retention strategy adoption, of which 

several challenges are discussed below.  

 

1.3 Employee Retention Challenges in the Organised Apparel Retail Sector  

Employee retention as defined by Singh (2019) refers to different steps which are 

undertaken by an organisation to ensure productive and hardworking employees do not 

quit the organisation and continue with the organisation. Employee retention is 

important to reduce training and other costs which are associated with the organisations, 

while at the same time improving the level of profitability and ensuring employee 

satisfaction.  

 

While considering the challenge of employee retention, the study by Fernando & Sutha 

(2022) is also considered important. The scholars suggested limited adoption of internal 

corporate social responsibility (Internal CSR) has a significant impact on employee 

retention. The study has also suggested the existence of a low level of intrinsic 

motivation to continue in the firm as well as the sector, warrants more focus from 

management to develop external sources of motivation.  

 

External motivation also becomes harder to employ when monetary aspects are 

involved directly as the firms have been facing a lower rate of revenue and margin 

which makes it harder for them to sustain both profitability and survival in the highly 

competitive market. To add to this, another study which has been conducted by Kumar 

et al. (2021), has also suggested the challenge of effective employer branding as well 

as value proposition on maintaining a higher level of employee retention in the sector. 

Therefore, the challenge of brand equity also remains.  
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The organised apparel retail sector has been dominated by a few larger brands under 

which several smaller brands operate that do not enjoy the same level of brand influence 

in the market.  

The limited power of brand influence makes it harder for smaller brands to retain their 

employees if they secure jobs from larger brands. Kularathne & Senevirathne (2020) 

have further noted the presence of three challenges which have also been reflected in 

the organised apparel retail sector and reduced the level of employee retention in the 

organised apparel retail sector. The first challenge is the level of co-employee support 

which has decreased with the introduction of a performance-based payment structure, 

second challenge is the level of supervisor support which might reduce due to the 

presence of both discrimination and favouritism.  

High pressure to complete targets also reduces the level of support the supervisor can 

give to employees. The third challenge is the lack of organisational support which also 

indicates a conflict between management and the employee base.  

The challenges on a broader scale have been covered in the study done by Rodrigo & 

Ratnayake (2021) who noted that such challenge primarily exists because the organised 

apparel industry has been largely an employee-intensive industry, in which significant 

efforts must be put by management to train the salesperson with respect to their brands 

and cloth segments. This leads to significant expenditure for the firm, which faces a 

challenge if employees leave the firm within a shorter time.  

This has thus led to the need of developng new strategies, through this study with 

respect to the organised apparel retail sector in Mumbai Metropolitan Region. The 

section below will highlight the effectiveness of strategies which can be adopted in the 

organised apparel retail sector.   

1.4 Employee Retention Strategies 

In the competitive arena of the organised apparel retail sector, retaining employees is 

must to ensure business continuity, boosting productivity and ensuring growth. 

Employee retention plans look at all avenues that ensures employees decide to remain 
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in an organisation. The plans usually include the creation of a friendly working place, 

offering good remuneration in addition to benefits and other options aimed at advancing 

one’s career. High employee turnover coupled with recruitment and training costs is a 

big challenge in the sector, hence it also becomes necessary to evaluate how effective 

are the strategies employed by the organisation and if any modification is needed to 

make it more effective. 

The research further delves into the core, by examining various employee retention 

strategies that are crucial for organisational sustainability and growth, derived from the 

literature review, which are essential for sustaining and enhancing organisational 

performance.  

• Training and Development

Job training is usually related to preparing employees for the job they will undertake in 

the organised apparel retail sector, but according to Nguyen (2020), training is also one 

of the effective tools which organised apparel retail sectors can adopt for ensuring a 

higher rate of employee retention across the sector. This has been based on the logical 

premise that the organisations which undertakes several continuous training and 

development programs for an individual are a representation of the dedication of the 

organisations to engage in the professional growth of the employees and take active 

steps to engage in improving performance level and addressing any challenges faced 

by the employee.  

A similar aspect regarding the benefit of undertaking different training programs on 

employee retention has also been covered in the study conducted by Aleem & Bowra 

(2020), who however connected it with the commitment employee may show towards 

the organised apparel retail sector after receiving training for better efficiency at work. 

The analysis of both studies together has suggested that training is often perceived as a 

positive aspect by employees, and they are willing to stay in the organised apparel retail 

sector which offers them a continuous training program.  
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Another aspect which can be inferred from the analysis is such training can be both 

general, organisations culture and value-oriented, and job-specific aspects and positive 

impact is observed for all forms of training. On the other hand, the direct impact of 

training and development on employee retention has not been covered in the study 

conducted by Murtiningsingh (2020) who noted that training and development can only 

aid in employee retention if it is supported by organisational culture and compensation 

structure.  

 

In recent years, as asserted by Hodges et al. (2020), training programs have become a 

major aspect of the organised apparel industry where the focus has now shifted to the 

adoption of several virtual technologies along with classroom-based and on-job 

training. Here, it should be noted that attempts have already started to establish 

industry-oriented and employee-specific programs which can aid in rapid learning as 

well as the swift application of workplace skills.  

The general strategy here has been to initiate classroom-based training, which is then 

accompanied by virtual training (in some cases, it has started to be utilised in the first 

stage) and then followed by a job-based training campaign. However, as noted in the 

research conducted by Shukla (2020), such training has focused primarily on soft skills 

and is limited to different technical skills which are required for the job. Employees as 

noted by Gupta & Ramachandran (2021) get the product knowledge, customer service 

abilities, and sales strategies they need to flourish in their positions through thorough 

training programs. This improves their productivity at work while also boosting their 

self-esteem and sense of fulfilment at work.  

 

However, if the technical aspect of the relationship is not considered, then it can be 

asserted that the training and development strategy is expected to have a significant 

impact on the overall employee retention rate, hence is an effective strategy which when 

adopted can improve employee retention in the organised apparel retail sector over 

different job positions.   

 

Additionally, continual training and development programs keep employees motivated 

and engaged since they feel encouraged to advance in their careers. This leads to a 
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major inference that there is limited focus on managers in the organised apparel sector 

to focus on training and development as a tool to improve the rate of employee 

retention. Another major aspect is such training programs have generally focused on 

youth and women employees who are willing to join the organised apparel retail sector, 

which indicates a limited focus on existing employees.  

Thus, the different aspects of training and development with respect to employee 

retention will be explored in the current study.  

• Performance-Based Rewards and Recognition

Employee retention is based on the compensation (both monetary and non-monetary) 

received by employees in the organised apparel retail sector. Therefore, connecting 

employee performance with compensation strategy is an effective tool, as explored by 

Agba et al. (2021).  

The logical premise established here is that high-performing employees are more likely 

to leave the organisation if they do not receive sufficient compensation and may join a 

new one. This can be addressed by providing performance-based bonuses, which not 

only retain top performers but also motivate average performers to work harder, thereby 

increasing their chances of earning more and remaining with the same firm. 

The technical aspects analysed by Jannat et al. (2020) should also be considered 

regarding the adoption of a performance-based bonus strategy for employee retention. 

Their study suggests that this strategy directly impacts employee retention and their 

intention to leave the organised apparel retail sector. However, it also notes the 

mediating role of job satisfaction, leading to the inference that merely implementing a 

performance-based bonus strategy is insufficient to improve retention rates if 

employees are not satisfied with their work. 

These arguments highlight the need to include employee recognition in the strategy, 

making employees feel valued and fostering loyalty to the organised apparel retail 

sector. The adoption of both performance-based bonuses and recognition strategies is 

further supported by Silva et al. (2019), who suggest that this combined approach often 

results in higher employee loyalty compared to a standard wage strategy. 
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A positive aspect of this dual strategy is that it helps retain high-performing employees 

in the organised apparel retail sector and attracts similar talent from other firms, thereby 

achieving better financial performance and higher retention rates. According to Ehsan 

& Qureshi (2019), while motivation among employees to work and stay in the same 

sector has remained lower, a higher level of loyalty is observed when such employees 

are offered higher wages.  

Organisations, as noted by Kullak et al. (2023), foster a culture of healthy competition 

and accomplishment by providing incentives and recognition for performance measures 

like sales objectives, customer satisfaction, and individual contributions. Recognizing 

and rewarding staff members who exceed expectations strengthens their loyalty to the 

organisations and motivates them to stay. 

In the context of the organised apparel retail industry, Gunapalan & Ekanayake (2019) 

theoretically consider that a performance-based bonus motivates employees to work 

harder and thus earn better compensation than the existing wage rate in the industry 

(where the wage rate is defined as the basic wage an employee is expected to receive 

in the industry for a specific time period and job position). 

Two major inferences arise from this: firstly, not every employee in the organised 

apparel retail sector is positively influenced by a performance-based bonus structure 

and instead may prefer a higher wage structure; thus, firms must compare and adopt the 

more profitable option for the organisation. The second inference is that recognition, 

especially among peers, can ensure higher satisfaction and loyalty, leading to improved 

retention rates.  

Performance based rewards and recognitions, therefore, go a long way toward 

improving employee retention and loyalty within the organised apparel retailing sector 

and can set clear ways to explore further measures for cross-functional job rotation and 

other such activities to strengthen workforce engagement and development. 
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• Cross-Functional Job Rotation

Job rotation strategy which adopted by different organised apparel retail sectors around 

the world has been extensively reviewed by Ondiba et al. (2021). A cross-functional 

strategy allows employees to engage in different job positions and departments 

throughout the organised apparel retail sector, which ensures employees know about 

different aspects of business, can learn new skills and value the contribution of each 

employee.  

This method hence is often suggested to connect employees better with the organised 

apparel retail sector as it ensures that they do not feel isolated in the team and considers 

each member important, which will ensure better coordination, which has a positive 

impact on employee retention. Job rotation both as a training tool and employee 

retention strategy has been explored by Damei (2020), who also pointed out three 

aspects of such strategy.  

Firstly, it makes an employee more efficient by giving them knowledge regarding 

different prospects at the job, secondly, this increases the commitment towards the 

organised apparel retail sector, by ensuring they are better able to understand different 

business operations and requirements of team members, and thirdly, this prepares 

employees to play a better role in decision making aspects of the organised apparel 

retail sector.  

Here, it should be noted that all organised apparel retail sectors may not involve giving 

the power of decision-making to employees, which can impact the influence of job 

rotation on employee engagement. An interesting aspect regarding the effectiveness of 

such a strategy has been covered by Hee et al. (2019) who asserted this strategy 

primarily remains applicable for employees who are at junior and middle-level 

management in the organised apparel retail sector, as job rotation allows them to 

explore different functions under which supervisory and training assistance is required. 

This framework also takes into consideration that employees at higher level 

management positions often perform complex roles where it is not easier to conduct a 
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job rotation strategy efficiently. This leads to the inference that such a strategy is not 

equally applicable across all positions in the organised apparel retail sector.  

Job rotation as explored by Gammanpila & Kodisinghe (2020) is often not adopted as 

an employee retention strategy in the apparel retail sector but rather is viewed as a 

strategy to improve the performance of the employees. Another major aspect which has 

been noted here is that job rotation is often combined with mentorship and continuous 

training for the employee. This leads us to a major inference that such strategies have 

often been adopted together in the organised apparel retail sector with the aim to 

improve the performance of employees, which now must be transformed to cater to the 

prospect of employee retention in the organised apparel retail sector.  

This need for the shift in strategy from performance management to employee retention 

must occur across the management board of the organised apparel retail sector. A 

similar observation is also noted in the study which has been conducted by 

Karunarathne & Samarasinghe (2019), who also established a correlation between job 

rotation strategy and the performance of the employees.  

Therefore, it has become a common strategy across organised apparel retail sectors in 

the apparel retail sector to engage in job rotation, especially for new employees or 

employees who will engage in different management positions. Therefore, it also 

suggests that attention needs to be given to the adoption of this strategy for ensuring a 

higher retention rate among employees and middle management while developing 

unique strategies for higher-level managers in the organised apparel retail sector in 

India.  

• Flexible Working Hours

Kroll & Nuesch (2019) articulately put it, flexible working hours are likely to have a 

positive effect on employee retention within the organised apparel retail sector; 

however, such influence is indirect, however, it might enhance other elements like 

work-life balance or job happiness, which will help in the employee retention. While 

considering the indirect effect it should be also noted that each of these aspects is 
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desirable for the organised apparel retail sector and hence is a generally recommendable 

employee retention strategy.  

The same indirect effect has been also observed in the study which is conducted by 

Krekel et al. (2019). This study took into focus the aspects of employee well-being, 

employee productivity, and loyalty towards the organised apparel retail sector. An 

interesting aspect which has been observed in both studies is that prior scholars do not 

connect the adoption of flexible working hours directly with employee retention rather 

has related to employee turnover. This also leads to a major inference that strategies can 

be developed to actively focus on the reduction of employee turnover which will lead 

to the objective of employee retention.  

An HRM-specific perspective has been adopted by Davidescu et al. (2020) who noted 

that flexible working hours are seen as a psychological and social advantage of working 

in an organised apparel retail sector which is viewed as providing the employee with 

the right to manage their work schedule in an organised apparel retail sector. Here it 

should be noted that all organised apparel retail sectors are not able to adopt flexible 

working hours, as the market does not operate across the day rather it operates only on 

specific hours. This leads to situational limitation, while another example is of 

emergence and peak demand situation where providing such flexibility may not be 

feasible for the organised apparel retail sector, hence both employees, as well as 

employee perspective, needs to be reviewed.  

The flexible work system for the organised apparel retail sector has been reviewed in 

the study which has been conducted by Peiris & Kennedy (2020), which has two major 

factors to be considered. Firstly, such practices were easier to be adopted in 

manufacturing and other aspects of the organised apparel retail sector where direct 

customer interaction is minimal or negligible. The impact on such a sector remains 

positive and stronger.  

Secondly, this has been challenging for adoption in customer-facing roles where 

specific hours often become busy and organisations are also not able to hire more 
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employee to fill in the role during the sale season, due to higher cost and limited 

profitability. An observation regarding the flexible system in such an organised apparel 

retail sector has also been noted in the study by Liyanage & Galhena (2022), who 

suggested three subjective factors can impact this strategy, namely the performance 

expectation from the employee, effort expectation from the employee, and the 

connection of employee with the management.  

Mall employees as noted by Doshi (2021) sometimes work in shifts, and strict 

scheduling can occasionally make it difficult for them to manage their personal 

obligations or pursue extracurricular hobbies. Organisations demonstrate their 

awareness and support for their employees’ unique demands and commitments by 

allowing flexibility in working hours. The former two attributes are connected to be 

part of every organised apparel retail sector as attempts to provide additional money as 

well as non-monetary benefits have been made across the industrial ecosystem.  

The third aspect becomes challenging and requires the adoption of a systematic and 

methodological strategy which determines a flexible working strategy which shall be 

adopted by each organised apparel retail sector for all job positions wherever flexible 

working hours can be applied.  

• Impact of Higher Education

The study conducted by Butt et al. (2020) highlights the widespread adoption of 

employee retention strategies by organisations worldwide. One such technique is giving 

higher education facilities to the organisation. Two aspects have been noted here are, 

firstly, this strategy may come with a contractual bond to serve in a similar or promoted 

post for a specific number of years after completion of education, and secondly, it is 

considered a strategy for management to invest in the personal growth of the 

employees, which will promote employees to work within the organisation at different 

job level and do not seek opportunities outside.  

However, the study conducted by Tirta & Enrika (2020) provides a different viewpoint, 

which establishes that receiving higher education might positively influence employees 
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to secure better opportunities in other organisations, hence higher education shall 

follow with both promotion opportunities and an increase in compensation awarded. 

Another major aspect which needs to be considered here is such education programs 

selected shall be between the balance of both encouraging employee satisfaction as well 

as meeting different objectives of the organisation. The level of education provided 

shall also be considered where the primary focus has been given to management skills, 

technical knowledge, and soft skills which can aid in further promotion.  

 

According to Aleem & Bowra (2020), the strategy of higher education opportunities 

provision has been witnessed by organisations in the organised apparel retail sector, 

mostly for employees who will be promoted from low-level and middle-level 

management positions. Education programs have been focused on skill building and 

promoting necessary managerial knowledge to handle different activities in the store.  

This strategy, however, for the organised retail sector, as examined by Wassem et al. 

(2019) has focused primarily on performance improvement of the employee and not 

extensively on employee retention.  

 

Higher Education policy has been considered as a tool for performance improvement. 

Hence, there is a need and a scope for a change in approach to adopt higher education 

as a tool for promoting employee retention. In this regard, managers are often 

considered as the first choice as they can be trained in further technical or social skills 

which would be necessary for their further promotion and better job performance, 

however employees from non-managerial cadre can also be considered depending upon 

the potential.  

 

• Job Motivation   

The study by Hutomo & Nawangsari (2021) has also critically evaluated the need for 

employee motivation as it noted that employees always look for better opportunities in 

the workplace, better career opportunities, and better professional development 

chances, all of which have been covered under different strategies which focus on 

improving employee retention. Hence, it can also be inferred that such strategies can 
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influence the level of job motivation and hence lead to employee retention which will 

be empirically evaluated in the current study to better address the gaps. 

A study of such aspect has been done in a narrower manner by scholars Deegahawature 

& Rajapaksha (2024) who analysed training as a strategy which can improve the level 

of employee motivation in an organisation and is expected to increase the level of 

employee retention by reducing turnover and absenteeism of the workforce. This study 

aims to expand its scope by examining five different strategies and considers employees 

in the organised apparel retail sector.   

• Job Satisfaction

Sainju et.al (2021), noted that employee retention is significantly affected by job 

satisfaction. The suggestion was made that analysis of employee entrance and exit 

surveys in prominent organisations can reveal the practices that make employees leave. 

This would help to establish links between job satisfaction and employee retention in a 

practical context. Thus, job satisfaction as an attribute has been noted to have a 

significant presence throughout the employee job cycle in the firm operations.  

The empirical study which has been conducted by Tirta & Enrika (2020) analysed the 

influence of job satisfaction as a mediator in the relationship between two different 

retention strategies, promoting work-life balance and rewards and recognition strategy 

on employee retention.  

This hypothesis indicates the important role of job satisfaction in influencing the 

effectiveness of employee retention strategies within the organisation. Further, the 

study has addressed an important gap by closely examining job satisfaction as a 

moderating variable, which gives us a clear understanding on how it influences other 

variables.   

1.5 Statement of the Problem 

The organised apparel retail sector faces high turnover rates and intense employee 

poaching, making it crucial for organisations to retain loyal and productive employees. 

Despite offering training and development, performance-based rewards and 
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recognition, cross functional job rotation, flexible working hours and assistance for 

higher education, there is limited knowledge about the effectiveness of these employee 

retention strategies within the sector. 

Many organisations implement and desire to measure the impact of their retention 

initiatives on job satisfaction and employee retention. However, these strategies are 

often not systematically measured or evaluated, leading to inefficient use of resources 

and a lack of exploration into more effective retention practices. This gap in 

understanding results into high turnover rates and missed opportunities for improving 

employee retention. 

This study aims to address this gap through an analytical study of the retention 

strategies implemented by the organised apparel retail sector. The objective is to 

evaluate how these strategies influence employee retention rates, identify best practices, 

and provide actionable recommendations for enhancing retention efforts. By 

understanding the effectiveness of these strategies, organisations can improve their 

employee retention actions, reduce turnover, and build a more stable and committed 

workforce. This study involves data collection from 1,004 employees in the organised 

apparel retail sector in Mumbai Metropolitan Region 

The findings will contribute valuable insights to the Indian organised apparel retail 

sector and, will help in improving employee retention, enhance profitability, benefit 

employees, and positively impact the broader Indian economy. 

1.6 Aims and Objectives 

This research evaluates the effectiveness of the employed strategies by organisations in 

retaining their employees. The high turnover rates and poaching threats in this sector 

makes it important to know whether training and development, performance-based 

rewards and recognition, cross functional job rotation, flexible working hours and 

assistance for higher education have any effect on retaining employees.  

The objective of the research hence is also to understand how these strategies influence 

retention rates, job satisfaction and motivation. This way, these findings are able to 
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highlight best practices and reveal what can be improved, with a view of enhancing 

retention practises. In line with this purpose, the study deep dives into an extensive 

literature review that brings out a base understanding of present-day retention strategies 

and their effects as well as an in-depth examination of various types of retention 

strategies being adopted by organisations.  

Finding the best approach to keep employees is a challenge for many organisations, 

especially in Mumbai Metropolitan Region where there are high levels of employee 

turnover. The organised retail apparel retail sector is one such industry characterised by 

high employee poaching activities and thus the turnover rates. This situation has 

persuasively required researchers to investigate whether strategies like training and 

development, performance-based rewards and recognition, cross functional job 

rotation, flexible working hours and assistance for higher education, are effective 

enough for employees to continue to stay in the organisation.  

Thus, this study aims at examining the role played by these strategies in determining 

the job satisfaction levels and employee retention. Going forward, the study identifies 

the effective strategies that organisations have implemented, simultaneously pointing 

out areas that still warrant improvement to enhance employee retention. To achieve this, 

the study starts with a careful examination of the literature review, detailing the 

efficiency of the retention strategies currently used.  

This is followed by an exploratory study of the retention strategies applied by the sector 

players, which includes their implementation and measurement of employee-related 

outcomes. The research also analyses the various success factors that are associated 

with these strategies while at the same time contrasting retention practices among 

diverse organisations within the same industry. The data was collected from 1004 

respondents in Mumbai Metropolitan Region using snowball and convenience 

sampling method. 

The primary aim of the study is to analyse the effectiveness of different strategies for 

employee retention in the organised apparel retail sector in Mumbai Metropolitan 

Region. In accordance with the aim, the following objectives are addressed in the study: 
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1. To investigate the need for systematic and formal retention strategy in organised a

pparel retail sector.

2. To study the effectiveness of the Training and Development adopted by the

organisation and identify whether it results in enhanced coordination among

employees, leading to retention.

3. To study if Performance-Based Rewards and Recognition influences employee

retention.

4. To study and analyse whether Cross Functional Job Rotation leads to employee

retention.

5. To study and analyse if the Flexible Working Hours Policy enhances the overall

job satisfaction among employees in the organisation leading to employee

retention.

6. To study the impact of Higher Education in retaining employees.

7. To study the role of Job Motivation as a moderator in influencing the relationship

between employee retention strategies and employee retention.

8. To investigate the impact of Job Satisfaction as a moderator in influencing the

relationship between employee retention strategies and employee retention.

1.7 Research Questions  

To conduct this research about the strategies used in retaining employees in the 

organised apparel retail sector, research questions have been formulated to guide the 

investigation. The research has sought out questions with an aim to explore the complex 

nature of retention strategies and their impact on employees.  

The questionnaire thus developed contains questions intended to measure the 

independent variables: Training and Development, Performance-Based Rewards and 

Recognition, Cross-Functional Job Rotation, Flexible Working Hours Policy, and 

Higher Education.  

In answering these questions, this research has aimed to provide valuable insight into 

the strengths and weaknesses of the retention strategies, recognise best practices, and 
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develop a strategic framework for the organisations, which they can adopt as a way of 

improving their employee retention initiatives. 

The study has given an overall perspective on how retention strategies have panned out 

in practical situations on the ground as well as their effectiveness at enhancing 

employee retention within the sector.  

1.8 Scope of the Study   

The current study has been conducted across organised apparel retail stores (multi-

brand segments) in Mumbai Metropolitan Region. 

The current study has focused on retaining employees in the organised apparel retail 

sector which included both male and female employees working in this industry, with 

minimum 12th std passing as educational qualification and three years of experience in 

the organised apparel retail sector.  

This has been done to consider all the demographic factors which can have an impact 

on the employee retention strategy. It should also be noted that different job positions, 

qualifications and work experience have been taken into consideration to build a 

comprehensive picture of the effect of an employee retention strategy.  

This study would aid the organised apparel retail sector to improve the retention of 

employees which will help for organisational competitiveness.   

1.9 Significance of the Study 

The study has significant implications for both organisations and academic scholars. 

The study addresses the gap in literature and the effectiveness of the employee retention 

strategies in the organised apparel retail sector, focusing on both the benefits and 

challenges of adopting various retention strategies. 

The study will also help the organised apparel retail sector to adopt such strategies and 

decrease the rate of employee turnover and increase the rate of employee retention, 

which will increase the revenue and benefit all stakeholders in the industry at large.   
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The questionnaire developed during the study can be adopted by future scholars in other 

apparel retail sector around the world and modified to be utilised in other industries in 

India as well.  

Therefore, the different strategies which are proposed in the current study will help in 

the improvement of employment retention in the organised apparel retail sector and 

may be adopted post modifications in other industries as well.  

1.10 Structure of the Thesis 

The entire thesis will be subdivided into the following chapters: 

Chapter 1: Introduction: A brief research background is provided here, along with 

research aims questions, the scope as well as the significance of the study.  

Chapter 2: Sector Overview: The various aspects of the Organised retail apparel retail 

sector in India are discussed here primarily with respect to work and employment 

characteristics, revenue, history, and current and historical trends.  

Chapter 3: Literature Review: Prior studies done with respect to the organised apparel 

retail sector are discussed here and the research gaps were developed based on prior 

studies.  

Chapter 4: Research Methodology: The research objectives and hypothesis are framed 

and discussed along with the conceptual framework adopted for the study supported by 

the complementing questionnaire. 

Chapter 5: Data Analysis and Interpretation: The data collected through the method 

established in the previous chapter was analysed and the hypotheses were tested. 

Chapter 6: Findings: The major findings from the study are discussed in detail in this 

chapter. 
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Chapter 7: Conclusion: Based on the findings from the previous chapter 

recommendations and suggestions, conclusion, key limitations and scope for further 

study are provided. 



Chapter 2 

Sector Overview 
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Chapter 2: Sector Overview 

2.1 Introduction 

The organised apparel retail sector is vibrant and dynamic and serves as a pillar for the 

new age global economy. It reflects not only consumer preferences and trends but also 

complex interactions between supply chain logistics; marketing strategies; 

technological advancement. The organised apparel retail sector, as noted in the study 

by Kumar et al., (2022) primarily consists of different stores which can be both in the 

form of singular brand exclusive stores or multiple-brand format stores which are 

located in prominent places of the town, primarily in major malls in order to make more 

customers aware regarding the different products being offered by the brand and also 

increase the revenues. . Organised apparel retailing refers to retail setups dealing in 

apparels that are owned by companies (private or government) who have the license to 

sell their products and are registered for GST, income tax, etc. Here the customer walks 

into the stores for buying their necessary products. 

 

This section studies the different aspects of the organised apparel retail sector in 

Mumbai Metropolitan Region, different segments of such sector, attributes of both work 

and employment in the sector, factors which have contributed to the growth of the 

organised apparel retail sector in the country and influence of such growth on both 

formal and informal sector of the economy. Additionally, this section also analyses the 

top Indian brands in the sector, the challenges faced by them in expansion, and the 

current and future trends of the sector, which will transform the entire industry.  

 

As of the latest available data, there are 271 operational shopping malls spread across 

India's key eight metropolitan regions, including Mumbai. These malls are categorised 

into three broad categories based on their gross leasable area: Grade A, Grade B, and 

Grade C. Mumbai contributes 18% of the total mall stock in the top 8 markets in India 

(Knight Frank, 2022). Additionally, there are a total of 1,361 stores in Mumbai as of 

September 25, 2023 (SmartScraper, 2023). 

 

In the next 12 months, it is expected that there will be an addition of 8-9 million sq ft 

of mall space in India, with nearly 5.5 - 6.0 million sq ft of new investment-grade malls 
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becoming operational during the year. This represents an annual growth of nearly 40 

per cent in retail supply addition, with Hyderabad, Delhi-NCR, and Bangalore expected 

to dominate the retail supply addition in the second half of the year (Indian Retailer, 

2023).  

 

The retail sector leasing in India increased by about 166% year-on-year, crossing 1.5 

million sq. ft as of H1 2022. The key retail categories driving leasing in Mumbai were 

homeware, department stores, food and beverages, and fashion and apparel, with 

fashion and apparel accounting for 11% of the total leasing (Indian Retailer, 2023). 

 

Some key mall clusters as mentioned in the report by Knightfrank (2022) in Think 

India. Think retail report in Mumbai include: 

Grade A: 39% of the total operational mall stock in India 

Grade B: 31% of the total operational mall stock in India 

Grade C: 30% of the total operational mall stock in India 

 

This section focuses on organised apparel retail sector’s key challenge of employee 

retention as the objectives and also gives a glimpse on how the sector should cope with 

these situations against the backdrop of dynamic economic conditions or competitive 

pressures.   

 

2.2 Features and Segments of the Organised Apparel Retail Sector 

Regarding the performance of this a sector, it has been noted by Pande et al., (2020) 

that this sector has witnessed significant growth. However, it has also been noted that 

there is extensive deviation in performance as well. While some of such deviations can 

be connected to store size as well as potential buyers it caters to, internal aspects like 

human resources and quality of merchandise provided can also influence the revenue. 

Further, the growth of e-commerce and newer trends like AR and VR have also 

influenced the revenues of the industry and need to be considered.  

 

The organised apparel retail sector, based on specific garments consists of 6 major 

segments which have been discussed below: 
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T-Shirts - One of the major segments in the organised apparel retail sector in India is 

T-shirts. T-Shirts are generally distinguished by employees based on fabric which has 

been used to develop the product, colour of the product, and quality of the material. 

Customers, however, also look at the size and may also consider analysing the 

production process in the case of high-end products in this segment. Recently, the focus 

has also shifted to unique and personalised prints and designs which can be made 

available for buyers.  

 

Shirts - Regina et al., (2021) argued for an extensive shirt market in the country as well, 

which also responds to the size fit and quality as well as fabric requirements of the 

buyer. Additionally, in broader terms, shirts can be segregated into both formal as well 

as casual which changes not only the purpose for which such garment is utilised but 

also expectations regarding quality, fabric, price, and expectations regarding size fit. 

Recently, varieties in stitching style and collar style have also been noted to influence 

customer preferences and accordingly the price of the product as well for the entire 

sector.  

 

Jeans and Bottoms - With the upper body garment market, there is also a substantially 

larger market in India for male lower body garments as explored by Kumar et al., 

(2022), who noted that this section has a significant influence on reputation as well as 

brand image. Additionally, here it should be noted that the usage purpose of the 

garment, stretchability of the product, and the quality of the product after washing as 

well as the condition associated with washing can influence the total sales. This segment 

is also influenced by customer preferences with respect to style and rise in the usage of 

the jeans and other garments in this segment.  

 

Women's Dress and Skirts - The ladies' clothing segment is also a crucial and large 

market for Indian organised apparel sector firms, as observed by Tagra (2023). Here, 

the scholars noted that customer preference can be largely dependent on the occasion 

on which customers will utilise such garments, whether they will be used for formal 

occasions, or it will be used as regular garments for different parties. Additionally, it 
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should be noted that colour, quality, and texture are also important here and such can 

influence the price as well as total purchases.  

Activewear - These garments are primarily utilised to engage in different athletic 

activities, hence according to Agarwal et al., (2021), the functionality of such garments 

in the form of stretchability as well as the ability to reduce moisture from the bodies of 

athletes are taken into consideration while purchasing. Additionally, such brands also 

witness an increase in sales due to Collaboration with major sports persons as well as 

celebrities in India, which needs to also be accounted for in the current Indian market. 

Design and style have also been noted to influence sales.  

Ethnic Wear - Ethnic garments are primarily used for festivals or specific occasions, 

hence seasonal variance is a major aspect of sales of such garments. Here, 

craftsmanship, the quality of the fabric, materials involved in designing the garment, 

and the level of both complexity and intricacies in the handwork can influence the price 

as well as total sales which has been noted in the segment. Further, the device used like 

handloom or manufactured by artisans directly can also influence the sales price. 

Recently, such garments have witnessed a rise in sales as people get involved in 

different cultural occasions as well.  

2.3 Major Characteristics of Work and Employment in the Organised Apparel 

Retail Sector 

Employees who work in the organised apparel retail sector can be classified into two 

different segments based on their employment status, namely permanent and 

contractual employees of which different employment conditions have been explored 

in the study conducted by Sariani & Kustina (2023) and Santos et al., (2020) 

respectively. Permanent employees are those employees who are hired on a permanent 

basis by the retailer and may work either full-time or part-time depending upon both 

the employment contract and demand for the organisation in each period. It should be 

noted that such employees are generally hired under direct payroll by the organisation 

and often receive several benefits in the form of compensation, bonus, and insurance as 

well as medical expenses being covered by the organisation.  
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Permanent employees can be hired in both categories from manager to sales staff. While 

the other category is for temporary salespersons who are hired in an organisation for a 

specific timeframe or for a specific occasion, such as festivals and peak demand season 

where permanent employees may not be able to cater to the growth in demand alone. 

Such employees can be hired both by the retailer alone or through the aid of different 

third-party agencies but the major aspect of them being involved with the organisation 

for a limited term remains. Some temporary employees may be converted to permanent 

employees, but such largely depends on management decisions.  

However, Zulfiqar et al., (2022) noted that a new section of employees has emerged in 

the industry, in the form of commission-based salespersons. These employees might be 

hired both as temporary employees or permanent employees, with base compensation 

and most of the compensation being attached to the sales which are generated by the 

employees. Such compensation can be different for different garments and the total 

value generated by the salesperson in each timeframe. The major strategy behind hiring 

such salespersons is to have employees at minimal base compensation which only 

increases as sales increase, and hence also motivating employees to work harder which 

leads to improvement in employee revenues as well. 

Along with salesperson, the role of visual merchandiser has also been noted in major 

firms engaged in the organised apparel retail sector for the textile and garment industry 

as affirmed by Kneese et al., (2022). The job of visual merchandisers is to develop a 

product display plan for the store considering inventory available, management plan, 

and preferences of the customer, to ensure customers, make a purchase of products, and 

at the same get attracted by store layout and get aware regarding new offering or 

discount and promotional campaign being run by the organisation. In some stores, such 

decisions are taken by management while in some stores, such decisions are taken by 

visual merchandisers acting as customer facilitators, marketers, and store designers.  

Larger stores, according to the study by Shanmugaraja et al., (2020) also have a unique 

and separate inventory department, which considers the stock level, customer 

purchasing trends, sales and other offers, and expected sales to ensure enough inventory 
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is available to address the demand of the customer while at the same time, not increasing 

the inventory storage costs for the organisation. Certain organisation from the organised 

apparel retail sector may do this under centralised planning with a specific department 

for each region or have individual employees who manage such stock levels. These 

employees do not directly engage with customers but rather rely on input from 

salespersons and investors' values to make the judgement and make the product 

available.  

Similarly, large organisation also engages in hiring a distinct marketing team which has 

been affirmed in the study conducted by Azimovna (2023). These employees engage in 

the development of marketing and promotional strategies, with the aim of ensuring 

more sales and a higher level of profitability for the organisation. Most of the time, such 

a role is fulfilled by a centralised department with some aspects being left to be done 

by the store manager, like placement of promotion materials and offering discounts for 

regional festivals or variants. This does not diminish the role of such employees, as they 

may also engage in providing field training and support to salespersons to aid them in 

better addressing different concerns customers may have regarding offers. Finally, each 

of the employees is managed by a dedicated department and store manager who also 

forms a crucial part of organisations employment as noted by Arif & Sarfraz (2020).  

These managers are responsible for handling the different functions of the store and 

supervising employees as well. The store manager handles the entire operations of a 

particular store and often must comply with organisations management but has a certain 

freedom overrule implementation as well. Hence, it can be inferred that the structure of 

employment as well as job roles are complex in an organisation and largely 

interconnected with one another to ensure the success of the enterprise.  

In the organised apparel retail sector, particularly within malls, the correlation between 

the complexities of workforce management and the importance of retaining permanent 

employees over third-party and contractual workforce is prominent as noted by 

Dörflinger et al., (2021) and Anwar & Graham (2019). Permanent employees often 

bring a deep understanding of the brand, product knowledge, and a sense of 
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commitment to the organisation's values. In a sector where customer service and brand 

representation are paramount as per Weil (2019), the intricate details of product lines, 

customer preferences, and the overall shopping experience become integral to success.  

Permanent employees have a vested interest in the organisation’s long-term goals, are 

more likely to invest in building lasting relationships with customers, contributing to 

brand loyalty and positive word-of-mouth. On the other hand, third-party and 

contractual employees may lack the same level of commitment and may face challenges 

in aligning seamlessly with the brand ethos.  

 

Additionally, the organised apparel retail sector requires a nimble and knowledgeable 

workforce to adapt to changing fashion trends and customer expectations. The 

investment in training and development is often more efficiently leveraged with 

permanent employees who have the potential for long-term growth within the 

organisation. Moreover, the complexities of ensuring consistent service quality, 

adherence to brand standards, and fostering a cohesive team dynamic is better navigated 

with a stable permanent workforce.  

 

Therefore, while third-party and contractual employees may offer flexibility, the 

retention of permanent employees proves crucial for sustaining a high level of customer 

satisfaction, brand continuity, and overall operational excellence in the organised 

apparel retail sector within malls. 

 

2.4 Factors Responsible for the Growth of the Organised Apparel Retail Sector 

Several factors have been responsible for the growth of the organised apparel retail 

sector. The primary factor among them has been the growth in the urbanisation level as 

noted in the study by Dey et al., (2019).  Rapid urbanisation led to an increase in urban 

population, which combined with growing jobs in the region, has accounted for the 

development of the middle class which had a significantly larger share of disposable 

income. This led to them being willing to purchase garments from famous brands and 

seek higher quality products, which led to an improvement in the consumption rate of 

garments from the organised apparel retail sector in the country. This also encouraged 

the development of malls under which these brands operate. Along with urbanisation, 
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the lifestyle of the population in the country has also witnessed changes in recent years 

as argued by Gupta & Jadon (2019).  

 

The growth of a younger demographic-based population in the country along with 

growth in disposable income has made a significant group available as potential buyers 

who are willing to purchase such products. Further, such a population is eager to shift 

to buying a product from the organised sector, in which quality and better return for the 

price are assured, which is also leading to an increase in demand and eventually, leading 

to growth for the organised apparel retail sector in the country. Such aspects are 

contributing to the expansion of such stores throughout the country. To add to this, 

Mogale & Dalvi (2019), noted that there has been significant growth in the Indian 

economy, with the implementation of LPG (Liberalisation, Privatisation, and 

Globalisation) reforms in the country, which contributed to not only a higher level of 

economic growth but at the same time, also encouraged and legally allowed foreign 

brand to start operations in the country.  

 

This aspect led to the introduction of several major global fashion brands like Adidas 

and Nike in the country which acted as competition for the sector and led to the 

development of unique domestic brands to engage in the growing demand of Indian 

customers and have a share of revenue in a growing industry.  

 

The changes in real-estate utilisation and land use policies have led to the growth of the 

organised apparel retail sector in the country as well, as observed by Monisha et al., 

(2019). Urban cities witnessed the development of malls, which witnessed a higher 

level of engagement with the local population in the region. This led to several major 

brands starting individual stores in the region or some retailers engaging in multi-brand 

stores, to attract customers, eventually contributing to the growth of the organised 

apparel retail sector in the country.  

 

Additionally, the development of commercial space in major urban and industrial 

regions around the country also contributed to the growth of malls and eventually firms 

in the industry. Additionally, Joshi & Dasani (2019) in their respective study noted that 



 
 

 

31 
 

Malls in India are not dedicated places to go and buy different products for 

consumption, they also provide avenues for entertainment as well as having a 

comfortable lifestyle in the form of a movie theatre, food court, and dedicated spaces 

to organise different events. This led to an increase in total visitors to the mall allowing 

the organisations to increase the awareness level for new products to the customers, and 

hence improve the prospect of sales, leading to higher revenue possibility for the 

organisation.  

 

Thus, organisations are better suited to enter malls and sell products rather than sitting 

out and losing potential revenue in the process to a highly competitive market. Such 

aspects have also been noted in prior research which has been conducted by Kulkarni 

& Khan (2023) who noted the availability of different amenities like parking space, 

security services, and air conditioning services allow customers to have a better level 

of safety as well as comfort while shopping and without fear of security of their personal 

assets and belonging. This aspect has been noted to allow customers to spend more time 

and engage with more brands, leading to an increase in the probability of brands 

converting potential customers to sources of revenue for the organisation.  

 

Hence, brands need to utilise the benefit of hassle-free shopping experiences in malls 

that lead to the growth of such a sector. From a macroeconomic perspective, it has been 

noted by Mishra et al., (2021) that the growth and development of infrastructure in the 

country like roads and transportation systems lead to an increase in jobs and hence 

economic growth as well as made physical stores of different brands in organisation 

retail sector more accessible to a larger population. Hence, it can be inferred that 

macroeconomic reforms led to the growth of disposable income and the middle-income 

class which ultimately led to the growth of the organised apparel sector. Demographical 

benefits are also serving the growth with the Indian population being predominantly 

young in the foreseeable future.  

 

Initially, the organised apparel retail sector benefited from the abundance of untrained 

manpower, contributing to its initial success. However, as customer expectations have 

evolved, demanding higher levels of service, retaining skilled and quality employees 
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has emerged as a significant threat to the sustained growth of the organised retail sector. 

The shift in customer preferences underscores the need for a more experienced and 

knowledgeable workforce, emphasising the crucial role of employee retention in 

ensuring continued success in the competitive retail landscape. 

 

2.5 Impact of Organised Apparel Retail Sector on Formal & Informal Sectors of 

Industry 

The organised apparel retail sector has witnessed significant changes with the growth 

organised apparel retail sector in the country, in which primary aspect as noted by 

Sharma & Narula (2020) is the increase in demand for different garments from the 

industry, which has contributed to growth of revenue in the sector. The organised 

apparel retail sector has led to an increase in demand for different garment products 

throughout the country, which has contributed to an increase in demand, leading to 

growth for both firms in both sectors and motivating them to become formal to get 

adequate loans for expansion.  

 

Additionally, Haseeb et al., (2020) noted that the organised apparel retail sector has also 

contributed to improvement in the quality of garments manufactured and sold 

throughout the country, as the industry is based on providing customers with a plethora 

of choices for affordable garments with a higher quality of fabric as well as design. This 

has led to the stage of most firms being involved in constant quality upgradation to 

satisfy the customers and get a competitive edge, which ultimately leads to better 

quality products being manufactured and made available throughout the country. 

Additionally, variety has also been introduced in the Indian apparel sector, as explored 

in the study conducted by Dohale et al., (2022). The organised apparel retail sector has 

introduced the concept of different garments being available for customers in a variety 

of fabrics, designs, and materials used for development.  

 

Another major change which has been noted after the introduction of the organised 

apparel retail sector in the country has been the development and introduction of 

technological tools and processes throughout the industry as observed by Sharma et al., 

(2021). Each firm needs to engage in innovation as well as the adoption of technological 
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tools to improve the level of efficiency as well as reduce costs, which is essential to 

improve the margins and have a competitive edge over other firms in the highly 

competitive market of the Indian economy. Hence, growth in quality and quantity 

demand has led to a revolution in the entire garment industry.  

 

Majumdar et al., (2020) also noted that the growth of the organised apparel sector has 

led to the promotion of contractual agreements in which such brands engage in time 

and quantity-bound agreements with the supplier to be able to provide the same quality 

garments to the customers. This has not only encouraged firms to expand their operation 

but also allowed firms to formalise their operation, to take advantage. Additionally, such 

an agreement ensures financial stability for both the stakeholders involved and be 

assured of future revenue notwithstanding the market conditions in most conditions.  

 

Additionally, Dixit & Pal (2019), noted that the growth of the organised apparel retail 

sector has led to growth of employment opportunities across the sector in the form of 

both permanent as well as temporary employees. Such growth in employment has 

created a virtuous cycle in the economy, which has contributed to a further increase in 

demand for garments in the industry and further increased employment opportunities 

which can lead to improvement in the economy of the country as well. Hence, the 

growth of the organised apparel retail sector has led to significant advantages for the 

entire economy.  

 

In this aspect, a discussion which has been conducted by Rathinamoorthy (2019) shall 

be considered who has highlighted that there have significant changes in fashion trends 

as the advent of the organised apparel retail sector has introduced the concept of fast 

revolution in the fashion world, with new styles appearing frequently and being phased 

out in a rapid manner. On one hand, this has created challenges for small apparel players 

who want to engage in competition but also has opened gates for niche fashion products 

as well. Hence, it can be inferred that the entire Indian organised apparel retail sector 

has revolved around both rapidly changing fashion trends and at the same, niche fashion 

trend which only caters to specific demographical group.  
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Thus, the current organised apparel retail sector in India is not dominated by some large 

players but rather allows a playing field for both large as well as small competitors as 

observed from the study by Majumdar et al., (2020). Even small firms can engage in 

tie-ups as well as partnerships with larger firms and can expand their operation or 

become niche firms in their specific fashion. Hence, it can be concluded that the growth 

of the organised apparel retail sector has contributed to both growth and formalisation 

of the operation of the sector.  

2.6 Top Indian Organised Apparel Retail Sector and their Revenues, Employee 

Strength 

Witnessing a robust upward trajectory, the market value of the apparel sector in India 

soared to an all-time high of 55 billion U.S. dollars in the financial year 2021. 

Projections indicate a further ascent to over 135 billion U.S. dollars by 2026. Fuelled 

by a burgeoning organised apparel sector and escalating income levels, India solidifies 

its position as the world's second-largest textile and clothing exporter, with a steady 

growth outlook. 

Figure 2.01: Market Value Surge in India's Apparel Sector 



 
 

 

35 
 

 

 

Figure 2.02: Evolving Sales Dynamics in Organised Apparel Retail 

In the fiscal year 2021, e-commerce dominated organised apparel sales in India, 

commanding a significant 67 per cent market share. In contrast, multi-brand outlets 

accounted for a modest four per cent share in the same year. 

 

Figure 2.03: Escalating Penetration of Organised Apparel and Accessories Retail 

in India (FY2012 - FY2021) 

 

The organised apparel and accessories market in India is poised to penetrate 40 per cent 

of the retail landscape by 2025, marking a substantial increase from its 2018 standing 

at 25 per cent. 
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Figure 2.04: Comprehensive Export Figures for Apparel, Textile, and Footwear 

in 2016 (42.24 billion dollars) 

With a statistical breakdown, the total export of apparel, textiles, and footwear in 2016 

amounted to 42.24 billion dollars. Noteworthy categories include Women’s suits, not 

knit (2.56 billion dollars, 7 per cent), T-shirts (2.36 billion dollars, 6 per cent), Women’s 

shirts, not knit (2 billion dollars, 5 per cent), and Men’s shirts, not knit (1.16 billion 

dollars, 3 per cent). India's standing as a net exporter of apparel is evident. 

 

Delving into specifics, the total Import value for apparel, textile, and footwear in 2016 

was 5.9 billion dollars. Key components include Cotton raw (483 million dollars, 9 per 

cent), Textile fabrics impregnated with plastics (352 million dollars, 6.5 per cent), Wool 

(338 million dollars, 6 per cent), and Synthetic filament yarn (331 million dollars, 6 per 

cent). Notably, India's practice of importing fabric for apparel production and 

subsequent export is highlighted. 
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Figure 2.05: Holistic Overview of Apparel, Textile, and Footwear Imports in 2016 

($ 5.9 billion) 

India has been one of the major markets for the entire organised apparel industry 

globally, which has been analysed in the study conducted by Team (2023). With the 

growth in disposable income of middle-class Indians as well as growth in the level of 

urbanisation, malls have developed in both tier 1 as well as tier 2 cities, which has led 

to not only the arrival of multinational brands in the country but also the indigenous 

growth of several Indian domestic brands which have been operating in several 

segments from male to female clothing as well as ethnic and athletic wear.  

 

The growth of domestic Indian brands has been evident from the growth of the Biba 

brand, which has been a major brand dealing in garments related to both girls as well 

as women segment. Biba, as an ethnic brand, has been operating in more than 150 stores 

and 250 multi-brand outlets around the country, and promoting small ethnic brands. 

Further, the brand has been operable since 1988, which also suggests the growing 

revenue rate and profitability in the industry, which has supported such expansion of 

the firm, and has attracted larger multinational firms as well.  

 

Other famous domestic brands which have been noted in the Indian landscape are 

brands such as Flying Machine as well as John Players which can be witnessed to be 
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sold in major Malls around the city. John Players, as a brand, was earlier noted to be 

developed by ITC brand but currently, it has been noted to be sold by Reliance and 

primarily caters to the young generation, attracting the youth population in ten 

countries. On the other hand, the flying machine has been operated by Arvind Mills 

since 1980, and since 2003, has been primarily catering to customers who want to 

purchase low-cost but stylish garments.  

 

Premium brands like Louis Phillipe grown from the Indian organisation (Aditya Birla) 

group have also been well-received by the Indian population, the brand since starting 

in 1989, has been able to expand to more than 2700 stores globally with major business 

coming from tier 1 cities in the country. This brand has also been catering to both formal 

as well as semi-formal garment requirements from the population. Thus, Indian brands 

under the organised apparel retail sector have expanded to cover both different varieties 

and price segments witnessing faster growth for each brand leading to rapid expansion 

in garments offered and cities covered.  

 

Fabric-based brands have also found significant presence and growing revenue rate in 

the country, which can be established from the success of the brand Monte Carlo, which 

originally hailed from Ludhiana, Punjab in 1984, to provide clothing under woollen and 

cotton segments for all the three demographical segments namely men clothing, women 

clothing, and kid clothing. The success of the organisations can be noted from the fact 

that it has expanded from an Indian brand to a multinational brand with over 1300 

stores.  

 

The growth has also been witnessed for brands which engaged in trendy fashion and 

streetwear products along with club wear garments to address the need of the youth 

segment which has been growing in major Indian cities, both due to demographics and 

migration rate as evident from the growth of brand "Mufti" since 1998, by Kamal 

Khuslani. This brand has witnessed support from different Bollywood celebrities as 

well, which has led to growth in receptiveness and response rate to the brand as well. 

The higher youth population in the country has led to an increase in sales for all brands 
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which form a part of the organised apparel sector in the country and still have the 

potential for significant growth in the country.  

 

Some brands in the organised apparel retail sector have also expanded to become public 

corporations, as well, which is evident from the growth of Provogue (India) Limited, 

which is a major firm focusing on the menswear fashion range. Foreign brands like 

Adidas, Nike, and Pepe Jeans have also found recognition in the country, with Pepe 

Jeans being one of the major multinational brands to come and get success in India and 

developing more than 1300 multi-brand stores and 500 big format stores in major malls 

and distinct individual stores across the country.  

 

Similar results have also been noted in the case of one of the major and dominant brands 

in the fashion industry, Alen Solly, which was taken over ultimately by the Aditya Birla 

fashion group. Along with larger brands, small brands and multi-brand format shops 

have been opened also in major malls across the country, as an attempt to cater to the 

growing need of the population who want to engage in the purchase of a different 

variety of garments of different styles and materials, but at the same time also remain 

largely price conscious leading to the growth of premium as well as other brands in the 

country.  

 

In 2022, the organised apparel retail sector in India boasted a substantial workforce, 

employing over 35 million individuals. As for the financial aspect, the revenue 

generated by the Indian apparel market in 2023 reached an impressive US $88 billion, 

with an anticipated annual growth rate of 3.34% (CAGR 2023-2027). This indicates the 

significant economic impact and sustained growth trajectory of the organised retail 

sector in the country. 

 

2.7 Challenges and Problems Faced by Organised Apparel Retail Sector in India 

Despite the impressive growth in India's organised apparel retail sector, challenges 

persist, notably in the form of employee turnover. The sector, contributing significantly 

to the country's GDP (currently at US $88 billion) and job market (employing over 35 

million), faces the persistent hurdle of retaining its workforce, despite being the world's 
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fifth-largest retail destination (Tagra, 2023). Despite attracting a substantial US$ 4.48 

billion in FDIs between April 2000-June 2023 and offering diverse career options in 

global e-commerce platforms, single-brand shopping websites, multi-retail apps, and 

social media sellers, the industry grapples with the ongoing issue of retaining 

employees (IBEF, 2023; Briefing, 2023). This employee turnover challenge could 

potentially impact the sector's projected expansion, which is expected to grow at a 

compound annual growth rate (CAGR) of 11-12%, and the ambitious goal of creating 

25 million new jobs by 2030 (Tagra, 2023; IBEF, 2023). 

 

One of the major challenges which have been faced by the organised apparel retail 

sector organisation in India is the growing level of competition from both domestic as 

well as international players as noted by Murugesh (2020). The rise in the middle class 

and rise in disposable income have made India an attractive market for several brands, 

which has rendered the landscape very competitive in nature. This has led to two 

negative phenomena namely pricing pressure with the need to keep prices low even at 

the cost of profitability rate and market saturation in major cities, which are major 

clients for brands, leading to a tough competitive atmosphere for all brands involved.  

 

Further, Venkadavarahan & Marisamynathan (2022) noted that the supply chain also is 

a major challenge, with the expansion of such sector into tier 2 as well as tier 3 cities. 

Firms may have enough resources to sell and customers willing to buy, but without 

adequate supply due to inefficiencies in both logistics as well as warehousing services 

can impact the firm. This challenge has also been noted in tier 1 cities, but such 

primarily has related to sudden spike in demand or festive as well as holiday season. 

The lack of resources makes it harder to generate revenue to fund additional expansion.  

 

This sector has always been a constantly evolving sector, with customer preferences 

and demands changing the way the industry operates as noted by Chattopadhyay 

(2019). Organised apparel stores need to account for changing customer preferences 

and update their inventory accordingly or lose customers to other players. When this 

aspect relates to different segments under which the organised apparel retail sector 

operates from shirts to trousers and male as well as female, this can be a complex 
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change which requires significant allocation of both financial as well as human 

resources. Old inventory may be required to be sold at a lower price, leading to a 

reduction in profitability rate.  

 

Additionally, such stores need to operate in prime and major locations within the city, 

which can have an extensive cost if such is utilised as rent and not as direct purchase, 

as argued by Chatterjee (2023). Rent and guarantee cost a significant amount of 

financial resources, and with the growth in popularity of such regions, costs are 

expected to show a significant rise, which can lead to an increase in operational costs 

and a reduction in the profit margins of the organisation.  Additional rent expenses can 

reduce the ability of the firm to allocate more amount to employee compensation and 

bonuses.  

 

The organised retail sector is also facing the challenge of organisations and brands 

which are engaging in e-commerce as argued by Tarai & Shailaja (2020). E-commerce 

brands face significantly lower costs in the form of storage costs and the need to 

maintain salespersons, which allows them to sell at lower prices, leading to challenges 

for traditional players in the organised apparel retail sector. This has led to either 

organisations integrating e-commerce in their strategy or aligning with other traditional 

players for collective participation. Each of these aspects, if proven to be more 

profitable for the firm, can reduce expenses as well as human resource requirements 

from traditional stores.  

 

Further, India has a significant number of legal issues ranging from labour management 

to reporting of any investment and financial activities of the organisation, which may 

lead to regular challenges for organised apparel retail sector organisations, as per 

Vashist (2023). Firms may spend significant managerial resources in meeting such 

requirements and non-compliance may also lead to both penalties as well as fines, 

which can increase costs of firm, in the worst case, lead to the government requiring 

the firm to shut down operations.  
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Additionally, laws influencing foreign investors can make getting investments harder 

for firms, further affecting their profitability. Additionally, Chhibber (2020) noted that 

along with such challenges, firms are also facing the challenge of constantly reducing 

profit margins, which can impact the ability of firms to engage in future expansion or 

increase the rate of compensation to employees. Reduction in such profit margin has 

been noted primarily due to regular discounts offered or due to discounts given as part 

of different campaigns or sales done by organisation. Such discounts, though increasing 

total revenue, may lead to a fall in the profit margin and net profits, which can impact 

the firm. Reduction of such discounts is not considered a valid option owing to growing 

competition.  

 

While prior studies have talked about financial, technical, and operational challenges, 

the study by Kalia et al., (2023) talk about human resource challenges which are faced 

by organisation, as human employees are required for any role in the organised retail 

sector operations. Firms may find it harder to get employees at lower wages while at 

the same time, may find it harder to retain employees due to a larger number of 

prospective employers who are ready to pay more, and employees willing to shift at a 

slight increase in compensation. Thus, this challenge can influence the future of the 

organised apparel retail sector in India.  

 

Several prominent training institutes in India, including the Fashion Design Council of 

India (FDCI), National Institute of Fashion Technology (NIFT), and Indian Institute of 

Fashion Design (IIFD), have developed specialised courses to enhance the skills of 

salespersons and managers within the apparel industry. FDCI focuses on promoting 

fashion design education, offering courses for aspiring designers and industry 

professionals (FDCI, 2023). NIFT provides a comprehensive range of undergraduate, 

postgraduate, and doctoral programs in fashion design, merchandising, and 

management, collaborating with industry partners to offer internships and training 

opportunities (NIFT, 2023). IIFD caters to both students and professionals with courses 

in fashion design, styling, and retail management (IIFD - Indian Institute of Fashion & 

Design, 2023).  
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Despite these initiatives contributing extensively to workforce knowledge and skill 

enhancement, the challenge of turnover persists, particularly for customer facing roles 

in the organised apparel retail sector in India, impacting the industry's overall growth. 

2.8 Current and Future Trends in Indian Organised Apparel Retail Sector  

One of the major future trends expected in the Indian organised apparel sector is the 

adoption of omnichannel strategies, which according to Kulkarni & Khan (2023), 

allows firms to have a combination of both traditional (offline) and digital (online) 

marketing strategy as well, which allows firm to interact with both traditional as well 

as latest customers. The development of an omnichannel strategy is expected to change 

the revenue model of the firm as well, and lead to the demand for more technical 

employees than other employees, though actual change will depend on what sales 

organisation is able to generate through both mediums on a long-term basis.  

To add to this, Behera et al., (2023) noted personalisation will also play a major role, 

which will witness customers being able to try new garments in a virtual environment, 

and at the same time, allowing firms to provide personalised design required by 

customers on pre-selected garments. This aspect can lead to an increase in demand for 

salespersons whose role will now involve guiding customers to have personal design 

and becoming both technical supporter and salesperson in the department, thus 

combining both technological skills and marketing, in the foreseeable future of the 

organised apparel retail sector in the country.  

With personalisation and artificial intelligence, the role of new technological tools like 

AR (Augmented Reality) and VR (Virtual Reality) is also growing which has been 

analysed by Bilewar et al., (2022). The primary use of such technologies will be to 

provide customers with an immersive view of the store even while purchasing from 

home and allow them to try different garments before making an actual purchase 

decision. Again, this aspect highlights how technology will become one of the major 

skills which need to be adopted by sales and management employees to secure their 

jobs and perform efficiently in the organised apparel retail sector in the foreseeable 

future.  
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Additionally, another aspect which has been noted to occur in the foreseeable future for 

the Indian organised apparel retail sector by Mariwala (2023) is the growth of DTC 

(Direct-To-Consumer) brands in which most textile brands, even if currently they are 

lacking presence in the organised retail market will attempt to enter and reduce the 

dependency on different intermediaries for the product. It should be noted that this 

aspect has been witnessed to occur and is currently leading to not much reduction in 

employment but rather a higher level of transfer and turnover with an increase in salary 

or brand value.  

 

Further, Khurana & Muthu (2022) argued that there has been a growth in demand for 

slow fashion products over fast fashion products currently, and such a rate is expected 

to further increase in the foreseeable future. Soft fashion garments refer to those 

projects in which more focus is given to the quality of the garment rather than the 

quantity of production. From a salesperson's perspective, this will lead to the 

salesperson being required to undergo intensive training and at the same time, have 

significant knowledge regarding different aspects of the garment and production 

process, which needs to be provided to the customer to aid in decision-making. This 

requires management to focus on training initiatives as well.  

 

With such focus on quality products, scholars Bai et al., (2022) have argued that growth 

will also grow of regional variants and diversity in garments especially in the Indian 

organised apparel retail sector, owing to a large variety of apparel which are currently 

worn in different regions of the country across several occasions years. From an 

employee viewpoint, being more receptive as well as attentive to both cultural as well 

as garment diversity across the regions of the country would aid them in addressing 

unique desires of the customer and leading to an increase in sales which is a win-win 

situation for both employees and management. Such adoption of large technological 

sources as well as different grammar styles to suit customer preferences, has been noted 

by Perumal et al., (2023) to lead to growth in smart retail stores as part of the organised 

apparel retail sector.  
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Smart retail is not a new concept but combines the aspects which have been discussed 

throughout. Employees and managers both need to understand that such changes are 

inevitable and will occur in the foreseeable future, hence a better option is to widen the 

knowledge base and develop technical proficiency, creativity, and communication skills 

to have a successful career.  

 

A major aspect which needs to be in focus is the level and pace of digital transformation 

which is bringing a revolution in the Indian organised apparel retail sector and is also 

expected to continue in the foreseeable future by Dinesh et al., (2021).  Digital 

transformation has always brought forward the debate of loss of jobs to machines and 

the need for employees to learn digital and technological skills which cannot be 

excluded from the organised apparel retail sector as well. With such changes, 

management also needs to ensure they consider human resource needs and do not 

diminish the importance of such employees in the workplace.  

 

Artificial Intelligence (AI) and the Internet of Things (IoT) play pivotal roles in 

enhancing employee retention. AI-driven analytics can analyse vast amounts of 

employee data to identify patterns and predict potential turnover risks. This allows 

organisations to proactively address issues that may lead to dissatisfaction or attrition 

(Rao et al., 2020). IoT devices can be utilised to monitor workplace conditions, ensuring 

a comfortable and productive environment, which contributes to overall job satisfaction 

(Zulfan et al., 2020). AI-powered chatbots and virtual assistants can also provide 

personalised support to employees, addressing their queries and concerns in real-time 

(Nawaz & Gomez, 2019). By automating routine tasks, AI and IoT technologies free 

up employees to focus on more meaningful and fulfilling aspects of their roles, fostering 

job satisfaction and loyalty. 

 

In an era of well-informed and researched customers, employee training becomes 

crucial for effective customer interactions and, consequently, employee retention. When 

employees are equipped with comprehensive product knowledge, industry insights, and 

objection-handling skills, they can navigate customer inquiries and concerns with 

confidence. Training programs that focus on understanding the customer's perspective, 
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empathetic communication, and effective objection handling empower employees to 

provide solutions tailored to individual needs (Aleem & Bowra, 2020 and Oluwatayo 

& Adetoro, 2020).  

 

This not only enhances customer satisfaction but also instils a sense of competence and 

achievement in employees, contributing to their job satisfaction and engagement. Well-

trained employees are better equipped to handle challenging situations, whether from 

internal or external customers, fostering a positive work environment and promoting 

long-term retention as affirmed by Elsafty & Oraby (2022) and Murtiningsih (2020). 

 

2.9 Conclusion  

The organised apparel retail sector is distinct from other organised industries such as 

IT, Engineering, and Automotive, presenting unique challenges and opportunities for 

employee retention. Unlike the IT sector, which often relies on project-based work and 

has a higher degree of flexibility, the organised apparel retail sector demands consistent 

and customer-centric service. Employees in retail are at the forefront of customer 

interactions, requiring a deep understanding of the product, fashion trends, and 

exceptional interpersonal skills.  

 

In comparison to the engineering and automotive sectors, where technical expertise is 

paramount, the organised apparel retail sector places a premium on soft skills, including 

effective communication, customer relationship management, and the ability to adapt 

swiftly to changing fashion preferences. Unlike the more standardised processes of 

manufacturing in the automotive industry, retail relies heavily on personal touch, 

making each customer interaction unique. 

 

Employee retention solutions in the organised apparel retail sector must prioritise 

ongoing training programs that not only enhance product knowledge but also hone 

interpersonal and sales skills. Recognising outstanding performance, providing clear 

career paths, and fostering a positive work culture are vital components of retention 

strategies. The turnover risks associated with frontline roles in retail sector necessitates 
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a focus on creating a supportive and motivating work environment to counteract the 

challenges posed by demanding customers and dynamic market trends. 

In conclusion, the organised apparel retail sector's distinctive characteristics require 

tailored approaches to employee retention. Addressing the industry-specific needs for 

soft skills development, recognising the importance of personal interactions in the retail 

space, and implementing strategies to foster job satisfaction are essential for retaining 

a skilled and engaged workforce in this unique sector, which is addressed in the current 

study.  
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Chapter 3: Literature Review 

3.1 Introduction 

The organised apparel retail sector constitutes a major part of the urban retail ecosystem 

in which people buy new clothing, to meet their personal and professional needs. It has 

been observed that this sector is highly competitive with the presence of both domestic 

as well as international brands, each of them trying to cater to the growing market 

demands. A major aspect of each of such brands is the need for a talented workforce 

who can address customer needs and have adequate knowledge as well as expertise 

regarding apparel products and customer needs.  

 

Hence, in such a competitive market, it becomes important for each employer to ensure 

a higher rate of employee retention for which the current study has reviewed the existing 

studies which have been primarily conducted by different scholars from 2010. Such a 

range has been selected in order to analyse the historical as well as recent trends of 

different strategies and their influence on employee retention.  

 

The role played by two moderating factors has also been analysed namely job 

motivation and job satisfaction. The primary rationale behind conducting such an 

extensive literature review is to arrive at a crucial literature gap regarding employee 

retention strategies in the organised apparel retail sector which will be addressed in the 

current study.  

 

3.2 Employee Retention: Need and Impact in Organised Apparel Retail Sector  

Yurchisin & Park (2010) asserted in the study that employee retention has often been 

considered as a crucial aspect in each industry primarily due to the need to ensure 

employees who perform better continue to work with the same firm. Hence, the need 

for employee retention arises due to the need to ensure higher and better employee 

performance when compared to competitors. The motivation aspect is also highlighted 

suggesting employee retention activities are also carried out with the aim of motivating 

employees to engage in professional development and work in a more effective manner 

leading to objective and goal achievement.  
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The study conducted by Mohammed (2012) shall also be analysed as it examined 

different HRM activities and noted several of them though are done in order to prepare 

for future leaders and ensure higher performance levels, such can also contribute to 

higher levels of employee retention which ranges from activities like providing higher 

incentives based on better performance, allowing flexibility in work, providing 

different monetary as well as non-monetary incentives, and finally engaging in the 

deployment of different training and development programs hence benefiting both 

objectives of HRM and leadership. 

 

Reddy & Ch (2011) conducted study in organised retail sector and noted two major 

aspects have been evident in the study. Firstly, demand for talented and skilled 

workforce is growing in this sector which can be attributed to the organised retail sector 

as well. Secondly, employee satisfaction and turnover have been major challenges in 

which strategies adopted for employee retention are considered to positively influence 

employee satisfaction and hence improve employee retention. Thus, focus on employee 

retention is a crucial necessity currently for management in the organised apparel retail 

sector. 

 

Need to engage in employee retention was analysed in study conducted by Ming et al., 

(2012) shall be considered who noted how high turnover rates in the organised retail 

sector can pose a problem for the company in the form of employee training costs but 

also in the form of reduction in the level of customer satisfaction and negative influence 

upon the brand image of the firm as well. Hence, it can be inferred that customer 

retention is a major aspect which needs to be considered owing to the significant 

negative influence employee turnover can have on firm growth and profitability. 

 

Anjana et al., (2016) have also affirmed such aspect from the perspective of the garment 

industry and noted the need for HRM managers to effectively deploy each HRM 

function in this sector ranging from training to compensation management and finally 

to employee retention in order to ensure quality and effective workforce exists which 

can address customer demands and ensure the firm can stay ahead of the competition 
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in the highly competitive market of which all aspects is even currently true for organised 

apparel retail sector in India. 

 

While considering employee retention, it should be noted that firms can adopt multiple 

strategies for employee retention as explored in study conducted by Terera & Ngirande 

(2014) who noted that it is not necessary that each strategy leads to employee retention 

can lead to job satisfaction and further, the influence of each strategy on employee 

retention can be different and hence needs to be reviewed through empirical analysis 

for specific sectors and industries (organised apparel retail industry is being considered 

in the current study). 

 

Das & Baruah (2013) highlighted that in the context of academic studies regarding 

employee retention, it should be noted that such has been a major discussion historically 

as well as in recent era. Two major challenges exist for firms to consider the need for 

employee retention namely higher rate of turnover which can negatively influence 

profitability and rising demand for skilled workforce in the industry, both of which are 

major challenges which organised apparel retail sector still face and need to implement 

an effective and efficient human resources or employee retention strategy. 

 

Employee perspectives also need to be considered while analysing the need for an 

employee retention strategy which has been covered in a study conducted by Rakhra 

(2018). It has been noted that out of all employees surveyed, the majority of employees 

felt the firm does not give them enough recognition and they face significant stress and 

challenges, which can lead to them leaving the job if such challenges persist which can 

lead to significant economic loss for the firm in terms of the need for again engaging in 

recruitment to training, which can be mitigated through the implementation of 

employee retention. strategies. 

 

The study conducted by Kalia et al., (2023) shall also be considered noting the 

importance of employee retention and the need to consider it for all roles within the 

organised apparel retail sector owing to each job contributing significantly to the 

company and at the same time, frequent opportunity employees can get to hop from one 
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similar job to another due to highly competitive market and continuous demand for 

skilled workers which makes it a beneficial proposition for management to spend 

resources in employee retention. 

 

Tiwari (2021) asserted  prior studies have discussed employee retention from a cost 

perspective, other benefits also exist for the firm which needs to be analysed like 

improvement in employee morale and engagement rates as well which is expected to 

lead to higher performance and hence a higher level of profitability for the firms as well 

which is a major beneficial aspect for firms especially under highly competitive and 

continuously trend and fashion style changing market, thus companies benefit when 

they engage in employee retention. 

 

Table 3.01: Employee Retention: Need and Impact in Organised Apparel 

Retail Sector 

Author(s) Area of Research Research Gap Identified 

Yurchisin & Park 

(2010) 

Employee Retention in 

Organised Apparel Retail 

Lack of studies on sector-

specific strategies influencing 

retention. 

Mohammed (2012) HRM activities and 

Employee Retention 

Need for empirical validation 

of HRM activities on retention 

in the apparel sector. 

Reddy & Ch (2011) Employee Satisfaction 

and Turnover 

Limited sector-specific data 

on retention strategies. 

Ming et al. (2012) Employee Turnover and 

Customer Satisfaction 

Lack of empirical studies 

linking turnover to brand 

perception in apparel retail. 

Anjana et al. (2016) HRM functions and 

Employee Retention 

Need for industry-specific 

HRM function effectiveness 

studies. 

Terera & Ngirande 

(2014) 

Influence of Retention 

Strategies 

Variation in effectiveness of 

retention strategies across 
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industries remains 

unexplored. 

Das & Baruah (2013) Employee Retention 

Trends 

Rising demand for skilled 

workforce lacks empirical 

validation in apparel retail. 

Rakhra (2018) Employee Perspectives on 

Retention 

Employee concerns such as 

recognition need sector-

specific solutions. 

Kalia et al. (2023) Importance of Employee 

Retention 

The role of competition in 

employee movement needs 

further study. 

Tiwari (2021) Cost-Benefit Analysis of 

Retention 

Influence of employee morale 

on retention strategies remains 

unexplored. 

3.3 Training and Development and Employee Retention 

The influence of training and development opportunities which are provided by the 

organisations is noted to have a significant impact on the employee retention process 

as asserted by WMTNK & Dilanthi (2019). This study however does not consider 

training programs to be deployed for all employees but rather suggests doing so for 

employees for which a high potential level has been noted and training them can aid in 

keeping them in business which can aid firms to have a higher rate of performance and 

better rate of profitability. Hence, these scholars considered training as a selective 

strategy. 

The logical relationship of training and development and employee retention has also 

been established in a study conducted by Kossivi et al., (2016) who noted organisation 

which engages in providing training and development opportunities have led to higher 

levels of retention in the organisation. This has been noted from two aspects, firstly, 

such training opportunities are considered as the dedication of the organisation to invest 

in employee future and secondly, training and development opportunities have been 

noted to reduce the workload challenge which is faced by employees and make them 
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more proficient in their work and thus ensures they face a lower level of stress and 

hence are more likely to continue in the job. 

 

Imma & Hassan (2015) in the study, established that training and development 

opportunities which are provided by the organisation have a positive and significant 

impact on employee retention. This study has connected such retention acts primarily 

with career development opportunities an employee receives as a result of getting 

training which helps them to do their job more efficiently and at the same time, be 

eligible for promotion to better roles which are usually considered to bring more respect 

as well as better compensation both of the aspects which are considered important for 

employees. 

 

The need for training and development for employees in the retail sector has been 

efficiently established in a study conducted by Kumar (2016), who noted such training 

is essential to prepare efficient employees who will aid firms in mitigating the challenge 

of competition and at the same time, also lead to higher profitability for the firm. This 

study also noted that the entrance of global retailers into the Indian market has made 

employee training essential for domestic retailers hence inclusion of such training 

programs serves dual benefits. Such benefits exist both in facing competition and 

employee retention. 

 

Kaur & Sharma (2017) who noted that organised retail sector is always in demand of 

talented and skilled employees which is becoming more crucial considering the growth 

of competitors. Under such a scenario it has been argued that firms need to ensure the 

employees they have recruited and selected are provided adequate training and then 

retained, so combining training and development programs with the aim for employee 

retention serves both goals which suit the needs of the organised retail sector. 

 

A logical model has been established in a study conducted by Suryanarayana & Kumar 

(2018), who took into consideration the career growth perspective of employees and 

how much can influence the willingness of employees to continue working with the 

organisation. Under this logical model, training and development opportunities 
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provided by the organisations whether as on-the-job or off-the-job programs ensure that 

employees are able to engage in the professional development of themselves and get a 

chance to be promoted to higher positions which makes employees perceive they have 

a bright future and continue to work in the same organisation.  

 

The study by Chandiok (2012) however offers a contrasting perspective in which 

though the influence of training and development programs on employee retention is 

asserted, it suggests the actual influence depends on several factors which can include 

demographical variables, current job position of employee and expected position after 

promotion, and level of experience employees currently have before engaging in such 

training program. All these factors collectively contribute to varying satisfaction 

employees have regarding training and development opportunities but the positive 

influence on employee retention in the textile sector cannot be understated. 

 

The study by scholars Manikandan & Sivakumar (2017) goes further deep to explore 

the nature of training which leads to better employee retention levels in the organisation. 

It has been noted here that training needs to be continuous as well as in alignment both 

with firm goals and expected job roles of employees which will ensure that employees 

are able to not only perform their current job role efficiently but also feel lesser stress 

leading to lower instances of burnout and feeling more secure about their future, all of 

which led to employee retention 

 

Sivarethinamohan et al., (2021) analysed nature of training in retail sector and noted 

training and development programs are largely dependent on both job roles as well as 

expected future and organisational aims. In this aspect, it needs to be noted that training 

programs can be focused upon hard skills or soft skills or combine both hence 

considering that specific types and content under training programs lead to better 

retention can only be developed on a case-by-case basis and may not hold for the entire 

organised apparel retail sector. 

 

The study conducted by Sawaneh & Kamara (2019) needs to be considered while 

designing training program for retail sector employees who noted that such training 
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programs when designed should also take into account different aspects which lead to 

the satisfaction and dissatisfaction of employees. This logical model hence notes that 

by considering dissatisfaction aspects, employers will be able to develop training 

programs which not only lead to career development and achievement of organisational 

goals but also employee retention thus providing dual benefits for employers. 

 

Table 3.02: Training and Development and Employee Retention 

Author(s) Area of Research Research Gap Identified 

WMTNK & Dilanthi 

(2019) 

Training and 

Development for 

Employee Retention 

Lack of studies on mandatory 

vs. optional training impact on 

retention. 

Kossivi et al. (2016) Relationship between 

Training & Retention 

Empirical evidence on 

training impact in apparel 

retail missing. 

Imma & Hassan 

(2015) 

Training and Career 

Growth 

No study on long-term career 

growth through training in 

apparel retail. 

Kumar (2016) Global Retail Competition 

and Training 

The effectiveness of training 

to combat competition 

remains unexplored. 

Kaur & Sharma (2017) Role of Training in 

Employee Retention 

Need for specific research on 

training implementation in 

apparel retail. 

Suryanarayana & 

Kumar (2018) 

Career Growth & Training Career pathways post-training 

need further research. 

Chandiok (2012) Employee Demographics 

& Training Impact 

Need for industry-focused 

empirical validation. 

Manikandan & 

Sivakumar (2017) 

Continuous Training & 

Job Security 

Lack of research on stress 

reduction due to training in 

apparel retail. 
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Sivarethinamohan et 

al. (2021) 

Training Customization 

for Job Roles 

The role of soft skills vs. hard 

skills training remains 

underexplored. 

Sawaneh & Kamara 

(2019) 

Training Satisfaction & 

Retention 

Lack of studies integrating 

dissatisfaction factors into 

training design. 

3.4 Performance-Based Rewards and Recognition and Employee Retention  

The study conducted by Wickramasinghe & Sajeevani (2018) asserted that employee 

rewards and recognition have a significant influence on employee retention and such 

through empirical study has been noted to have a variance of above 48% which 

establishes it as a key employee retention strategy and also strengthens the idea of 

analysing it with respect to organised apparel retail sector where a significant proportion 

of total compensation is dependent upon total sales made by employees or total sales 

by the shop. 

Mittar (2014) asserted in the study that rewards and recognition systems have been only 

noted to work in case such is done through what employees consider a fair appraisal 

method and does not involve any form of discrimination or other practices which can 

negatively influence both employee satisfaction and hence also negatively influence 

employee retention which needs to be carefully considered by management. Thus, 

transparency and fairness are crucial in this strategy. 

Rewards, as well as recognition which is provided by the company to employees, is 

also considered a significant strategy in a study conducted by Hussain & Rehman 

(2013) who asserted that such leads to employee retention as employees feel the 

company is positively recognising the dedicated efforts done by employees and is 

giving them monetary and non-monetary considerations which are more than the 

regular compensation and hence also acts as a strategy for better performance. Hence, 

the reward system promotes performance and retention. 
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An interesting aspect has also been provided in the study conducted by Sector (2019) 

who noted one of the major reasons behind company-lead employment termination 

decisions is a lack of effective performance for which rewards and recognition system 

is considered adequate to lead in ensuring the employees who perform better get better 

rewards and at the same time, allow identification of employees with better potential 

and continuously retain them as well since they get better rewards for better 

performance than other employees. 

 

Weerasinghe et al., (2012) analysed the influence of rewards on employee retention and 

noted that the influence of such rewards, if given in monetary terms, shall be considered 

based on the total percentage of such rewards with respect to salary and compensation 

which is being offered to employees. If total rewards even after significant work are 

only a small percentage of the basic salary, then such is not expected to influence 

employee retention levels for employees in the organised retail sector. 

 

The financial perspective for employee retention has been covered in a study conducted 

by Clayton (2018) who asserted that firms need to determine the potential losses they 

can face due to employee turnover and then ascertain whether giving rewards for better 

performance (take into account, revenue from better performance) can aid firms to 

achieve all three goals, improve job satisfaction rate, improve employee retention rates, 

and improve employee performance as well all of which can lead to improvement in 

firm performance and hence is a beneficial decision for the firm. 

 

Rahman et al., (2018) in the study has noted only a moderate influence of rewards and 

recognition on employee retention aspects in the readymade garment sector in 

Bangladesh. This study aspect needs to be evaluated from the context of the organised 

apparel retail sector in Mumbai which has some of the major brands present around the 

world and employee perception of different retention strategies may differ as well 

requiring comprehensive analysis in which rewards and recognition based on 

performance is also a crucial factor.  
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Danish & Usman (2010) asserted that rewards and recognition have a direct influence 

on the willingness of employees to continue working in the organisation as well as 

employee motivation. Such aspects have been then reviewed in order to establish that 

the organisation will not only want to retain employees but will also want them to be 

motivated enough to carry on their jobs in a more effective manner, both of which can 

be ensured through a performance-based reward strategy. 

 

Akafo & Boateng (2015) noted through empirical evaluation that no impact has been 

evident or adoption of rewards and recognition strategy on job satisfaction although the 

impact has been noted on employee retention rate. For such an aspect, it becomes 

evident to consider adopting this with multiple strategies for employee retention being 

done in the current study by considering five distinct strategies. 

 

The study conducted by Tirta & Enrika (2020) has asserted that the adoption of 

employee rewards and recognition based on performance done by employees in a given 

time frame does positively influence the satisfaction employee has from their jobs and 

hence also influences employee retention level in the organisation as well. Under such 

an aspect, while it cannot be completely ascertained of impact on job satisfaction, 

positive influence on employee retention has been established and hence will be 

evaluated in the context of the organised apparel retail sector.  

 

Table 3.03: Performance-Based Rewards and Recognition and Employee 

Retention 

Author(s) Area of Research Research Gap Identified 

Wickramasinghe & 

Sajeevani (2018) 

Performance-Based 

Rewards & Retention 

No empirical study validating 

reward systems in apparel 

retail. 

Mittar (2014) Fairness in Rewards & 

Retention 

The role of transparency in 

reward effectiveness is not 

studied. 
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Hussain & Rehman 

(2013) 

Recognition as a 

Retention Tool 

Industry-specific impact of 

non-monetary recognition is 

unexplored. 

Sector (2019) Rewards & Performance 

Management 

Link between rewards and 

long-term retention lacks 

empirical validation. 

Weerasinghe et al. 

(2012) 

Financial Rewards & 

Retention 

The percentage of reward 

impact on retention remains 

unclear. 

Clayton (2018) Cost Analysis of Rewards 

for Retention 

Need for ROI analysis of 

reward strategies in apparel 

retail. 

Rahman et al. (2018) Rewards & Retention in 

Garment Sector 

No study examining 

differences between apparel 

retail and garment sectors. 

Danish & Usman 

(2010) 

Motivation & Retention Need for sector-specific 

motivation studies. 

Akafo & Boateng 

(2015) 

Impact of Recognition on 

Job Satisfaction 

Recognition impact on 

retention needs further 

validation. 

Tirta & Enrika (2020) Time-Bound Rewards & 

Retention 

Long-term impact of reward 

programs remains 

unexplored. 

 

3.5 Cross Functional Job Rotation and Employee Retention  

Job rotation has been considered as a crucial tool which, as noted in a study conducted 

by Idris (2014), can influence employee retention by aiding firms to face the challenge 

of higher competition. Such practices have been based primarily on a flexible work 

ecosystem and can also aid companies to have a workforce which can adapt to different 

roles and hence aid companies to ensure they can face short-term challenges of skill 

shortage as well. Thus, engaging in cross-functional job rotation is a major strategy 

which can aid both in mitigating short-term challenges and employee retention as well. 
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Job rotation has been noted to lead to better work practices and conditions as noted in 

a study conducted by Khan et al., (2023). Here, it has been noted such tends to address 

collaboration and employee perspectives challenges, both of which have been further 

noted as aspects which can lead to higher levels of employee turnover and hence get 

addressed by cross-functional job rotation. This strategy, in addition to this, also aids in 

ensuring employees have a better idea of the entire ecosystem and how each job role 

contributes, leading to a sense of belonging as well which further improves retention 

rate. 

 

The potential improvement of employees due to engaging in job rotation has been 

analysed in the study which has been conducted by Pervin & Khan (2022) who further 

argued that such can help organisations identify candidates who have maximum 

potential and can aid firms to achieve organisational goals if they continue working in 

the same firm or are promoted to top positions. This aspect can help firms that want to 

engage in the adoption of employee retention strategies dedicated to specific employees 

and hence also aid firms in achieving both short-term and long-term objectives. 

 

Alam (2023) offered a unique perspective which needs to be analysed they suggested it 

is possible that employees get hired at low-level positions but have skills which suit 

higher-level jobs or at different departments and such employees are noted to have a 

higher probability of quitting the job if they get such jobs in other organisations. Cross-

functional job rotation in this aspect can aid in identifying actual job roles which will 

suit the employee and at the same time aid in employee retention by giving them such 

a role which provides dual benefits to the firm in the form of retention and better 

performance. 

 

An empirical model regarding influence of cross-functional job rotation on employee 

retention has been established in a study conducted by Suleman et al., (2022) also needs 

to be considered who noted the influence job rotation practices can have on both 

organisational commitment showcased by employees as well as the satisfaction they 

get from job of which have been noted to lead to employee retention along with better 

performance. Thus, it becomes evident that job rotation is a crucial exercise influencing 
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both employee performance and retention to be explored in the organised apparel retail 

sector.  

 

The study conducted by Kiruru & Mose (2023) have noted no impact of adoption of 

job rotation strategies on job satisfaction and hence no influence is also witnessed on 

employee retention. This study has been done primarily with respect to employees who 

engage in textile manufacturing and there is a lack of studies for the organised apparel 

retail sector. Thus, there is a need for studies which examine this from the viewpoint of 

the organised apparel retail sector. 

The study conducted by Gangwani et al., (2020) provided significant insights that no 

significant difference exists in the noted impact of either job rotation strategy or training 

and analysed such aspects with respect to textile industry workers in India. However, it 

should be noted that the role of workers is quite different from employees who work in 

the organised retail sector and hence needs to be further analysed to ascertain the impact 

in the organised apparel retail sector. 

 

Sudheer (2021) has also affirmed the role which can be played by job rotation in 

increasing employee satisfaction and contributing to employee retention and suggested 

such job rotation shall be done primarily among job positions at the same level which 

has been disputed idea as well with some suggesting such rotation to primarily happen 

with one position above as well in order to select employees with higher potential as 

well which will benefit the organisation and hence depends on each organisation. 

 

Paladin (2023) noted that job rotation is one of the major knowledge and skill-based 

retention strategies which can influence employee retention and turnover rates in an 

organisation. While analysing such aspects, it should be noted that this strategy depends 

upon different skills and hence needs to be evaluated in each industry, which in the 

current study, will be evaluated with respect to the organised apparel retail industry. 

 

A combined strategy of training as well as job rotation for employee retention has been 

suggested in a study conducted by Al Aina & Atan (2020) who noted that a combination 

of both these strategies is expected to lead to a higher level of employee satisfaction 
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and employee retention as well along with better employee performance as well. Such 

an aspect is also being considered in the current study for which both strategies of job 

rotation as well as training will be considered as individual strategies and the impact 

will be evaluated for the organised apparel retail industry.  

 

Table 3.04 Cross-Functional Job Rotation and Employee Retention 

Author(s) Area of Research Research Gap Identified 

Idris (2014) Job Rotation & Retention The impact of job rotation on 

skill development remains 

unexamined. 

Khan et al. (2023) Collaboration & Job 

Rotation 

No empirical validation of job 

rotation effectiveness in 

apparel retail. 

Pervin & Khan (2022) Job Rotation & Talent 

Identification 

Lack of research on job 

rotation as a leadership 

identification tool. 

Alam (2023) Skill-Job Fit through 

Rotation 

The role of job rotation in 

reducing skill mismatch is 

underexplored. 

Suleman et al. (2022) Organisational 

Commitment & Rotation 

No validation of commitment 

improvement via rotation in 

apparel retail. 

Kiruru & Mose (2023) Job Rotation in Textile 

Industry 

Apparel retail sector lacks job 

rotation studies. 

Gangwani et al. (2020) Job Rotation vs. Training The effectiveness of rotation 

over training is unexamined. 

Sudheer (2021) Horizontal vs. Vertical 

Rotation 

No consensus on the most 

effective type of rotation. 

Paladin (2023) Knowledge-Based 

Retention Strategies 

Apparel retail-specific job 

rotation benefits need 

validation. 
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Al Aina & Atan (2020) Training & Job Rotation Combined impact of both 

strategies on retention is 

unexplored. 

 

3.6 Flexible Working Hours Policy and Employee Retention  

According to Davidescu et al., (2020), the flexible working policy has been a historical 

aspect aimed at increasing job satisfaction among employees in the organised apparel 

retail sector but has got more focus in recent years. This has led to an increase in job 

satisfaction primarily after the pandemic and it has also been positively connected with 

improvement in the level of employee retention. It should be noted that this study 

supports the argument for introducing such a policy but also notes such should be done 

while considering both job roles and the level of demand which is a seasonal aspect 

considering the organised apparel retail sector. 

 

The study conducted by Shakeel & But (2015) shall also be considered in this context 

it noted that the major challenge which employees face leads to a higher rate of 

employee turnover is more working hours in the organisation than expected which leads 

to an increase in stress leading to burnout and hence increase in willingness among 

employees to quit the firm. Under such an aspect, it becomes necessary for firms to 

engage in flexible working hour policies as it will lead to not only a reduction in 

employee turnover but also a reduction in employee stress which benefits the firm 

 

Rombaut & Guerry (2020) noted an interesting perspective which is different from 

work done by prior scholars as it has been suggested introducing flexible working hours 

does not have a positive impact on retention if the average influence on all members is 

considered however it has asserted positive influence is noted on individual members. 

This aspect, hence makes it necessary to evaluate such aspect from the perspective of 

the entire organised apparel retail sector in order to determine how such policy shall be 

designed and how it shall be implemented 

 

The study conducted by Tan & Omar (2022) provided a unique insight that flexible 

working hours policy is not a traditional policy which leads to a higher level of 
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employee retention but rather developed as a strategy for improved employee retention 

and at the same time, address stress and other associated challenges which became 

prevalent during the pandemic. Irrelevant of the aspects that whether such a strategy 

emerged from a traditional HRM ecosystem or from addressing employee challenges, 

a clear and positive influence on employee retention has been established and hence 

such needs to be empirically evaluated for the organised apparel retail sector 

 

The study conducted by Zaighum et al., (2021) noted flexible working hours have been 

a significant demand for the workforce and hence needs to be considered by HRM 

managers. It should be noted that such a study was conducted primarily with reference 

to the textile industry and hence exists a crucial need to evaluate such aspects with 

reference to the organised apparel retail sector. In considering the employee retention 

aspect, the argument has been to consider those factors which can influence the level 

of satisfaction and needs the workforce has while engaging with the organisation.  

 

Bhsuan & Kar (2020) did an extensive analysis of workplace flexibility strategy and 

noted such can be noted in the form of flexibility in terms of working location, work 

hours, and flexibility in the job process. For the current study, which focused upon the 

organised apparel retail industry, the focus is given to flexibility in working hours as a 

location in which employees need to perform the job is fixed along with job roles an 

employee is expected to do especially in employee roles and in lower and middle-

management roles. Hence, only work hours flexibility is being considered. 

 

The study conducted by Haddad et al., (2023) clearly established that the adoption of a 

flexible working hours policy has had a significant impact on both employee 

engagement as well as dedication to work with the organisation, both of which have 

been noted to reduce the level of employee turnover and hence contribute to employee 

retention with the organisation. Hence, the impact of flexible working hours has been 

noted in several aspects which are beneficial for management and the company thus it 

is in favour of management to introduce flexible working hours in the organised apparel 

retail sector.  
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Based on insights available from analysis of study conducted by Wang & Heyes (2020), 

the adoption of a flexible working hours strategy has a significant impact on employees 

whose long-term contracts are about to end and hence management is going to negotiate 

with their new contracts. Thus, it should be noted that the organised apparel retail sector 

is trying to hire more workers to meet seasonal demands and hence such a policy can 

aid in the retention of the most talented employees for a longer timeframe. 

 

Dahiya & Nandal (2021) in their study has asserted that a flexible working hours policy 

can lead to a higher level of employee engagement which will lead to a higher level of 

employee retention in the organisation. In such an aspect, it shall be noted that adoption 

of a flexible working hours policy is often considered a major aspect which leads to 

several benefits to the firm in terms of improvement in employee productivity and 

employee performance, and at the same time, leads to employee retention. Thus, firms 

have significant advantages when adopting such policies. 

 

Adoption of flexible working hours has been connected to higher levels of rest hours 

which are available to employees making them more productive and efficient and at the 

same time, also ensuring they continue staying with the organisation as affirmed in the 

analysis of a study conducted by Quddoos et al., (2022). With the need for ensure better 

performance of employees and navigating competition, it can be inferred that this 

strategy can be crucial for firm performance and hence also employee retention rates.  

 

Table 3.05: Flexible Working Hours Policy and Employee Retention 

Author(s) Area of Research Research Gap Identified 

Davidescu et al. (2020) Flexible Work & 

Employee Retention 

Seasonal demand impact on 

work flexibility is not studied. 

Shakeel & But (2015) Work Hours & Burnout No sector-specific research on 

burnout due to inflexible 

schedules. 

Rombaut & Guerry 

(2020) 

Flexible Work & 

Individual Satisfaction 

Sector-wide impact of 

flexibility remains 

unexamined. 
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Tan & Omar (2022) Pandemic-Driven Work 

Flexibility 

Long-term viability of flexible 

hours post-pandemic is 

unclear. 

Zaighum et al. (2021) Flexibility Demand in 

Textile Industry 

Need for apparel retail-

specific flexibility studies. 

Bhsuan & Kar (2020) Workplace Flexibility 

Models 

Apparel retail requires 

flexibility framework 

development. 

Haddad et al. (2023) Employee Engagement & 

Flexibility 

Relationship between 

engagement and retention is 

not established. 

Wang & Heyes (2020) Contract Renewals & 

Flexibility 

Impact of flexibility on 

contract extension is 

unexplored. 

Dahiya & Nandal 

(2021) 

Flexible Working & 

Productivity 

Impact of flexible hours on 

engagement and performance 

needs further analysis. 

Quddoos et al. (2022) Rest Hours & Employee 

Retention 

Effect of work flexibility on 

productivity and retention 

remains unclear. 

3.7 Higher Education and Employee Retention 

Coetzee & Baker (2015) asserted that several organisations are adopting higher 

education facilities for employees, in which employees take care of expenses and other 

aspects which are associated with higher education of employees. Such aspects are 

considered to aid in career growth and development of skills within employees who 

will continue working with the organisation and hence act as a strategy for both career 

development as well as employee retention, hence providing future leadership talent for 

the organisation. 

Panda et al., (2022) asserted that firms can provide higher education opportunities and 

aspects to employees by providing two major aspects, namely monetary contribution in 
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the form of certain or complete fees and also providing study leave, with the aim that 

employees gain necessary skills under educational institutions and continue working 

with the organisation. Scholars have supported this aspect by suggesting firms may 

introduce certain contractual aspects for fixed work timeframe after completion of 

education to ensure it does not face loss. 

 

A unique insight is derived from analysis of study conducted by Sennikova et al., (2018) 

who asserted that providing higher educational services can be in the form of 

management or technical skills which are necessary for employees to engage better in 

their current job and at the same time, also engage better in future job roles they are 

expected to get after being promoted. In this manner, it can be noted that such aids the 

company to identify employees who have better potential and hence use educational 

services as a tool to retail talent. 

 

Providing higher educational opportunities is also considered by certain scholars like 

Pandey et al., (2015) as a tool to promote the concept of ethical leadership in an 

organisation which acts as a motivational tool for employees and at the same time 

makes employees willing to continue working in an organisation and thus lead to a 

reduction in turnover. If we consider ethical leadership principles, then contractual 

obligation becomes a negative aspect but however such is necessary to reduce losses 

hence a balanced approach is suggested to ensure employee retention.  

 

Nguyen (2020) asserted that providing higher educational opportunities either in the 

form of monetary support or scholarships or through the provision of leaves or through 

collaboration with different institutions, all of such aspects leads to a higher level of 

loyalty employees have towards the brand. Thus, it has also been noted that employees 

who are loyal towards the organisation show reduced turnover levels hence aiding the 

achievement of the objective of higher employee retention levels in the organisation as 

well. It should be noted that all aspects discussed above together form part of this 

strategy.  
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Higher education strategy however is negatively considered in the case of the apparel 

manufacturing industry by Kumar et al., (2021) who asserted that employees who may 

have higher educational qualifications or get such qualifications while working in the 

organisation may not want to continue and seek better jobs in other industries. This 

aspect needs to be crucially considered for the organised apparel retail sector where 

there is already a demand for a skilled workforce and also a need to develop skills and 

talent among employees. 

 

Lin & Huang (2021) in their study highlighted that providing access to higher education 

opportunities has also been closely connected to the development of a learning culture 

in organisations. These scholars asserted development of such a learning culture in 

organisations also leads to not only an increase in job satisfaction rate but also employee 

performance rate, both of which benefit the firm. Further, this study has connected 

learning culture with employee retention in which positive results are noted suggesting 

employees favour to continue to work in those firms in which they get the opportunity 

to continuously learn new concepts and skills which can aid them in their future lives 

as well, hence inclusion of higher education can be considered by management. 

 

Education is considered a tool for organisational growth and development as noted in a 

study conducted by Prashanth & Veena (2022) which leads to a higher level of 

employee retention.  In this context, it should be considered that higher education needs 

to be considered on the basis of both management education as well as technical 

education and such can be determined with respect to actual skills which are needed in 

the workplace and needs to be evaluated by management. 

 

Employee attrition has been one of the major issues which are faced by several 

industries as noted in a study conducted by Harini & Anandan (2023) who also asserted 

that such if can be addressed by using higher educational opportunities then such is a 

crucial element which can be adopted by the organisation in order to ensure a higher 

rate of employee retention.  
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Aman-Ullah et al., (2020) asserted that higher education opportunities need to be 

adopted only when employee retention rates are considered and it is noted that 

employees with higher potential rates are leaving firms due to higher educational 

opportunities or not as providing monetary help for promoting higher education is an 

extensive aspect and need to be carefully reviewed.  

 

Table 3.06: Higher Education and Employee Retention 

Author(s) Area of Research Research Gap Identified 

Coetzee & Baker 

(2015) 

Higher Education & 

Retention 

Need for industry-specific 

data on education-led 

retention. 

Panda et al. (2022) Employer-Sponsored 

Education 

The effectiveness of 

contractual obligations post-

education is unclear. 

Sennikova et al. (2018) Management vs. 

Technical Education 

Which type of education 

retains employees better 

remains unclear. 

Pandey et al. (2015) Ethical Leadership & 

Education 

Education's role in promoting 

ethical leadership is 

unexplored. 

Nguyen (2020) Scholarships & Employee 

Loyalty 

Empirical validation of 

scholarship-led retention is 

needed. 

Kumar et al. (2021) Higher Education & 

Attrition 

Risk of post-education 

attrition is not assessed. 

Lin & Huang (2021) Learning Culture & 

Retention 

The role of workplace 

learning culture in retention 

needs more study. 

Prashanth & Veena 

(2022) 

Organisational Growth via 

Education 

Impact of management vs. 

technical education on 

retention needs validation. 
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Harini & Anandan 

(2023) 

Employee Attrition & 

Higher Education 

Higher education's role in 

reducing attrition is not well-

researched. 

Aman-Ullah et al. 

(2020) 

Cost-Benefit Analysis of 

Higher Education Support 

Need for cost-effectiveness 

study on employer-sponsored 

education. 

 

3.8 Job Motivation as Moderator Influencing Effectiveness of Retention Strategies  

The impact of employee motivation on job satisfaction has been established through a 

logical framework in a study conducted by Tiwari (2021) who asserted that such is 

ensured as motivated employees tend to work in a more productive manner and at the 

same time, stay more loyal with the organisation which leads to a reduction in employee 

turnover hence providing dual benefit to the organisation. This study also connected 

both job satisfaction and job motivation for which both are being adopted as two crucial 

moderators in the current study which influence the relationship between different 

retention strategies and employee retention. 

 

The study by Hutomo & Nawangsari (2024) has also critically evaluated the need for 

employee motivation as it noted that employees being human beings always look for 

better opportunities in the workplace, better career opportunities, and better 

professional development chances, all of which have been covered under different 

strategies here which focus on improving employee retention. Hence, it can also be 

inferred that such strategies can influence the level of job motivation and hence lead to 

employee retention which will be empirically evaluated in the current study to better 

address the gaps. 

 

Deegahawature & Rajapaksha (2024) analysed and established training as a strategy 

which can improve the level of employee motivation in an organisation and is expected 

to increase the level of employee retention by reducing turnover and absenteeism of the 

workforce. The current study will attempt to broaden the study by considering five 

different strategies and at the same time, take into consideration employees in the 
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organised retail sector as prior studies have considered textile workers which does not 

cover such employees who engage in sales. 

 

The study by Husainah (2023) has also evaluated the influence of different strategies 

on employee motivation and how such leads to a reduction in employees' perception of 

quitting their jobs and shifting to other job positions or organisations. However, it 

should be noted that the current study is based on a non-probabilistic sampling method 

and hence has only established such inference for one organisation whereas such needs 

to be done by taking into account multiple stores under the organised apparel retail 

sector to universalise the results for the industry. 

 

Miao et al., (2020) asserted that different strategies for employee retention can lead to 

influence in either intrinsic or extrinsic motivation as well in which each aspect is noted 

to have a different impact on employee willingness to continue to stay with the 

organisation. This aspect has not been differentiated in the current study under the 

aspect that each factor can influence both sections owing to the impact of any strategy 

on future careers as well.  

 

The study by Paredes-Aguirre et al., (2022) has provided an interesting proposition in 

which job burnout has been considered as a mediating variable which can influence the 

relationship between job motivation and employee retention for the organisation. Based 

on such an aspect, the current study develops based on the condition that different 

retention strategies are being considered to reduce burnout and it is important to 

evaluate whether job satisfaction can moderate the relationship between five different 

strategies and the primary aim of increasing employee retention in the organised apparel 

retail sector in Mumbai. 

 

The study conducted by Çetin & Erbay (2022) established a reverse approach from 

other studies and evaluated how different strategies can contribute to a higher level of 

motivation (in this study as well, both intrinsic and extrinsic motivation is considered 

and impact on both is affirmed). Thus, the influence of strategies on job motivation on 

employee retention is developed but a gap exists in the form of evaluating different 
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strategies empirically and then evaluating moderating impact which will be done in the 

current study thus providing a comprehensive framework which combines all aspects.  

 

Employee motivation has often been evaluated as a mediator variable in the relationship 

between different aspects of employee retention aspect as evidenced by a study 

conducted by Lahbar et al., (2024) which leaves a crucial gap firstly in terms of 

demographical aspects of covering employees who work in organised apparel retail 

sector in India and secondly, lack of studies which focused upon analysing job 

motivation as a moderator variable which can open up new avenues of research and aid 

in strategy development. 

 

The study conducted by Azmy et al., (2023) combines Herzberg and Maslow's 

motivation theories and notes how much can lead to a higher level of employee 

engagement and a higher level of employee retention as well. It should be noted that 

both of these theories provide foundational context for considering job motivation as a 

moderator in the study and at the same time, such a variable has been adopted for 

analysis of relationship in the manufacturing sector whereas this study will use it in the 

context of organised apparel retail sector which further addresses research gap. 

 

The influence of job motivation on job retention has been asserted in the study 

conducted by Ganguli & Padhy (2023) who however has also suggested that such 

relationships are moderated by different demographic attributes including the industry 

in which the employee works. Considering the results of this study, it becomes evident 

that the moderating relationship which is primarily noted from the textile and retail 

sectors may not hold in the same direction and strength in the case of the organised 

apparel retail sector which will be evaluated in the current study as moderators.  

 

Table 3.07: Job Motivation as Moderator Influencing Effectiveness of 

Retention Strategies 

Author(s) Area of Research Research Gap Identified 

Tiwari (2021) Employee Motivation & 

Retention 

Industry-specific impact of 

job motivation remains 

unexplored. 
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Hutomo & Nawangsari 

(2024) 

Motivation & Career 

Growth 

Lack of empirical studies 

linking motivation to retention 

in apparel retail. 

Deegahawature & 

Rajapaksha (2024) 

Training & Job 

Motivation 

The impact of training on 

motivation in apparel retail 

lacks empirical evidence. 

Husainah (2023) Job Motivation & 

Turnover Intentions 

More studies needed across 

multiple apparel retail stores. 

Miao et al. (2020) Intrinsic vs. Extrinsic 

Motivation 

Differentiating the impact of 

motivation types on retention 

is unexamined. 

Paredes-Aguirre et al. 

(2022) 

Job Burnout as a Mediator The moderating role of job 

motivation in burnout 

reduction needs more study. 

Çetin & Erbay (2022) Retention Strategies & 

Motivation 

The effect of different 

retention strategies on 

intrinsic and extrinsic 

motivation needs further 

study. 

Lahbar et al. (2024) Moderators in Employee 

Retention 

Lack of research on job 

motivation as a moderator in 

retention. 

Azmy et al. (2023) Herzberg & Maslow’s 

Motivation Theories 

Empirical validation of 

motivation theories in apparel 

retail is required. 

Ganguli & Padhy 

(2023) 

Motivation & Industry-

Specific Impact 

The strength of motivation’s 

impact varies across 

industries, requiring sector-

specific research. 
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3.9 Job Satisfaction as Moderator Influencing Effectiveness of Retention 

Strategies 

A positive relationship has been noted between job satisfaction and employee retention 

in a study conducted by Saragih et al., (2022) who also observed that such a relationship 

holds under different leadership styles. Hence, it can be inferred that irrespective of any 

leadership style which is adopted, leaders need to ensure a higher level of job 

satisfaction which is noted to motivate them to work productively and continue working 

in the same organisation. The influence of job satisfaction has also been noted in the 

relationship between training programs and employee retention in this study. 

 

Sainju et al., (2021) noted the prevalence of job satisfaction as an attribute influencing 

employee retention can also be discovered and established in an actual setting if such 

is done through analysing employee entrance as well as exit surveys which are done in 

prominent organisations in order to evaluate what practices lead to employees quitting 

the organisation. Thus, job satisfaction as an actor has been noted to have a significant 

presence throughout the employee job cycle in the firm operations.  

 

The empirical study conducted by Tirta & Enrika (2020) shall also be covered which 

analysed the influence of job satisfaction as a mediator in the relationship between two 

different retention strategies, promoting work-life balance and rewards and recognition 

strategy on employee retention. Acceptance of such a hypothesis suggests the crucial 

role which is played by job satisfaction in the influence of any employee retention 

strategies on actual employee retention level in an organisation. Further, this study also 

leaves a crucial research gap in analysing job satisfaction as a moderator which needs 

to be analysed for better clarity which will be done in this study. 

 

Theoretical aspects of job satisfaction has been analysed in the study conducted by AL 

SHAHER & ZREIK (2022) who asserted that any employee retention measure or even 

strategies which are adapted for a positive organisational culture can be influential in 

reducing employee turnover or promoting a higher level of employee retention if 

employees feel more satisfied in the job while doing their job as a result of strategy 

implementation. Under this theoretical framework, job satisfaction has been considered 
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as a reduction in the level of stress associated with a job as a result of the 

implementation of different strategies.  

 

Nguyen et al., (2022) analysed different strategy influences on employee retention 

under the prominent theoretical framework of Maslow hierarchy of needs theory, in 

which it has been noted that if any strategy or job role leads to satisfaction of the needs 

under this structure, such automatically leads to increase in the level of job satisfaction 

which leads to an increase in willingness to stay in the organisation. A major logical 

inference which has been established here is that motivation theories for employee 

retention often have the initial aim of job satisfaction.  

 

Malik et al., (2020) noted an interesting and significant aspect of a study which needs 

to be reviewed under the context of job satisfaction and employee retention. Scholars 

have established here that employee retention is a long-term strategy and the aim of 

such strategies is to increase the level of job satisfaction which is noted to directly 

reduce the rate of employee turnover and hence improve the rate of retention. The 

inclusion of the time aspect also established a frame in which the impact of different 

strategies needs to be evaluated. 

 

A study on different strategies which promote a safe work environment and at the same 

time healthy working conditions has been done by Muhammad et al., (2020) who noted 

such strategies have been found to increase both employee commitment as well as 

satisfaction they derive from a job which can make them willing to stay in company. 

This study however noted that certain aspects may make employees quit their jobs even 

if they are satisfied with their current jobs, for which it becomes important to evaluate 

the influence of different employee retention strategies under the moderating role of job 

satisfaction. 

 

The motivation aspect (both intrinsic and extrinsic) has been analysed in a study 

conducted by Fernando & Sutha (2022) who noted when employees feel motivated, 

they tend to work with more productivity and at the same time, continue to work with 

the organisation. This study has connected to the aspect that different strategies which 
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create motivation to do a job also create job satisfaction hence not only establishing the 

need to evaluate satisfaction but also the need to consider both satisfaction and 

motivation as two moderators which can influence both strategies in the study.  

The influence of employee rewards as well as other incentive programs on job 

satisfaction has been covered in a study conducted by Muhiban & Nurohmat (2023), 

who noted a positive relationship however it should also be noted that this study does 

not take into account whether such lead to any change in employee retention rate or not. 

The current study has considered employee rewards and incentives under a 

performance-based reward system which will act as a logical expansion of this study 

by analysing direct impact as well as potential moderating relationship among 

variables. 

The mediating effect of job satisfaction has been noted in a study conducted by 

Hermawan & Riani (2023) who however had conducted the study on different aspects 

which lead to job insecurity and employee retention. It should be noted that such job 

insecurity has not been considered directly in the study; rather it considers various 

strategies which can promote employee retention and analyses moderating roles to 

understand whether such variables can reduce different challenges employees face in 

which job insecurity is also a major challenge which connects this study with our 

proposed framework.  

Table 3.08: Job Satisfaction as Moderator Influencing Effectiveness of 

Retention Strategies 

Author(s) Area of Research Research Gap Identified 

Saragih et al. (2022) Job Satisfaction & 

Retention 

Leadership impact on job 

satisfaction lacks apparel-

specific validation. 

Sainju et al. (2021) Employee Exit Surveys & 

Retention 

More industry-specific 

analysis of exit surveys is 

needed. 
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Tirta & Enrika (2020) Job Satisfaction as 

Mediator 

The moderating role of job 

satisfaction in retention 

remains unexplored. 

AL SHAHER & 

ZREIK (2022) 

Theoretical Perspective on 

Job Satisfaction 

More empirical validation 

required for stress reduction 

via job satisfaction. 

Nguyen et al. (2022) Maslow’s Hierarchy & 

Job Satisfaction 

The application of motivation 

theories in apparel retail is 

underexplored. 

Malik et al. (2020) Long-Term Impact of Job 

Satisfaction 

The time aspect of 

satisfaction’s effect on 

retention is unexamined. 

Muhammad et al. 

(2020) 

Safe Work Environment 

& Satisfaction 

More studies needed on 

workplace safety and job 

satisfaction in apparel retail. 

Fernando & Sutha 

(2022) 

Motivation & Job 

Satisfaction 

Empirical studies on how 

different motivators impact 

satisfaction are lacking. 

Muhiban & Nurohmat 

(2023) 

Rewards & Job 

Satisfaction 

Need for validation on 

whether rewards directly 

impact retention. 

Hermawan & Riani 

(2023) 

Job Insecurity & 

Satisfaction 

More studies required on how 

job satisfaction mitigates 

turnover risk. 

 

3.10 Research Gap  

Analysis of existing literature has revealed two critical research gaps concerning 

employee retention in the organised apparel retail sector. Firstly, there is a lack of 

studies examining how retention strategies, such as training and development, 

performance-based rewards and recognition, cross-functional job rotation, flexible 

working hours policies, and higher education initiatives, impact employee retention 

within this sector. While these strategies have shown significant influence on retention 
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in other sectors, including related fields like retail and textiles, their specific impact in 

the apparel retail sector remains underexplored, highlighting a significant gap in the 

literature.  

 

Secondly, negligible studies exist which have adopted survey methodology to examine 

the influence of strategies discussed above on employee retention in the organised 

apparel retail sector. In this context, it should be noted that the challenges faced by 

employees in the organised apparel retail sector have been quite different when 

compared to the organised retail sector or textile sector, hence it becomes important to 

conduct an empirical study which is solely focused on such employees.  

 

Moreover, moderators like job motivation and job satisfaction have been noted to 

significantly influence the impact of different employee retention strategies on 

retention, but empirical validation is necessary to guide management action in the 

sector. Hence, the primary and most crucial gap is empirical validation by collecting 

information from actual stakeholders (Employees in the organised apparel retail sector) 

which will be addressed by this current study by engaging in a survey-based 

methodology.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Chapter 4 

Research Methodology 



 
 

 

79 
 

Chapter 4: Research Methodology 

“4.1 Introduction 

Employee retention is a critical issue within the organised apparel retail sector, to 

enhance operational efficiency as well as overall organisational performance. Inspite of 

the criticality of the issue and the efforts taken by the organisations towards 

implementing effective retention strategies, there still seems to be a gap and lacking, in 

structured and formal approaches, in relation to their respective business environment.  

 

Besides, the research will seek how Job Motivation and Job Satisfaction act as 

moderating variables, and in understanding the relationship and interplay between these 

variables, which will be important in designing effective employee retention strategies. 

 

“The purpose of this study is to investigate the effectiveness of the five identified 

strategies employed by the organisations namely ~ training and development, 

performance-based reward and recognition, cross functional job rotation, flexible 

working hours policy and higher education, on the retention of the employees and help 

in improving employee retention within the organised apparel retail sector. ”  

 

The study evaluates the effectiveness of these strategies – namely Training and 

Development, Performance-Based Rewards, Cross-Functional Job Rotation, Flexible 

Working Hours, and Higher Education, using a scientific and data driven methodology, 

rather than just focusing on mere opinions.   

 

The research intends to utilise quantitative research strategies which includes surveys 

for data collection, which is measurable and observable in nature, and which can be 

subject to a robust statistical analysis. This relationship not only aids in the development 

of causal relationships, but it also assists in the consistency and applicability of the 

conclusions reached. In the end this chapter can be viewed as the starting point for 

formulating the practical recommendations that organisations may use to enhance or 

improve their employee retention policies. 
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“In this chapter the elements of the research process like research design, data collection 

methods, questionnaire design, sampling design and statistical tools have been 

discussed in detail.””” 
 

 

 

 

 

 

 

“4.2 “Research Design 

Research Design provides information about the statistical tools and techniques to be 

used in conducting the research. The research design used in this study includes both 

Exploratory research design and Descriptive Research Design. This section outlines the 

research design, strategy, and framework employed in the current study, which 

investigates the effectiveness of various strategies deployed by organisations for 

employee retention within the organised apparel retail sector. ””  

 

“4.3 “Exploratory Research Design 

Exploratory research design is used in problem identification, defining the research 

variables and formulating the hypothesis. The data collection methods used in 

Exploratory Research Design are Literature Review and Pilot Study. This design is 

particularly justified based on the research questions and objectives as it allows for a 

comprehensive exploration of the interrelationships among the independent variables 

and their impact on the dependent variable, employee retention. ””  

 

“4.4 Research Framework  

An important part of the quantitative research is the Conceptual Framework, as it not 

only provides insights into understanding the relationship between variables but also 

offers and focus, as noted by (Varpio et al., 2020; Ullah, 2021). The Conceptual 

framework also helps the researchers to properly articulate the assumptions, help in 

developing the hypotheses and finally align the methodologies (Brydges & Batt, 2023).  

The Conceptual framework improves the study’s objectivity and interpretative value by 

providing a theoretical foundation (Jesudass et al., 2024). Furthermore, it guarantees 

consistency when examining intricate matters such as employee retention (Chukwuere, 

2021)”. 
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4.5 Conceptual Framework 

Based on an extensive literature review which has been conducted in the prior chapter, 

the following conceptual model has been developed for pictorial representation of the 

relationship between different variables which are being explored. The current study 

will explore the influence of five different strategies, namely training and development, 

performance-based rewards and recognition, cross-functional job rotation, flexible 

working hours policy, and providing higher education opportunities as independent 

variables of which impact will be assessed on the dependent variable - employee 

retention, in the organisation. Additionally, the impact of two moderating variables will 

also be examined in the current study namely job motivation and job satisfaction.  

 

 

Figure 4.01: Conceptual Framework 
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“4.6 Development of Research Variables for the Current Study 

The dependent variable for this study is  

• Employee Retention 

The moderating variables for this study are as follows: 

• Job Motivation 

• Job Satisfaction 

The independent variables for this study are as follows: 

• Training and Development 

• Performance-Based Rewards and Recognition 

• Cross Functional Job Rotation 

• Flexible Working Hours Policy 

• Higher Education 

 

“Literature has been reviewed from various sources like journals, newspapers, 

magazines, websites which provided deep insights to the study of aspects related to 

Training and Development, Performance-Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, Higher Education, Job 

Motivation and Job Satisfaction to determine Employee Retention.”” 

 

4.7 “Objectives of the Study 

1. To investigate the need for systematic and formal retention strategy in organise

d apparel retail sector.  

2. To study the effectiveness of the Training and Development adopted by the 

organisation and identify whether it results in enhanced coordination among 

employees, leading to retention. 

3. To study if Performance-Based Rewards and Recognition influences employee 

retention.  

4. To study and analyse whether Cross Functional Job Rotation leads to employee 

retention. 

5. To study and analyse if the Flexible Working Hours Policy enhances the overall 

job satisfaction among employees in the organisation leading to employee 

retention. 
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6. To study the impact of Higher Education in retaining employees. 

7. To study the role of Job Motivation as a moderator in influencing the 

relationship between employee retention strategies and employee retention. 

8. To investigate the impact of Job Satisfaction as a moderator in influencing the 

relationship between employee retention strategies and employee retention. ” 

 

“4.8 “Formulation of Hypothesis 

The following statements have been formulated to determine the Employee Retention 

in the Organised Apparel Retail Sector: 

 

H10 - Training and Development does not have a significant impact on enhanced 

coordination between employees leading to retention. 

H1A - Training and Development has a significant impact on enhanced coordination 

between employees leading to retention. 

 

H20 - Performance-Based Rewards and Recognition does not have a positive influence 

on employee retention. 

H2A - Performance-Based Rewards and Recognition has a positive influence on 

employee retention. 

 

H30 - Cross Functional Job Rotation does not reduce the work monotony and does not 

have a positive relationship for retaining employees. 

H3A - Cross Functional Job Rotation reduces work monotony and has a positive 

relationship with retaining employees. 

 

H40 - Flexible Working Hours Policy does not enhance the overall job satisfaction 

among employees in the organisation and does not lead to employee retention.   

H4A - Flexible Working Hours Policy enhances the overall job satisfaction among 

employees in the organisation and leads to employee retention. 

 

H50 - Organisations encouraging employees to pursue Higher Education do not have a 

positive impact on retention. 
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H5A - Organisations encouraging employees to pursue Higher Education has a positive 

impact on retention.  

H60- Job Motivation does not moderate the influence of employee retention strategies 

(Training and Development, Performance Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, and Higher Education) on 

employee retention in the organised apparel retail sector.  

H6A - Job Motivation moderates the influence of employee retention strategies (Training 

and Development, Performance Based Rewards and Recognition, Cross Functional Job 

Rotation, Flexible Working Hours Policy, and Higher Education) on employee retention 

in the organised apparel retail sector. 

H70 - Job Satisfaction does not moderate the influence of employee retention strategies 

(Training and Development, Performance Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, and Higher Education) on 

employee retention in the organised apparel retail sector.  

H7A - Job Satisfaction moderates the influence of employee retention strategies 

(Training and Development, Performance Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, and Higher Education) on 

employee retention in the organised apparel retail sector”. 

“4.9 “Descriptive Research Design 

Descriptive research design is used to describe the characteristics/attributes for the 

respondents like [Working in the current organisation, Number of Training Programs 

attended, satisfied with the performance-based rewards and recognition program, 

Benefits from cross functional job rotation, Benefit of flexible working hours and 

Support for pursuing higher education] have been assessed.”  

“Through the descriptive research, the opinions of the respondents have been collected 

to analyse the effect of [Training and Development, Performance-Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, Higher 
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Education, Job Motivation and Job Satisfaction to determine Employee Retention] and 

have been highlighted.”  

 

“Cross sectional research design has been used as the type of descriptive research design 

since the research was conducted only once over a single point of time, regarding the 

Training and Development, Performance-Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, Higher Education, Job 

Motivation and Job Satisfaction to determine Employee Retention. ”  

 

“Statistical tools like the Simple percentage method, Spearman Rank Correlation, Chi-

Square test, Reliability Analysis, Multiple Regression, Factor Analysis and Structural 

Equation Modeling (SEM) have been used to derive conclusions for the study”. 

 

“4.10 Data Collection 

“Primary Data 

The primary data required for the research was collected using the survey method with 

a detailed self-administered questionnaire among the respondents to study the impact 

of [Training and Development, Performance-Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, Higher Education, Job 

Motivation and Job Satisfaction to determine Employee Retention]. ” 

Appropriate steps were taken, in terms of best practices, in developing the questionnaire 

by ensuring its reliability and validity, seeking inputs from experts and specialist in the 

field followed by pre-testing of the questions. 

 

The questionnaire thus contained questions intended to measure the independent 

variables: Training and Development, Performance-Based Rewards and Recognition, 

Cross-Functional Job Rotation, Flexible Working Hours Policy, and Higher Education.  

 

Semi-structured interviews were conducted in accordance with the methods used by 

Adeoye-Olatunde and Olenik (2021) and Mannan and Afni (2020). In all these cases, 

interviews were useful in reaching out to the participants’ experiences, views, 



 
 

 

86 
 

explanations, and motivations about the employee retention strategies in their 

organisations.”   

 

“Secondary Data” 

“Sources of secondary data for the study included the national and international journals, 

research articles, books, newspapers, research reports by reputed agencies and online 

data sources related to the Employee Retention in the Organised Apparel Retail Sector. 

In addition, online reports published by many popular newspapers and online news 

journals were also used for the study.”  

 

Journals and books, as noted by Panchenko and Samovilova (2020), offer to understand 

more on the specific topics, facilitating a deeper exploration of the independent 

variables, including Training and Development, Performance-Based Rewards and 

Recognition, Cross-Functional Job Rotation, Flexible Working Hours Policy, and 

Higher Education.  To further enhance the insights into market trends we referred to the 

industry and market analysis reports, which are time tested methods as observed by 

Areco et al. (2021) and Sarkar et al. (2020). Also referring to previous studies, helped 

to validate findings and ensure credibility.” 

 

 

 

 

 

 

 

 

 

 

 

“4.11 “Questionnaire Design 

The questionnaire has been designed by using both measurement and rating scales. The 

measurement scales include Nominal scale and Likert rating scale in this study. Likert 

rating scale has been used as a type of rating scale. Nominal scale has been used to 

understand the profile of the respondents like [Gender, Age, Educational Qualification 

and Designation] for the employees from Organised Apparel Retail Sector. ”  

 

Likert scales and MCQs, provided breadth and depth in getting proper insights and 

achieving the objectives of this study. Jebb et al. (2012) and South et al. (2020) observe 

that Likert scales provide an opportunity of measuring sometimes even very sensitive 

although quantitative attitudes or perceptions in establishing how such aspects as 

training and development or flexible working hours in this case are received by the 

employees of the organisation. According to Przymuszała et al. (2020) and Stringer et 

al. (2021), performance-based policies and job rotation strategies can also be evaluated 
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as they allow respondents to provide structured responses through Multiple-choice 

questions (MCQs).  

 

The risk or threat of misrepresentation in the organisation of data is reduced because 

there is a standardisation of responses. In their evaluation, Jebb et al. (2012) and South 

et al. (2020) illustrated how Likert scale questions are used as unique structure whereby 

the respondents are allowed to answer in broader terms allowing them to specifically 

address concerns such as employment retention and how it relates to higher education. 

Collectively, these formats facilitate the process of data collection and at the same time 

provide statistical measures to evaluate the effectiveness of the policies of the 

organisation which makes them suit the aims of the study.” 

 

“Statements Related to Likert Rating Scale   

“[1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree] 

• Training & Development 

My organisation provides on the job training. 

My organisation provides off the job training. 

My organisation provides both (on the job and off the job) training. ” 

I feel job instruction training has enhanced coordination among my 

peers/colleagues. 

I feel soft skill training has enhanced coordination among my peers/colleagues. 

I feel team building training has enhanced coordination among my 

peers/colleagues. 

I feel managerial training has enhanced coordination among my 

peers/colleagues. 

I feel mentoring/hand holding has enhanced coordination among my 

peers/colleagues. 

I feel job rotation has enhanced coordination among my peers/colleagues. 

I feel role plays have enhanced coordination among my peers/colleagues. 

I feel management games have enhanced coordination among my 

peers/colleagues. 



88 

I feel my confidence and communication skills have improved after attending 

the training(s). 

I feel my performance has improved after attending the training(s). 

I feel there has been lower absenteeism after attending the training(s). 

I feel there has been an increase in job stability after attending the training(s). 

I feel there has been stress reduction after attending the training(s). 

I feel there is an improvement in grievance handling after attending the 

training(s). 

I feel valued and engaged when provided with training opportunities. 

I believe that training positively influences my job satisfaction and willingness 

to continue working. 

I am more likely to stay with the organisation if my skills are continuously 

improving through regular training. 

I feel the training(s) have prepared me for future career growth within the 

organisation. 

• Performance Based Rewards and Recognition

My organisation provides poster recognition for better performance.

My organisation provides certificate of appreciation as a recognition for better

performance.

My organisation provides invitation to key corporate events as a recognition for

better performance.

My organisation provides gift cards/discount vouchers as a reward for better

performance.

My organisation provides cash reward for better performance.

My organisation provides salary increments/grade hikes as a reward for better

performance.

I am motivated to stay with the organisation when rewarded and recognised

based on my performance.

I feel more valued when my efforts are linked to rewards and recognition, which

positively influences my decision to stay in the organisation.
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I believe that the fair and transparent performance-based rewards and 

recognition contributes to employee retention. 

I feel that the performance-based rewards and recognition positively influences 

my choice to stay in the organisation. 

 

• Cross Functional Job Rotation 

I feel adoption of cross functional job rotation leads to better peer/colleagues 

relationship. 

I feel adoption of cross functional job rotation leads to increase in recognition. 

I feel adoption of cross functional job rotation leads to higher 

compensation/incentives. 

I feel adoption of cross functional job rotation leads to increase in job security. 

I feel exposure to different roles and responsibilities encourages me to stay with 

the organisation. 

I am more likely to remain with the organisation if I can explore different areas 

of the organisation. 

I feel that cross functional job rotation leads to increased engagement and 

excitement, encouraging me to stay with the organisation. 

I feel more committed to my organisation because it provides diverse career 

experiences through cross functional job rotation. 

I feel more committed to the organisation post cross functional job rotation, as 

it promotes knowledge sharing and collaboration across departments.  

 

• Flexible Working Hours Policy 

I feel that flexible working hours are beneficial because I face less traffic and 

reduced worries about safety during travel. 

I feel flexible working hours are beneficial because I can manage daily chores 

effectively. 

I feel flexible working hours are beneficial because I have time for family & 

friends. 

I feel flexible working hours are beneficial because I can pursue higher 

education. 
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I feel flexible working hours are beneficial because I can complete 

banking/government/ medical tasks. 

I value the freedom to adjust my work hours according to my personal needs 

and preferences, enhancing my willingness to stay. 

I think flexible work hours contribute to a better work-life balance, increasing 

my willingness to stay. 

I feel that flexibility in work hours positively enhances my willingness to stay. 

I feel flexible working hour policy demonstrates the organisation's commitment 

to my wellbeing, enhancing my willingness to stay. 

 

• Higher Education 

Tie up with educational institutes. 

Subsidised education loan facility. 

Time flexibility to attend lectures along with the job. 

Reimbursement of fees. 

Leaves for examinations. 

I feel more loyal and committed to the organisation because of the support 

provided for pursuing higher education. 

I am inspired to stay because of the organisation investing in for pursuing higher 

education. 

I will stay in the organisation that encourages me to pursue my higher education. 

I will continue to stay in the organisation that provides opportunities for 

pursuing higher education. 

I feel more loyal and committed to the organisation because of the support 

provided for pursuing higher education. 

 

• Employee Retention 

I think training and development leads to an increase in coordination between 

employees leading to retention. 

I want to continue working in the organisation if performance-based rewards 

and recognition are provided.  

I believe cross functional job rotation reduces the work monotony and 

encourages me to continue working. 
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I feel satisfied and will continue to work if my organisation adopts flexible 

working hours policy. 

I am willing to continue working if provided with an opportunity for pursuing 

higher education by the organisation. 

My decision to stay in the organisation is dependent on the implementation of 

the above facilities by the organisation. 

 

• Job Motivation 

I am motivated by the rewards and recognition which I receive, that enhances 

my commitment to stay with the organisation. 

I am driven to stay with the organisation because of the growth opportunities 

offered to me.  

I feel motivated by the positive workplace culture and values, which strengthens 

my desire to stay in the organisation.  

I feel motivated by the support given by the peers/colleagues which encourages 

me to stay in the organisation.  

I feel highly motivated in my current role, which positively influences my 

decision to stay with the organisation. 

 

• Job Satisfaction 

I feel satisfied since my job is aligned with my personal values and makes me 

stay with the organisation. 

I am satisfied with the level of recognition and appreciation I receive for my 

contributions at work.  

I believe my job provides me with opportunities for growth and advancement, 

enhancing my commitment to the organisation.  

I feel fulfilled and satisfied with the work I do, which makes me to stay with the 

organisation.  

I feel a sense of satisfaction, pride, and loyalty to the organisation due to its 

positive workplace culture influencing my decision to stay. ” 
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“4.12 “Pilot Testing of the Questionnaire 

In the present research, a set of statements of questionnaire was developed to analyse 

the influence of [Training and Development, Performance-Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, Higher 

Education, Job Motivation and Job Satisfaction to determine Employee Retention]. The 

pilot study was conducted from 100 respondents each through questionnaire to obtain 

their responses influencing the Employee Retention in the Organised Apparel Retail 

Sector. During the pilot study, reliability has been tested by using Cronbach Alpha(α) 

which was found to be > 0.8 for all the research variables included in the research.” 

      

Table 4.01: Results of the Pilot Study have been Summarised as follows: 

Variables Cronbach’s Alpha (α) 

Training and Development 0.872 

Performance-Based Rewards and Recognition  0.858 

Cross Functional Job Rotation  0.845 

Flexible Working Hours Policy  0.847 

Higher Education  0.824 

Job Motivation  0.842 

Job Satisfaction  0.851 

Employee Retention 0.839 

 

“After the pilot study, questionnaire has been designed and the reliability and validity 

for the statements related to the Influence of [Training and Development, Performance-

Based Rewards and Recognition, Cross Functional Job Rotation, Flexible Working 

Hours Policy, Higher Education, Job Motivation and Job Satisfaction to determine 

Employee Retention] have been evaluated for internal consistency and accuracy among 

the variables included in the research.” 

 

“4.13 Sampling Design 

“The components like Sample Universe, Sampling Unit, Sample, Sample Size and 

Sampling Method have been covered under Sampling Design. ” 
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• Sample Universe: It constitutes the employees working in organised apparel retail 

stores located in shopping malls and standalone stores, in Central, Western and 

Harbour line of Mumbai Metropolitan Region, to determine Employee Retention, 

with minimum 3 years of experience and educational qualifications as 12th passed. 

 

• “Sampling Unit: It is the basic unit consisting of all the elements of the sample 

universe. The sampling unit included the employees working in organised apparel 

retail stores located in shopping malls and standalone stores, in Central, Western and 

Harbour line of Mumbai Metropolitan Region, to determine Employee Retention.”  

 

• “Sample: It is the subgroup of the universe to be included in the study. The sample 

includes proportion of the employees working in organised apparel retail stores 

located in shopping malls and standalone stores, in Central, Western and Harbour 

line of Mumbai Metropolitan Region, to determine the influence of Training and 

Development, Performance-Based Rewards and Recognition, Cross Functional Job 

Rotation, Flexible Working Hours Policy, Higher Education, Job Motivation and Job 

Satisfaction on Employee Retention.”  

 

• “Sample Size: It specifies the number of samples chosen from a target population. 

The target population is the employees working in organised apparel retail stores 

located in shopping malls and standalone stores, in Central, Western and Harbour 

line of Mumbai Metropolitan Region, for Employee Retention. The employees 

belonging to Organised Apparel Retail Sector from Central, Western and Harbour of 

Mumbai Metropolitan Region were selected for Employee Retention, by using the 

Confidence Interval Method.”  

 

• Determination of Sample Size using Confidence Interval Method: 

  n = {(z s/e)2} 

     Source Cochran Formula (1977) 

  where n is the sample size 

    z is the selected critical value of desired confidence level = 1.96,  

    s is the sample standard deviation [s = maximum – minimum/6], the questionnaire is  
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    designed by using 1 to 5 scale, s value will be (5-1)/6 = 0.66 

  e = tolerable error = 0.05 = 5% 

  n = {(zs/e) 2} = (1.96 x 0.66 / 0.05) 2 = 669.36 = 669 (rounded) 

     Hence a minimum sample size of 669 employees need to be considered for this 

study. In order to improve the reliability of the results and reduce the margin of error, 

the sample size has been finalised as 1004. 

 

• Sampling Method: The sampling method used to select the sample of 1004 

employees working in organised apparel retail stores located in shopping malls and 

standalone stores, in Central, Western and Harbour line of Mumbai Metropolitan 

Region to determine the impact of Training and Development, Performance-Based 

Rewards and Recognition, Cross Functional Job Rotation, Flexible Working Hours 

Policy, Higher Education, Job Motivation and Job Satisfaction on Employee 

Retention by using Snowball Sampling and Convenience sampling method. Both are 

the types of non-probability sampling.   

          

“By using Snowball sampling or referral sampling, a sample of 1004 employees 

working in organised apparel retail stores located in shopping malls and standalone 

stores, in Central, Western and Harbour line of Mumbai Metropolitan Region, from 

the available references. After referral sampling, convenience sampling method has 

been used for selecting 1004 employees belonging to organised apparel retail sector. ” 

 

“By using convenience sampling method, the most accessible population was 

identified. Based on the willingness, availability and their readiness, the information 

was collected. The impact of Training and Development, Performance-Based Rewards 

and Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, 

Higher Education, Job Motivation and Job Satisfaction on Employee Retention from 

employees working in organised apparel retail stores located in shopping malls and 

standalone stores, in Central, Western and Harbour line of Mumbai Metropolitan 

Region, have been easily obtained through convenience sampling. ”  

 

“The information has been collected from those respondents who fulfill the criteria 

(minimum 3 years of experience in organised apparel sector and 12th Standard passed) 
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and are ready to share the information about the effect of Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, 

Flexible Working Hours Policy, Higher Education, Job Motivation and Job 

Satisfaction on Employee Retention. Convenience sampling minimises the non-

response errors.”” 

 

“4.14 Research Area 

The research area has been organised apparel retail stores located in shopping malls and 

standalone stores, in Central, Western and Harbour line of Mumbai Metropolitan 

Region, to derive the effect of the Training and Development, Performance-Based 

Rewards and Recognition, Cross Functional Job Rotation, Flexible Working Hours 

Policy, Higher Education, Job Motivation and Job Satisfaction on Employee Retention. ” 

 
“ 

 

4.15 “Statistical Tools Used 

The present research work is to test the effect of Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, Higher Education, Job Motivation and Job Satisfaction on 

Employee Retention. Both Descriptive Statistics & Inferential Statistics have been used 

for data analysis and interpretation.”   

 

“Type of Statistics Used 

• Descriptive Statistics and Inferential Statistics are used in Data Analysis. 

Descriptive Statistics are used to tabulate the data, calculating the frequencies and 

generating the summary tables in the form of pie chart. Inferential Statistics are used 

to draw conclusions about the samples.” 

 

• “Inferential Analysis 

Inferential analysis has been used to derive the logical conclusions of the samples. 

The following techniques has been used in the inferential analysis: Simple 

percentage method, Spearman Rank Correlation, Chi-Square test, Reliability 

Analysis, Multiple Regression, Factor Analysis and Structural Equation Modeling 

[SEM]”.” 

 



Chapter 5 

Data Analysis and 

Interpretation 
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Chapter 5: Data Analysis and Interpretation 

5.1 “Introduction  

Data analysis has been classified into Descriptive analysis & Inferential Analysis. The 

data has been analysed by using IBM SPSS Statistics 29. .” 

 

“Descriptive analysis 

For doing the descriptive analysis, the simple percentage method has been used to 

calculate the frequencies and has been represented by using Pie Chart ”.  

 

“Inferential analysis 

Inferential analysis has been used to derive the logical conclusions of the samples. The 

following techniques have been used in the inferential analysis. 

• Spearman Rank Correlation, Chi-Square test, Reliability Analysis, Multiple 

Regression, Factor Analysis and Structural Equation Modeling (SEM). ” 

 

5.2 “Descriptive Analysis for “Analytical Study on the Effectiveness of Strategies 

Adopted for Employee Retention in Organised Apparel Retail Sector”” 

 

Table 5.01: “Classification of Tenure in the Current Organisation 

Classification of Tenure in the Current Organisation”  

Frequenc

y Percent 

Less than 12 months 305 30.38 

Between 1–2 years 349 34.76 

More than 2 years 350 34.86 

Total 1004 100.0 
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Chart 5.01: Classification of Tenure in the Current Organisation 

“Inference 

Table 5.01 & Chart 5.01 shows that out of 1004 respondents, 305(30.38%) of the 

respondents have been working in the current organisation as Less than 12 months, 

349(34.76%) as Between 1–2 years and 350(34.86%) as More than 2 years. It shows 

the majority of the respondents have been working in the current organisation for More 

than 2 years.” 

Table 5.02: Classification of Number of Training Programs Attended Since 

Joining 

Classification of Number of Training Programs 

Attended Since Joining 

Frequenc

y Percent 

Less than 5 569 56.67 

6-10 232 23.11 

11-15 140 13.94 

More than 15 63 6.27 

Total 1004 100.0 
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Chart 5.02: Classification of Number of Training Programs Attended Since 

Joining 

 

“Inference: 

Table 5.02 & Chart 5.02 shows that out of 1004 respondents, 569(56.67%) of the 

respondents attended number of Training Programs since their joining as Less than 5, 

232(23.11%) as 6-10, 140(13.94%) as 11-15 and 63(6.27%) as More than 15. It shows 

the majority of the respondents attended number of Training Programs since their 

joining as Less than 5.” 

                                                                               

Table 5.03: Classification of Performance-Based Rewards and Recognition 

Program Offered in the Organisation 

Classification of Performance-Based Rewards 

and Recognition Program Offered in the 

Organisation Frequency Percent 

No 35 3.49 

Yes 969 96.51 

Total 1004 100.0 
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Chart 5.03: Classification of Performance-Based Rewards and Recognition 

Program Offered in the Organisation 

“Inference: 

Table 5.03 & Chart 5.03 shows that out of 1004 respondents, 35(3.49%) of the 

respondents opinion about their organisation have a performance-based rewards and 

recognition program as No and 969(96.51%) as Yes. It shows the majority of the 

respondents opinion about their organisation have a performance-based rewards and 

recognition program as Yes.” 

Table 5.04: Classification of Satisfied with the Performance-Based Rewards and 

Recognition Program 

Classification of Satisfied with the Performance-Based 

Rewards and Recognition Program Frequency Percent 

No 520 51.79 

Yes 484 48.21 

Total 1004 100.0 
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Chart 5.04: Classification of Satisfied with the Performance-Based Rewards and 

Recognition Program 

“Inference:  

Table 5.04 & Chart 5.04 shows that out of 1004 respondents, 520(51.79%) of the 

respondents opinion about satisfied with the performance-based rewards and 

recognition program as No and 484(48.21%) as Yes. It shows the majority of the 

respondents opinion about satisfied with the performance-based rewards and 

recognition program as No.” 

Table 5.05: Classification of Undertaken Cross Functional Job Rotation in the 

Current/Past Organisation 

Classification of Undertaken Cross Functional 

Job Rotation in the Current/Past Organisation Frequency Percent 

No 58 5.78 

Yes 946 94.22 

Total 1004 100.0 
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Chart 5.05: Classification of Undertaken Cross Functional Job Rotation in the 

Current/Past Organisation 

 

“Inference:  

Table 5.05 & Chart 5.05 shows that out of 1004 respondents, 58(5.78%) of the 

respondents opinion about undertaken cross functional job rotation in the current/past 

organisation as No and 946(94.22%) as Yes. It shows the majority of the respondents 

opinion about undertaken cross functional job rotation in the current/past organisation 

as Yes.” 

 

Table 5.06: Classification of Benefits from Cross Functional Job Rotation in 

Current/Past Role 

Classification of Benefits from Cross Functional Job 

Rotation in Current/Past Role 
 

Frequenc

y Percent 

No 515 51.29 

Yes 433 43.13 

Not Sure 56 5.58 

Total 1004 100.0 
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Chart 5.06: Classification of Benefits from Cross Functional Job Rotation in 

Current/Past Role 

 

“Inference:   

Table 5.06 & Chart 5.06 shows that out of 1004 respondents, 515(51.29%) of the 

respondents opinion about benefits from cross functional job rotation in your 

current/past role as No, 433(43.13%) as Yes and Not Sure as 56(5.58%). It shows the 

majority of the respondents opinion about opinion about benefits from cross functional 

job rotation in your current/past role as No.” 

 

Table 5.07: Classification of Organisation Provides Flexible Working Hour 

Policy 

Classification of Organisation Provides Flexible 

Working Hour Policy Frequency Percent 

No 493 49.10 

Yes 511 50.90 

Total 1004 100.0 
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Chart 5.07: Classification of Organisation Provides Flexible Working Hour Policy 

 

 
 

 

 

 

 

 

 

“Inference:   

Table 5.07 & Chart 5.07 shows that out of 1004 respondents, 493(49.10%) of the 

respondents opinion about organisation provide them with a flexible working hour 

policy as No and 511(50.90%) as Yes. It shows the majority of the respondents opinion 

about organisation provide them with a flexible working hour policy as Yes. ” 

 

Table 5.08: Classification of Availing the Benefit of Flexible Working Hours 

Classification of Availing the Benefit of 

Flexible Working Hours Frequency Percent 

During Weekdays 628 62.55 

During Weekends 131 13.05 

Both 140 13.94 

Not Applicable 105 10.46 

Total 1004 100.0 
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Chart 5.08: Classification of Availing the Benefit of Flexible Working Hours 

 

“Inference:   

Table 5.08 & Chart 5.08 shows that out of 1004 respondents, 628(62.55%) of the 

respondents opinion about avail the benefit of flexible working hours as During 

Weekdays, 131(13.05%) as During Weekends, 140(13.94%) as Both and 105(10.46%) 

as Not Applicable. It shows the majority of the respondents opinion about opinion about 

avail the benefit of flexible working hours as During Weekdays.” 

 

Table 5.09: Classification of Organisation Encourage or Provide Support for 

Pursuing Higher Education 

 

Classification of Organisation Encourage or 

Provide Support for Pursuing Higher Education 
 

Frequency Percent 

No 534 53.19 

Yes 470 46.81 

Total 1004 100.0 
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Chart 5.09: Classification of Organisation Encourage or Provide Support for 

Pursuing Higher Education 

“Inference:  

Table 5.09 & Chart 5.09 shows that out of 1004 respondents, 534(53.19%) of the 

respondents opinion about organisation encourage or provide support for pursuing 

higher education as No and 470(46.81%) as Yes. It shows the majority of the 

respondents opinion about organisation encourage or provide support for pursuing 

higher education as No.” 

Table 5.10: Classification of Pursuing Higher Education Helps Grow in the 

Current Work Profile 

Classification of Pursuing Higher Education 

Helps Grow in the Current Work Profile Frequency Percent 

No 311 30.98 

Yes 301 29.98 

Not Sure 392 39.04 

Total 1004 100.0 
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Chart 5.10: Classification of Pursuing Higher Education Helps Grow in the 

Current Work Profile 

 

“Inference:   

Table 5.10 & Chart 5.10 shows that out of 1004 respondents, 311(30.98%) of the 

respondents opinion about pursuing higher education helps you grow in the current 

work profile as No, 301(29.98%) as Yes and as 392(39.04%) as Not Sure. It shows the 

majority of the respondents opinion about opinion about pursuing higher education 

helps you grow in the current work profile as Not Sure.”           

   

Table 5.11: “Weighted Average Mean for Training & Development 

SD = Strongly Disagree  D = Disagree 

N = Neutral   A = Agree 

SA = Strongly Agree  WAM  =  Weighted Average Mean”  

 

“Sr. 

No. 

Factors Influential SD D N A SA WAM” 

1. My organisation provides on the 

job training. 

148 155 200 313 188  

 

3.24   14.7 15.4 19.9 31.2 18.7 

2. My organisation provides off the 

job training. 

141 102 124 439 198  

3.45 
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  14 10.2 12.4 43.7 19.7 

3. My organisation provides both (on 

the job and off the job) training. 

96 127 134 374 273 
 

3.6  
 9.6 12.6 13.3 37.3 27.2 

4. I feel job instruction training has 

enhanced coordination among my 

peers/colleagues. 

95 203 169 311 226 

 

3.37 
 

 9.5 20.2 16.8 31 22.5 

5. I feel soft skill training has 

enhanced coordination among my 

peers/colleagues. 

147 141 145 260 311 

3.45 

  14.6 14 14.4 25.9 31 

6. I feel team building training has 

enhanced coordination among my 

peers/colleagues. 

115 81 154 319 335  

3.68 

  11.5 8.1 15.3 31.8 33.4 

7. I feel managerial training has 

enhanced coordination among my 

peers/colleagues. 

49 98 190 304 363  

3.83 

 
 4.9 9.8 18.9 30.3 36.2 

8. I feel mentoring/hand holding has 

enhanced coordination among my 

peers/colleagues. 

120 105 150 285 344  

3.63 

 
 12 10.5 14.9 28.4 34.3 

9. I feel job rotation has enhanced 

coordination among my 

peers/colleagues. 

70 101 118 282 433  

3.9 

 
 7 10.1 11.8 28.1 43.1 

10. I feel role plays have enhanced 

coordination among my 

peers/colleagues. 

60 85 50 629 180  

3.78 

 
 6 8.5 5 62.6 17.9 
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11. I feel management games have 

enhanced coordination among my 

peers/colleagues. 

68 102 51 409 374 

3.92 

6.8 10.2 5.1 40.7 37.3 

12. I feel my confidence and 

communication skills have 

improved after attending the 

training(s). 

94 125 154 306 325 

3.64 

9.4 12.5 15.3 30.5 32.4 

13. I feel my performance has 

improved after attending the 

training(s). 

95 138 95 391 285 

3.63 

9.5 13.7 9.5 38.9 28.4 

14. I feel there has been lower 

absenteeism after attending the 

training(s). 

87 166 95 325 331 

3.64 

8.7 16.5 9.5 32.4 33 

15. I feel there has been an increase in 

job stability after attending the 

training(s). 

96 50 159 349 350 

3.8 

9.6 5 15.8 34.8 34.9 

16. I feel there has been stress 

reduction after attending the 

training(s). 

89 65 88 534 228 3.74 

8.9 6.5 8.8 53.2 22.7 

17 I feel there is an improvement in 

grievance handling after attending 

the training(s). 

133 158 207 243 263 3.34 

13.2 15.7 20.6 24.2 26.2 

18 I feel valued and engaged when 

provided with training 

opportunities. 

165 100 115 355 269 3.46 
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  16.4 10 11.5 35.4 26.8  

19 I believe that training positively 

influences my job satisfaction and 

willingness to continue working. 

138 197 115 339 215 3.29 

  13.7 19.6 11.5 33.8 21.4  

20 I am more likely to stay with the 

organisation if my skills are 

continuously improving through 

regular training. 

170 120 95 420 199 3.36 

  16.9 12 9.5 41.8 19.8  

21 I feel the training(s) have prepared 

me for future career growth within 

the organisation. 

115 99 105 389 296 3.65 

  11.5 9.9 10.5 38.7 29.5  

 

“Inference:   

The highest weighted average mean has been observed for I feel management games 

have enhanced coordination among my peers/colleagues as 3.92, I feel job rotation has 

enhanced coordination among my peers/colleagues as 3.9 and I feel managerial training 

has enhanced coordination among my peers/colleagues as 3.83. ” 

 

“From the above weighted average mean, Training & Development can be summarised 

as I feel management games have enhanced coordination among my peers/colleagues, 

feel job rotation has enhanced coordination among my peers/colleagues and I feel 

managerial training has enhanced coordination among my peers/colleagues. ” 

 

Table 5.12: “Weighted Average Mean for Performance Based Rewards and 

Recognition 

SD = Strongly Disagree  D = Disagree 

N = Neutral   A = Agree 

SA = Strongly Agree  WAM  =  Weighted Average Mean”  
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Sr. 

No. 

Factors Influential SD D N A SA WAM” 

1. My organisation provides poster 

recognition for better performance. 

118 75 115 353 343  

 

3.73   11.8 7.5 11.5 35.2 34.2 

2. My organisation provides 

certificate of appreciation as a 

recognition for better performance. 

64 118 99 379 344 

 

3.82 

  6.4 11.8 9.9 37.7 34.3 

3. My organisation provides 

invitation to key corporate events 

as a recognition for better 

performance. 

136 87 79 299 403 

 

3.74 

 
 13.5 8.7 7.9 29.8 40.1 

4. My organisation provides gift 

cards/discount vouchers as a 

reward for better performance. 

83 134 162 388 237 

 

3.56 
 

 8.3 13.3 16.1 38.6 23.6 

5. My organisation provides cash 

reward for better performance. 

159 118 140 352 235 

3.38 

  15.8 11.8 13.9 35.1 23.4 

6. My organisation provides salary 

increments/grade hikes as a reward 

for better performance. 

63 85 75 338 443  

4.01 

  6.3 8.5 7.5 33.7 44.1 

7. I am motivated to stay with the 

organisation when rewarded and 

recognised based on my 

performance. 

83 90 145 353 333  

3.76 

 
 8.3 9 14.4 35.2 33.2 

8. I feel more valued when my efforts 

are linked to rewards and 

161 117 129 219 378  

3.53 
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recognition, which positively 

influences my decision to stay in 

the organisation. 

16 11.7 12.8 21.8 37.6 

9. I believe that the fair and 

transparent performance-based 

rewards and recognition 

contributes to employee retention. 

146 152 114 249 343 

3.49 

14.5 15.1 11.4 24.8 34.2 

10. I feel that the performance-based 

rewards and recognition positively 

influences my choice to stay in the 

organisation. 

130 140 160 210 364 

3.54 

12.9 13.9 15.9 20.9 36.3 

“Inference:  

The highest weighted average mean has been observed for My organisation provides 

salary increments/grade hikes as a reward for better performance as 4.01, My 

organisation provides certificate of appreciation as a recognition for better performance 

as 3.82 and I am motivated to stay with the organisation when rewarded and recognised 

based on my performance as 3.76. 

From the above weighted average mean, Performance Based Rewards and Recognition 

can be summarised as My organisation provides salary increments/grade hikes as a 

reward for better performance, My organisation provides certificate of appreciation as 

a recognition for better performance and I am motivated to stay with the organisation 

when rewarded and recognised based on my performance.” 

Table 5.13: “Weighted Average Mean for Cross Functional Job Rotation 

SD = Strongly Disagree D = Disagree 

N = Neutral A = Agree 

SA = Strongly Agree WAM  = Weighted Average Mean”  
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“Sr. 

No. 

Factors Influential SD D N A SA WAM” 

1. I feel adoption of cross functional 

job rotation leads to better 

peer/colleagues relationship. 

146 107 119 289 343  

 

3.57 

  14.5 10.7 11.9 28.8 34.2 

2. I feel adoption of cross functional 

job rotation leads to increase in 

recognition. 

131 127 84 334 328 

 

3.60 

  13 12.6 8.4 33.3 32.7 

3. I feel adoption of cross functional 

job rotation leads to higher 

compensation/incentives. 

105 140 125 335 299 

 

3.58 
 

 10.5 13.9 12.5 33.4 29.8 

4. I feel adoption of cross functional 

job rotation leads to increase in job 

security. 

89 118 130 322 345 

 

3.71 
 

 8.9 11.8 12.9 32.1 34.4 

5. I feel exposure to different roles 

and responsibilities encourages me 

to stay with the organisation. 

73 105 120 333 373 

3.82 

  7.3 10.5 12 33.2 37.2 

6. I am more likely to remain with the 

organisation if I can explore 

different areas of the organisation. 

95 110 145 405 249  

3.60 

  9.5 11 14.4 40.3 24.8 

7. I feel that cross functional job 

rotation leads to increased 

engagement and excitement, 

encouraging me to stay with the 

organisation. 

127 66 64 394 353  

3.78 

 
 12.6 6.6 6.4 39.2 35.2 
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8. I feel more committed to my 

organisation because it provides 

diverse career experiences through 

cross functional job rotation. 

100 90 55 364 395  

3.86 

 
 10 9 5.5 36.3 39.3 

9. I feel more committed to the 

organisation post cross functional 

job rotation, as it promotes 

knowledge sharing and 

collaboration across departments. 

145 100 130 350 279  

3.52 

 
 14.4 10 12.9 34.9 27.8 

 

“Inference:   

The highest weighted average mean has been observed for I feel more committed to my 

organisation because it provides diverse career experiences through cross functional job 

rotation as 3.86, I feel exposure to different roles and responsibilities encourages me to 

stay with the organisation as 3.82 and I feel that cross functional job rotation leads to 

increased engagement and excitement, encouraging me to stay with the organisation as 

3.78.” 

 

“From the above weighted average mean, Cross Functional Job Rotation can be 

summarised as I feel more committed to my organisation because it provides diverse 

career experiences through cross functional job rotation, I feel exposure to different 

roles and responsibilities encourages me to stay with the organisation and I feel that 

cross functional job rotation leads to increased engagement and excitement, 

encouraging me to stay with the organisation. ” 

 

Table 5.14: “Weighted Average Mean for Flexible Working Hours Policy 

SD = Strongly Disagree  D = Disagree 

N = Neutral   A = Agree 

SA = Strongly Agree  WAM  =  Weighted Average Mean”  
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“Sr. 

No. 

Factors Influential SD D N A SA WAM” 

1. I feel that flexible working hours 

are beneficial because I face less 

traffic and reduced worries about 

safety during travel. 

75 126 149 399 255  

3.63 

  7.5 12.5 14.8 39.7 25.4 

2. I feel flexible working hours are 

beneficial because I can manage 

daily chores effectively. 

154 192 90 320 248 

 

3.31 

 I 15.3 19.1 9 31.9 24.7 

3. I feel flexible working hours are 

beneficial because I have time for 

family & friends. 

124 50 135 225 470 

 

3.86 
 

 12.4 5 13.4 22.4 46.8 

4. I feel flexible working hours are 

beneficial because I can pursue 

higher education. 

164 83 149 335 273 

 

3.47 
 

 16.3 8.3 14.8 33.4 27.2 

5. I feel flexible working hours are 

beneficial because I can complete 

banking/government/ medical 

tasks. 

99 199 211 302 193 

3.29 

  9.9 19.8 21 30.1 19.2 

6. I value the freedom to adjust my 

work hours according to my 

personal needs and preferences, 

enhancing my willingness to stay. 

100 181 184 299 240  

 

3.40 

  10 18 18.3 29.8 23.9 

7. I think flexible work hours 

contribute to a better work-life 

100 181 184 299 240  
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balance, increasing my willingness 

to stay. 

3.40 

 
 10 18 18.3 29.8 23.9 

8. I feel that flexibility in work hours 

positively enhances my 

willingness to stay. 

149 60 50 455 290  

3.67 

 
 14.8 6 5 45.3 28.9 

9. I feel flexible working hour policy 

demonstrates the organisation's 

commitment to my wellbeing, 

enhancing my willingness to stay. 

124 103 114 215 448  

3.76 

 
 12.4 10.3 11.4 21.4 44.6 

 

“Inference:   

The highest weighted average mean has been observed for I feel flexible working hours 

are beneficial because I have time for family & friends as 3.86, I feel flexible working 

hour policy demonstrates the organisation's commitment to my wellbeing, enhancing 

my willingness to stay as 3.76 and I feel that flexibility in work hours positively 

enhances my willingness to stay as 3.67.” 

 

“From the above weighted average mean, Flexible working hours policy can be 

summarised as I feel flexible working hours are beneficial because I have time for 

family & friends, I feel flexible working hour policy demonstrates the organisation's 

commitment to my wellbeing, enhancing my willingness to stay and I feel that 

flexibility in work hours positively enhances my willingness to stay.” 

 

Table 5.15: “Weighted Average Mean for Higher Education 

SD = Strongly Disagree  D = Disagree 

N = Neutral   A = Agree 

SA = Strongly Agree  WAM  =  Weighted Average Mean”  
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“Sr. 

No. 

Factors Influential SD D N A SA WAM” 

1. Tie up with educational institutes. 100 86 149 299 370  

3.75 

 

  10 8.6 14.8 29.8 36.9 

2. Subsidised education loan facility. 190 190 90 235 299 
3.26 

  18.9 18.9 9 23.4 29.8 

3. Time flexibility to attend lectures 

along with the job. 

129 50 130 200 495 

3.88 
 

 12.8 5 12.9 19.9 49.3 

4. Reimbursement of fees. 99 118 120 304 363  

3.71 
 

 9.9 11.8 12 30.3 36.2 

5. Leaves for examinations. 109 85 144 288 378 
3.74 

  10.9 8.5 14.3 28.7 37.6 

6. I feel more loyal and committed to 

the organisation because of the 

support provided for pursuing 

higher education. 

154 75 120 250 405  

3.67 

  15.3 7.5 12 24.9 40.3 

7. I am inspired to stay because of the 

organisation investing in for 

pursuing higher education. 

74 58 109 205 558  

4.11 

 
 7.4 5.8 10.9 20.4 55.6 

8. I will stay in the organisation that 

encourages me to pursue my 

higher education. I will continue to 

stay in the organisation that 

provides opportunities for 

pursuing higher education. 

125 115 160 359 245  

3.48 

 
 12.5 11.5 15.9 35.8 24.4 

9. I feel more loyal and committed to 

the organisation because of the 

70 151 159 199 425  

3.75 
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support provided for pursuing 

higher education. 
 

 7 15 15.8 19.8 42.3 

 

“Inference:   

The highest weighted average mean have been observed for I am inspired to stay 

because of the organisation investing in for pursuing higher education as 4.11, Time 

flexibility to attend lectures along with the job as 3.88, Tie up with educational institutes 

as 3.75 and I feel more loyal and committed to the organisation because of the support 

provided for pursuing higher education as 3.75.” 

 

“From the above weighted average mean, Higher education can be summarised as I am 

inspired to stay because of the organisation investing in for pursuing higher education, 

Time flexibility to attend lectures along with the job, Tie up with educational institutes 

and I feel more loyal and committed to the organisation because of the support provided 

for pursuing higher education.” 

 

Table 5.16: “Weighted Average Mean for Employee Retention 

SD = Strongly Disagree  D = Disagree 

N = Neutral   A = Agree 

SA = Strongly Agree  WAM  =  Weighted Average Mean”  

 

 

 

Sr. 

No. 

Factors Influential “SD” “D” N A SA WAM 

1. I think training and development 

leads to an increase in coordination 

between employees leading to 

retention. 

100 201 99 299 305  

 

3.51 

  10 20 9.9 29.8 30.4 

2. I want to continue working in the 

organisation if performance-based 

rewards and recognition are 

provided. 

124 112 90 470 208 

 

3.52 
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  12.4 11.2 9 46.8 20.7 

3. I believe cross functional job 

rotation reduces the work 

monotony and encourages me to 

continue working. 

119 85 160 365 275 

 

3.59 

 
 11.9 8.5 15.9 36.4 27.4 

4. I feel satisfied and will continue to 

work if my organisation adopts 

flexible working hours policy. 

94 183 194 180 353 

 

3.51 
 

 9.4 18.2 19.3 17.9 35.2 

5. I am willing to continue working if 

provided with an opportunity for 

pursuing higher education by the 

organisation. 

94 174 161 322 253 

3.46 

  9.4 17.3 16 32.1 25.2 

6. My decision to stay in the 

organisation is dependent on the 

implementation of the above 

facilities by the organisation. 

95 134 169 279 327  

3.61 

  9.5 13.3 16.8 27.8 32.6 
“ 

 

 

 

Inference:   

The highest weighted average mean have been observed for My decision to stay in the 

organisation is dependent on the implementation of the above facilities by the 

organisation as 3.61, I believe cross functional job rotation reduces the work monotony 

and encourages me to continue working as 3.59 and I want to continue working in the 

organisation if performance-based rewards and recognition are provided as 3.52. ” 

 

“From the above weighted average mean, Employee Retention can be summarised as 

My decision to stay in the organisation is dependent on the implementation of the above 

facilities by the organisation, I believe cross functional job rotation reduces the work 
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monotony and encourages me to continue working and I want to continue working in 

the organisation if performance-based rewards and recognition are provided. ” 

Table 5.17: “Weighted Average Mean for Job Motivation 

SD = Strongly Disagree  D = Disagree 

N = Neutral   A = Agree 

SA = Strongly Agree  WAM  =  Weighted Average Mean”  

 

 

 

Sr. 

No. 

Factors Influential “SD” “D” N A SA WAM 

1. I am motivated by the rewards and 

recognition which I receive, that 

enhances my commitment to stay 

with the organisation. 

138 148 145 216 357  

 

3.50 

  13.7 14.7 14.4 21.5 35.6 

2. I am driven to stay with the 

organisation because of the growth 

opportunities offered to me. 

64 88 65 284 503 

 

4.07 

  6.4 8.8 6.5 28.3 50.1 

3. I feel motivated by the positive 

workplace culture and values, 

which strengthens my desire to 

stay in the organisation. 

127 106 69 254 448 

 

3.79 

 
 12.6 10.6 6.9 25.3 44.6 

4. I feel motivated by the support 

given by the peers/colleagues 

which encourages me to stay in the 

organisation. 

198 99 93 228 386 

 

3.50 

 
 19.7 9.9 9.3 22.7 38.4 

5. I feel highly motivated in my 

current role, which positively 

influences my decision to stay with 

the organisation. 

160 130 155 240 319 

3.43 

  15.9 12.9 15.4 23.9 31.8 
“ 
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Inference:   

The highest weighted average mean have been observed for I am driven to stay with 

the organisation because of the growth opportunities offered to me  as 4.07,  I feel 

motivated by the positive workplace culture and values, which strengthens my desire 

to stay in the organisation as 3.79, I am motivated by the rewards and recognition which 

I receive, that enhances my commitment to stay with the organisation as 3.50 and I feel 

motivated by the support given by the peers/colleagues which encourages me to stay in 

the organisation as 3.50.” 

 

“From the above weighted average mean, Job Motivation can be summarised as I am 

driven to stay with the organisation because of the growth opportunities offered to me,  

I feel motivated by the positive workplace culture and values, which strengthens my 

desire to stay in the organisation, I am motivated by the rewards and recognition which 

I receive, that enhances my commitment to stay with the organisation and I feel 

motivated by the support given by the peers/colleagues which encourages me to stay in 

the organisation.” 

 

Table 5.18: “Weighted Average Mean for Job Satisfaction 

SD = Strongly Disagree  D = Disagree 

N = Neutral   A = Agree 

SA = Strongly Agree  WAM  =  Weighted Average Mean”  

 

Sr. 

No. 

Factors Influential “SD” D N A SA “WAM” 

1. I feel satisfied since my job is 

aligned with my personal values 

and makes me stay with the 

organisation. 

100 111 129 299 365  

 

3.72 

  10 11.1 12.8 29.8 36.4 

2. I am satisfied with the level of 

recognition and appreciation I 

receive for my contributions at 

work. 

169 197 100 335 203 

 

3.21 
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  16.8 19.6 10 33.4 20.2 

3. I believe my job provides me with 

opportunities for growth and 

advancement, enhancing my 

commitment to the organisation. 

219 85 195 200 305 

 

3.29 

 
 21.8 8.5 19.4 19.9 30.4 

4. I feel fulfilled and satisfied with 

the work I do, which makes me to 

stay with the organisation. 

99 183 168 291 263 

 

3.43 
 

 9.9 18.2 16.7 29 26.2 

5. I feel a sense of satisfaction, pride, 

and loyalty to the organisation due 

to its positive workplace culture 

influencing my decision to stay. 

99 199 163 202 341 

3.49 

  9.9 19.8 16.2 20.1 34 
 

 

 

 

“ 

 

 

Inference:   

The highest weighted average mean have been observed for I feel satisfied since my 

job is aligned with my personal values and makes me stay with the organisation as 3.72, 

I feel a sense of satisfaction, pride, and loyalty to the organisation due to its positive 

workplace culture influencing my decision to stay as 3.49 and I feel fulfilled and 

satisfied with the work I do, which makes me to stay with the organisation as 3.43. ” 

 

“From the above weighted average mean, Job Satisfaction can be summarised as I feel 

satisfied since my job is aligned with my personal values and makes me stay with the 

organisation, I feel a sense of satisfaction, pride, and loyalty to the organisation due to 

its positive workplace culture influencing my decision to stay and I feel fulfilled and 

satisfied with the work I do, which makes me to stay with the organisation. ” 

 

5.3 “Inferential Analysis                                  

Data analysis has been classified into Descriptive analysis & Inferential Analysis. The 

data has been analysed by using IBM SPSS Statistics 29. ” 
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Descriptive analysis 

For doing the descriptive analysis, the simple percentage method has been used to 

calculate the frequencies and has been represented by using Pie Chart. ” 
 

 

 

 

“Inferential analysis 

Inferential analysis has been used to derive the logical conclusions of the samples. The 

following techniques has been used in the inferential analysis 

• Spearman Rank Correlation, Chi-Square test, Multiple Regression, Factor 

Analysis and Structural Equation Modeling (SEM) 

 

The hypothesis testing has been done by using Spearman Rank Correlation, Chi-Square 

test, and Multiple Regression.” 

 

“Spearman Rank Correlation has been used to find out the degree of association between 

the variables for ordinal data. It has been defined as rs. It is denoted by ρ(rho) If rs= 0, 

then it is no association, rs ranges from – 1 to +1. -1 indicates negative correlation and 

+1 indicates positive correlation.  

The value of ranges rs from +1 to -1[+1 indicates positive correlation, -1 indicates 

negative correlation]. If the value of rs is between [0.75 to 1 (it is high association), 0.5 

to 0.74 (moderate association), less than 0.5 (low association].” 

 

“Chi-Square is called as goodness-of-fit test. It is used to test how observed frequencies 

differ from expected frequencies. It is a Non-Parametric test of hypothesis.” 

 

“Multiple Regression Analysis has been used to test the effect of independent variables 

on dependent variable. It can also have termed as a tool for predictive validity. ” 

 

“Reliability Analysis has been used to test the internal consistency among the variables. ” 

 

“Factor Analysis is a multi-variate analysis used to test the variables simultaneously.” 

“Structural Equation Modeling (SEM) has been used to test the equations of multiple 

regression simultaneously.” 
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5.4 “Reliability Analysis for Employee Retention in Organised Apparel Retail 

Sector 

The reliability analysis is an effective instrument for testing the internal consistency 

among the research variables included in the research process. It places more 

significance in maintaining and developing an upper limit on its validity. A 

measurement that lacks reliability will also lack validity. If the scale of reliability is 

close to 1, then it can be concluded that the variables have high internal consistency 

and hence they are suitable for conducting factor analysis. ” 

 

“Table(s) determining the Reliability Analysis for Employee Retention in 

Organised Apparel Retail Sector 

In the present study, reliability has been tested for Employee Retention in the Organised 

Apparel Retail Sector. Cronbach Alpha(α) is designed as a model for reliability analysis 

and it can be considered as a measure of internal consistency. The closer the α to 1, the 

greater the internal consistency of items in the instrument being assessed. ” 

 

Table 5.19: “Cronbach’s Alpha” (α) for Training and Development 

Item description Cronbach’s Alpha (α) 

My organisation provides “on the job training.” 0.879 

My organisation provides “off the job training.” 0.876 

My organisation provides both “(on the job and off 

the job) training.” 

0.876 

I feel job instruction training has enhanced 

coordination among my peers/colleagues. 

0.872 

I feel soft skill training has enhanced coordination 

among my peers/colleagues. 

0.863 

I feel team building training has enhanced 

coordination among my peers/colleagues. 

0.869 

I feel managerial training has enhanced 

coordination among my peers/colleagues. 

0.868 

I feel mentoring/hand holding has enhanced 

coordination among my peers/colleagues. 

0.865 
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I feel job rotation has enhanced coordination 

among my peers/colleagues. 

0.867 

I feel role plays have enhanced coordination 

among my peers/colleagues. 

0.882 

I feel management games have enhanced 

coordination among my peers/colleagues. 

0.873 

I feel my confidence and communication skills 

have improved after attending the training(s). 

0.878 

I feel my performance has improved after 

attending the training(s). 

0.872 

I feel there has been lower absenteeism after 

attending the training(s). 

0.863 

I feel there has been an increase in job stability 

after attending the training(s). 

0.869 

I feel there has been stress reduction after 

attending the training(s). 

0.868 

I feel there is an improvement in grievance 

handling after attending the training(s). 

0.865 

I feel valued and engaged when provided with 

training opportunities. 

0.88 

I believe that training positively influences my job 

satisfaction and willingness to continue working. 

0.879 

I am more likely to stay with the organisation if 

my skills are continuously improving through 

regular training. 

0.876 

I feel the training(s) have prepared me for future 

career growth within the organisation. 

0.876 

Overall Cronbach’s Alpha (α) 0.872 
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“Inference:  

It can be observed from the Table 5.19, the value of Alpha (α) is 0.872. The value 

Cronbach’s Alpha (α) is more than 0.8 and hence we can conclude that the variables are 

having high internal consistency for factors to determine Training and Development. ” 

 

Table 5.20: “Cronbach’s Alpha (α)” for Performance Based Rewards and  

Recognition 

 

Item description Cronbach’s Alpha (α) 

My organisation provides poster recognition for 

better performance. 

0.859 

My organisation provides certificate of 

appreciation as a recognition for better 

performance. 

0.853 

My organisation provides invitation to key 

corporate events as a recognition for better 

performance. 

0.86 

My organisation provides gift cards/discount 

vouchers as a reward for better performance. 

0.854 

My organisation provides cash reward for better 

performance. 

0.869 

My organisation provides salary 

increments/grade hikes as a reward for better 

performance. 

0.859 

I am motivated to stay with the organisation when 

rewarded and recognised based on my 

performance. 

0.856 

I feel more valued when my efforts are linked to 

rewards and recognition, which positively 

influences my decision to stay in the organisation. 

0.86 
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I believe that the fair and transparent 

performance-based rewards and recognition 

contributes to employee retention. 

0.86 

I feel that the performance-based rewards and 

recognition positively influences my choice to 

stay in the organisation. 

0.851 

Overall Cronbach’s Alpha (α) 0.858 
 

 

 

 

 

“ 

 

 

Inference:  

It can be observed from the Table 5.20, the value of Alpha (α) is 0.858. The value 

Cronbach’s Alpha (α) is more than 0.8 and hence we can conclude that the variables are 

having high internal consistency for Performance Based Rewards and Recognition. ”    

 

Table 5.21: “Cronbach’s Alpha” (α) for Cross Functional Job Rotation 

Item description Cronbach’s Alpha (α) 

I feel adoption of cross functional job rotation 

leads to better peer/colleagues relationship. 

0.839 

I feel adoption of cross functional job rotation 

leads to increase in recognition. 

0.839 

I feel adoption of cross functional job rotation 

leads to higher compensation/incentives. 

0.846 

I feel adoption of cross functional job rotation 

leads to increase in job security. 

0.85 

I feel exposure to different roles and 

responsibilities encourages me to stay with the 

organisation. 

0.846 

I am more likely to remain with the organisation 

if I can explore different areas of the organisation. 

0.859 

I feel that cross functional job rotation leads to 

increased engagement and excitement, 

encouraging me to stay with the organisation. 

0.835 
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I feel more committed to my organisation because 

it provides diverse career experiences through 

cross functional job rotation. 

0.847 

I feel more committed to the organisation post 

cross functional job rotation, as it promotes 

knowledge sharing and collaboration across 

departments. 

0.848 

Overall Cronbach’s Alpha (α) 0.845 

 

“Inference:  

It can be observed from the Table 5.21, the value of Alpha (α) is 0.845. The value 

Cronbach’s Alpha (α) is more than 0.8 and hence we can conclude that the variables are 

having high internal consistency for Cross Functional Job Rotation. ” 

 

Table 5.22: “Cronbach’s Alpha” (α) for Flexible Working Hours’ Policy 

Item description Cronbach’s Alpha ( α ) 

I feel that flexible working hours are beneficial 

because I face less traffic and reduced worries 

about safety during travel. 

0.848 

I feel flexible working hours are beneficial 

because I can manage daily chores effectively. 

0.856 

I feel flexible working hours are beneficial 

because I have time for family & friends. 

0.852 

I feel flexible working hours are beneficial 

because I can pursue higher education. 

0.842 

I feel flexible working hours are beneficial 

because I can complete banking/government/ 

medical tasks. 

0.848 

I value the freedom to adjust my work hours 

according to my personal needs and preferences, 

enhancing my willingness to stay. 

0.848 



 
 

 

128 
 

I think flexible work hours contribute to a better 

work-life balance, increasing my willingness to 

stay. 

0.848 

I feel that flexibility in work hours positively 

enhances my willingness to stay. 

0.842 

I feel flexible working hour policy demonstrates 

the organisation's commitment to my wellbeing, 

enhancing my willingness to stay. 

0.842 

Overall Cronbach’s Alpha (α) 0.847 
 

 

 

 

 

“Inference: 

 It can be observed from the Table 5.22, the value of Alpha (α) is 0.847. The value 

Cronbach’s Alpha (α) is more than 0.8 and hence we can conclude that the variables are 

having high internal consistency for Flexible Working Hours’ Policy. ” 

 

Table 5.23: “Cronbach’s Alpha” (α) for Higher Education 

Item description Cronbach’s Alpha (α) 

Tie up with educational institutes. 0.824 

Subsidised education loan facility. 0.821 

Time flexibility to attend lectures along with the 

job. 

0.822 

Reimbursement of fees. 0.824 

Leaves for examinations. 0.832 

I feel more loyal and committed to the 

organisation because of the support provided for 

pursuing higher education. 

0.822 

I am inspired to stay because of the organisation 

investing in for pursuing higher education. 

0.824 

I will stay in the organisation that encourages me 

to pursue my higher education. I will continue to 

stay in the organisation that provides 

opportunities for pursuing higher education. 

0.822 
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I feel more loyal and committed to the 

organisation because of the support provided for 

pursuing higher education. 

0.824 

Overall Cronbach’s Alpha (α) 0.824 

 
 

Inference:  

It can be observed from the Table 5.23, the value of Alpha (α) is 0.824. The value 

Cronbach’s Alpha (α) is more than 0.8 and hence we can conclude that the variables 

have high internal consistency for Higher Education.”   

 

Table 5.24: “Cronbach’s Alpha” (α) for Employee Retention 

Item description Cronbach’s Alpha (α) 

I think training and development leads to an 

increase in coordination between employees 

leading to retention. 

0.843 

I want to continue working in the organisation if 

performance-based rewards and recognition are 

provided. 

0.828 

I believe cross functional job rotation reduces the 

work monotony and encourages me to continue 

working. 

0.845 

I feel satisfied and will continue to work if my 

organisation adopts flexible working hours policy. 

0.848 

I am willing to continue working if provided with 

an opportunity for pursuing higher education by 

the organisation. 

0.824 

My decision to stay in the organisation is 

dependent on the implementation of the above 

facilities by the organisation. 

0.843 

Overall Cronbach’s Alpha (α) 0.839 

 
 

 

 

 

 

 

 

 

 



 
 

 

130 
 

“Inference:  

It can be observed from the Table 5.24, the value of Alpha (α) is 0.839. The value 

Cronbach’s Alpha (α) is more than 0.8 and hence we can conclude that the variables are 

having high internal consistency for Employee Retention. ”  

 

Table 5.25: “Cronbach’s Alpha” (α) for Job Motivation 

Item description Cronbach’s Alpha (α) 

I am motivated by the rewards and recognition 

which I receive, that enhances my commitment to 

stay with the organisation. 

0.858 

I am driven to stay with the organisation because 

of the growth opportunities offered to me. 

0.832 

I feel motivated by the positive workplace culture 

and values, which strengthens my desire to stay in 

the organisation. 

0.831 

I feel motivated by the support given by the 

peers/colleagues which encourages me to stay in 

the organisation. 

0.841 

I feel highly motivated in my current role, which 

positively influences my decision to stay with the 

organisation. 

0.849 

Overall Cronbach’s Alpha (α) 0.842 

 

“Inference:  

It can be observed from the Table 5.25, the value of Alpha (α) is 0.842. The value 

Cronbach’s Alpha (α) is more than 0.8 and hence we can conclude that the variables are 

having high internal consistency for Job Motivation.”             
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Table 5.26: “Cronbach’s Alpha” (α) for Job Satisfaction 

Item description Cronbach’s Alpha (α) 

I feel satisfied since my job is aligned with my 

personal values and makes me stay with the 

organisation. 

0.852 

I am satisfied with the level of recognition and 

appreciation I receive for my contributions at 

work. 

0.854 

I believe my job provides me with opportunities 

for growth and advancement, enhancing my 

commitment to the organisation. 

0.858 

I feel fulfilled and satisfied with the work I do, 

which makes me to stay with the organisation. 

0.843 

I feel a sense of satisfaction, pride, and loyalty to 

the organisation due to its positive workplace 

culture influencing my decision to stay. 

0.847 

Overall Cronbach’s Alpha (α) 0.851 
 

 

 

 

 

 

 

“Inference:  

It can be observed from the Table 5.26, the value of Alpha (α) is 0.851. The value 

Cronbach’s Alpha (α) is more than 0.8 and hence we can conclude that the variables are 

having high internal consistency for Job Satisfaction. ”                

 

Table 5.27: “Summary of Reliability Statistics for Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, 

Flexible Working Hours Policy, Higher Education, Job Motivation and Job 

Satisfaction to determine Employee Retention in Organised Apparel Retail 

Sector” 

“Variables” “Cronbach’s Alpha (α)” 

Training and Development 0.872 

Performance-Based Rewards and Recognition  0.858 

Cross Functional Job Rotation  0.845 
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Flexible Working Hours Policy  0.847 

Higher Education  0.824 

Job Motivation  0.842 

Job Satisfaction  0.851 

Employee Retention 0.839 
 

 

 

“ 

 

Conclusion 

Based on the summary of reliability, it can be inferred that the value of Cronbach’s 

Alpha (α) found to be more than 0.8 which shows the internal consistency for all the 

variables included in the research consisting of Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, Higher Education, Job Motivation and Job Satisfaction to 

determine Employee Retention in the Organised Apparel Retail Sector. ” 

 

5.5 “Test of Validity for Employee Retention in Organised Apparel Retail Sector 

In the present study, Multiple Regression Analysis of [Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, Higher Education, Job Motivation and Job Satisfaction] to 

determine Employee Retention has been tested as a tool of validity. Collinearity has 

been used an inbuilt measure to determine the effect of independent variables called as 

predictors on dependent variable called as criterion.” 

                                                           

Table 5.28: “Model Summary” 

“Model” “R” 

“R 

Square” 

“Adjusted R 

Square” 

“Std. Error of the 

Estimate” 

1 .731 .535 .526 4.28 

 

“Inference 

The dependent variable is also called as Criterion which is Employee Retention. The 

independent variables are also called as Predictors [Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 
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Working Hours Policy, Higher Education, Job Motivation and Job Satisfaction] are 

influential to determine Employee Retention. ” 

 

“The multiple correlation coefficient, R, can also be viewed as the simple correlation 

coefficient r, which lies between 0 to 1. The value close to 1 indicates high strength of 

association 

The R2 is called as coefficient multiple determination. The strength of association in 

multiple regression is measured by the square of the multiple correlation coefficient, 

R2, which is also called the coefficient of the multiple determination.” 

 

“The R2 value of a model tells you what percentage of the variation in the dependent 

variable is explained by all the independent variables in the model. The dependent 

variable’s total variation can be measured by its variance. In this model, the value of R 

square is .535. It shows that 53.5% of the total variance in the dependent variable 

Employee Retention is explained by all the independent variables [Training and 

Development, Performance-Based Rewards and Recognition, Cross Functional Job 

Rotation, Flexible Working Hours Policy, Higher Education, Job Motivation and Job 

Satisfaction] of the model.”                  

 

Table 5.29: “ANOVA” 

Description Sum of Squares Df Mean Square F Sig. 

Regression 20742.505 7 2963.215 163.666 0.000 

Residual 18032.860 996 18.105   

Total 38775.366 1003    

 
 

 

 

 

“Inference 

The significance level less than 5% indicates that all the variables included in this model 

are significant. The significance level of the F-statistic (less than 5%) then the 

independent variables [Training and Development, Performance-Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, Higher 

Education, Job Motivation and Job Satisfaction] are highly influential in explaining the 

variation in the dependent variable Employee Retention. ” 
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Table 5.30: “Standardised and Unstandardised Regression Coefficients ” 

Variables 
 

“Unstandar

dised  

Coefficient

s” 

“Standardis

ed 

 

Coefficient

s” 

t 
 

Sig. 
 

  

B 

Beta 

Tolera

nce 

VIF  

(Constant) 13.935 5.869 .000   

Training and 

Development   

.079 .146 4.003 .000 .689 1.125 

Performance-

Based Rewards 

and Recognition 

.158 .136 3.039 .003 .591 1.691 

Cross Functional 

Job Rotation 

-.197 .241 6.793 .000 .741 1.062 

Flexible 

Working Hours 

Policy 

.098 .121 2.517 .012 .511 1.958 

Higher 

Education 

.363 .290 6.419 .000 .581 1.720 

Job Motivation .140 .248 5.517 .000 .588 1.701 

Job Satisfaction .066 .063 1.353 .037 .542 1.845 
 

 

 

“ 

 

 

 

Inference: 

The significance levels less than 5% indicate that null hypothesis can be rejected. It can 

be inferred that independent variables [Training and Development, Performance-Based 

Rewards and Recognition, Cross Functional Job Rotation, Flexible Working Hours 

Policy, Higher Education, Job Motivation and Job Satisfaction] are influential to 

determine Employee Retention.” 

 

“The tolerance more than 5% and Variance Inflation Factor (VIF) less than 10 indicates 

that the effect of independent variables on dependent variable can be determined 



 
 

 

135 
 

effectively. VIF is a measure of multicollinearity in the set of multiple regression 

variables. When VIF less than 10, It can be further revealed as there is no 

multicollinearity. Multicollinearity is the occurrence of high intercorrelations among 

two or more independent variables in a multiple regression model. ” 

 

“The high intercorrelations among the independent variables fail to assess the effect on 

dependent variable accurately. When there is no multicollinearity among the 

independent variables, the predictor validity is also high. The predictor validity is an 

indication for establishing the causal relationship among the variables included in the 

research.” 

 

5.6 “Hypothesis Testing” 
 

 

“The following hypothesis is tested by using Chi-Square Test” 

“Hypothesis 1” 

“Null Hypothesis (H10): “Training and Development does not have a significant impact 

on enhanced coordination between employees leading to retention. ” 

“Alternative Hypothesis(H1A): “Training and Development has a significant impact on 

enhanced coordination between employees leading to retention. ” 

 

Table 5.31: “Chi-Square Test Values for Training and Development” 

Item description Chi-Square Test Sig. Level 

My organisation “provides on the job 

training” 

87.843 .000 

My organisation provides “off the job 

training” 

378.4 .000 

My organisation “provides both (on the job 

and off the job) training” 

279.396 .000 

I feel job instruction training has enhanced 

coordination among my peers/colleagues 

124.446 .000 

I feel soft skill training has enhanced 

coordination among my peers/colleagues 

125.661 .000 



 
 

 

136 
 

I feel team building training has enhanced 

coordination among my peers/colleagues 

278.311 .000 

I feel managerial training has enhanced 

coordination among my peers/colleagues 

352.026 .000 

I feel mentoring/hand holding has 

enhanced coordination among my 

peers/colleagues 

228.5 .000 

I feel job rotation has enhanced 

coordination among my peers/colleagues 

470.293 .000 

I feel role plays have enhanced 

coordination among my peers/colleagues 

1194.038 .000 

I feel management games have enhanced 

coordination among my peers/colleagues 

613.46 .000 

I feel my confidence and communication 

skills have improved after attending the 

training(s) 

228.261 .000 

I feel my performance has improved after 

attending the training(s) 

346.598 .000 

I feel there has been lower absenteeism 

after attending the training(s) 

287.514 .000 

I feel there has been an increase in job 

stability after attending the training(s) 

396.886 .000 

I feel there has been stress reduction after 

attending the training(s) 

774.038 .000 

I feel there is an improvement in grievance 

handling after attending the training(s) 

60.343 .000 

I feel valued and engaged when provided 

with training opportunities 

235.223 .000 

I believe that training positively influences 

my job satisfaction and willingness to 

continue working 

152.494 .000 
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I am more likely to stay with the 

organisation if my skills are continuously 

improving through regular training 

332.285 .000 

I feel the training(s) have prepared me for 

future career growth within the 

organisation 

355.502 .000 

 

“Inference: 

The significance value less than 5% reveals that null hypothesis can be rejected. It can 

be inferred that Training and Development has a significant impact on enhanced 

coordination between employees leading to retention. The highest value of Chi-Square 

value has been observed for I feel role plays have enhanced coordination among my 

peers/colleagues as 1194.038. The second highest value has been observed for I feel 

there has been stress reduction after attending the training(s) as 774.038. The third 

highest value of Chi Square has been observed for I feel management games have 

enhanced coordination among my peers/colleagues as 613.46.”     

 

“It can be further analysed that Training and Development has a significant impact on 

enhanced coordination between employees leading to retention have been summarised 

as role plays have enhanced coordination among my peers/colleagues, I feel there has 

been stress reduction after attending the training(s) and I feel management games have 

enhanced coordination among my peers/colleagues.” 

 

 

 

 

“The following hypothesis is tested by using Spearman Rank Correlation ” 

“Hypothesis 2 

Null Hypothesis (H20): “Performance-Based Rewards and Recognition does not have 

a positive influence on employee retention. ” 

Alternative Hypothesis(H2A): “Performance-Based Rewards and Recognition has a 

positive influence on employee retention.” 
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Table 5.32: “Spearman Rank Correlation for [Performance-Based Rewards and 

Recognition * Employee Retention]” 

Description Performance-

Based 

Rewards 

Employee 

Retention 

N Sig. Level 

Performance-

Based Rewards 

and 

Recognition 

1.000 0.626 1004 0.000 

Employee 

Retention 

0.626 1.000 1004 0.000 

 

 

 

 

 

 

“Inference 

The significance level less than 5% reveals that the null hypothesis can be rejected.  It 

can be revealed that Performance-Based Rewards and Recognition has a positive 

influence on employee retention. The value of rs [Spearman Rank Correlation] found to 

be between (>0.5 to 0.74) for Performance-Based Rewards and Recognition and 

employee retention. It can be further analysed that the value of rs found to be 0.626. It 

indicates that there is a positive moderate association of Performance-Based Rewards 

and Recognition on employee retention.” 

 

The following hypothesis is tested by using Chi-Square Test 

Hypothesis 3 

Null Hypothesis (H30): Cross Functional Job Rotation does not reduce the work 

monotony and does not have a positive relationship for retaining employees. 

Alternative Hypothesis(H3A): Cross Functional Job Rotation reduces work monotony 

and has a positive relationship with retaining employees. 
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Table 5.33: Chi-Square Test Values for Cross Functional Job Rotation 

Item description Chi-Square Test Sig. Level 

I feel adoption of cross functional job 

rotation leads to better peer/colleagues 

relationship. 

231.538 .000 

I feel adoption of cross functional job 

rotation leads to increase in recognition. 

288.261 .000 

I feel adoption of cross functional job 

rotation leads to higher 

compensation/incentives. 

230.442 .000 

I feel adoption of cross functional job 

rotation leads to increase in job security. 

298.062 .000 

I feel exposure to different roles and 

responsibilities encourages me to stay with 

the organisation. 

394.267 .000 

I am more likely to remain with the 

organisation if I can explore different areas 

of the organisation. 

331.538 .000 

I feel that cross functional job rotation leads 

to increased engagement and excitement, 

encouraging me to stay with the 

organisation. 

512.066 .000 

I feel more committed to my organisation 

because it provides diverse career 

experiences through cross functional job 

rotation. 

538.062 .000 

I feel more committed to the organisation 

post cross functional job rotation, as it 

promotes knowledge sharing and 

collaboration across departments. 

232.384 .000 
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Inference: 

The significance value less than 5% reveals that null hypothesis can be rejected. It can 

be inferred that Cross Functional Job Rotation reduces work monotony and has a 

positive relationship with retaining employees. The highest value of Chi-Square value 

has been observed for I feel more committed to my organisation because it provides 

diverse career experiences through cross functional job rotation as 538.062. The second 

highest value has been observed for I feel that cross functional job rotation leads to 

increased engagement and excitement, encouraging me to stay with the organisation as 

512.066. The third highest value of Chi Square has been observed for I feel exposure 

to different roles and responsibilities encourages me to stay with the organisation.as 

394.267.       

It can be further analysed that Cross Functional Job Rotation reduces work monotony 

and has a positive relationship with retaining employees have been summarised as I 

feel more committed to my organisation because it provides diverse career experiences 

through cross functional job rotation, I feel that cross functional job rotation leads to 

increased engagement and excitement, encouraging me to stay with the organisation 

and I feel exposure to different roles and responsibilities encourages me to stay with 

the organisation. 

 

The following hypothesis is tested by using Chi-Square Test 

Hypothesis 4 

Null Hypothesis (H40): Flexible Working Hours Policy does not enhance the overall 

job satisfaction among employees in the organisation and does not lead to employee 

retention. 

Alternative Hypothesis(H4A): Flexible Working Hours Policy enhances the overall 

job satisfaction among employees in the organisation and leads to employee retention. 

 

Table 5.34: Chi-Square values for Flexible Working Hours Policy 

Item description Chi Square Value Sig. Level 

I feel that flexible working hours are beneficial 

because I face less traffic and reduced worries 

about safety during travel 

330.303 .000 
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I feel flexible working hours are beneficial 

because I can manage daily chores effectively 

154.287 .000 

I feel flexible working hours are beneficial 

because I have time for family & friends 

528.002 .000 

I feel flexible working hours are beneficial 

because I can pursue higher education 

204.865 .000 

I feel flexible working hours are beneficial 

because I can complete banking/government/ 

medical tasks 

103.45 .000 

I value the freedom to adjust my work hours 

according to my personal needs and 

preferences, enhancing my willingness to stay 

109.635 .000 

I think flexible work hours contribute to a 

better work-life balance, increasing my 

willingness to stay 

109.635 .000 

I feel that flexibility in work hours positively 

enhances my willingness to stay 

586.767 .000 

I feel flexible working hour policy 

demonstrates the organisation's commitment to 

my wellbeing, enhancing my willingness to 

stay 

419.855 .000 

 

Inference: 

The significance value less than 5% reveals that null hypothesis can be rejected. It can 

be inferred that Flexible Working Hours Policy enhances the overall job satisfaction 

among employees in the organisation and leads to employee retention. The highest 

value of Chi-Square value has been observed for I feel that flexibility in work hours 

positively enhances my willingness to stay as 586.767. The second highest value has 

been observed for I feel flexible working hours are beneficial because I have time for 

family & friends as 528.002. The third highest value of Chi Square has been observed 

for I feel flexible working hour policy demonstrates the organisation's commitment to 

my wellbeing, enhancing my willingness to stay as 419.855.       
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It can be further analysed that Flexible Working Hours Policy enhances the overall job 

satisfaction among employees in the organisation and leads to employee retention have 

been summarised as I feel that flexibility in work hours positively enhances my 

willingness to stay, I feel flexible working hours are beneficial because I have time for 

family & friends and I feel flexible working hour policy demonstrates the organisation's 

commitment to my wellbeing, enhancing my willingness to stay. 

 

The following hypothesis is tested by using Spearman Rank Correlation 

Hypothesis 5 

Null Hypothesis (H50): Organisations encouraging employees to pursue Higher 

Education do not have a positive impact on retention. 

Alternative Hypothesis(H5A): Organisations encouraging employees to pursue Higher 

Education has a positive impact on retention. 

 

Table 5.35: Spearman Rank Correlation for [Higher Education * Employee 

Retention] 

Description Higher 

Education 

Employee 

Retention 

N Sig. Level 

Higher 

Education 

1.000 0.551 1004 0.000 

Employee 

Retention 

0.551 1.000 1004 0.000 

 

Inference 

The significance level less than 5% reveals that the null hypothesis can be rejected.  It 

can be revealed that Organisations encouraging employees to pursue Higher Education 

has a positive impact on retention. The value of rs [Spearman Rank Correlation] found 

to be between (>0.5 to 0.74) for Higher Education and retention.  

 

It can be further analysed that the value of rs found to be 0.551. It indicates that there is 

a positive moderate association of Higher Education and retention. 
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The following hypothesis is tested by using Spearman Rank Correlation 

Hypothesis 6 

Null Hypothesis (H60): Job Motivation does not moderate the influence of employee 

retention strategies (Training and Development, Performance Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, and 

Higher Education) on employee retention in the organised apparel retail sector. 

Alternative Hypothesis(H6A): Job Motivation moderates the influence of employee 

retention strategies (Training and Development, Performance Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, and 

Higher Education) on employee retention in the organised apparel retail sector. 

 

Table 5.36: Spearman Rank Correlation for [Job Motivation * Employee 

Retention] 

Description Job 

Motivation 

Employee 

Retention 

N Sig. Level 

Job Motivation 1.000 0.541 1004 0.000 

Employee 

Retention 

0. 541 1.000 1004 0.000 

 

Inference 

The significance level less than 5% reveals that the null hypothesis can be rejected.  It 

can be revealed that Job Motivation moderates the influence of employee retention 

strategies (Training and Development, Performance Based Rewards and Recognition, 

Cross Functional Job Rotation, Flexible Working Hours Policy, and Higher Education) 

on employee retention in the organised apparel retail sector. The value of rs [Spearman 

Rank Correlation] found to be between (>0.5 to 0.74) for Job Motivation on employee 

retention in the organised apparel retail sector.  

 

It can be further analysed that the value of rs found to be 0.541. It indicates that there is 

a positive moderate association of Job Motivation on employee retention in the 

organised apparel retail sector. 
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The following hypothesis is tested by using Spearman Rank Correlation 

Hypothesis 7 

Null Hypothesis (H70): Job Satisfaction does not moderate the influence of employee 

retention strategies (Training and Development, Performance Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, and 

Higher Education) on employee retention in the organised apparel retail sector. 

Alternative Hypothesis(H7A): Job Satisfaction moderates the influence of employee 

retention strategies (Training and Development, Performance Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, and 

Higher Education) on employee retention in the organised apparel retail sector. 

 

Table 5.37: Spearman Rank Correlation for [Job Satisfaction * Employee 

Retention] 

Description Job 

Satisfaction 

Employee 

Retention 

N Sig. Level 

Job Satisfaction 1.000 0.513 1004 0.000 

Employee 

Retention 

0.513 1.000 1004 0.000 

 

Inference 

The significance level less than 5% reveals that the null hypothesis can be rejected.  It 

can be revealed that Job Satisfaction moderates the influence of employee retention 

strategies (Training and Development, Performance Based Rewards and Recognition, 

Cross Functional Job Rotation, Flexible Working Hours Policy, and Higher Education) 

on employee retention in the organised apparel retail sector. The value of rs [Spearman 

Rank Correlation] found to be between (>0.5 to 0.74) for Job Satisfaction on employee 

retention in the organised apparel retail sector.  

 

It can be further analysed that the value of rs found to be 0.513. It indicates that there is 

a positive moderate association of Job Satisfaction on employee retention in the 

organised apparel retail sector. 
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5.7 Factor Analysis  

5.7.1 Factor Analysis to determine Training and Development 

Factor Analysis has been used to classify the components of Training and Development. 

By using Factor Analysis, we can summarise the components to determine Training and 

Development. 

 

KMO and Bartlett’s Test of hypothesis to determine Training and Development 

KMO and Bartlett’s Test of hypothesis is an inbuilt statistical measure in Factor 

analysis. The value of Kaiser-Meyer-Olkin Measure of Sampling Adequacy should be 

always more than 0.5 and the significance level should be less than 5%. 

 

Table 5.38: KMO and Bartlett’s Test of Hypothesis (for factor analysis) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.727 

Bartlett's Test of Sphericity – Value of Chi-Square 9080.917 

Df 210 

Sig .000 

                 Source: Compiled from the questionnaire 

                 (df – degrees of freedom Sig: Significance Level) 

 

Inference: It can be seen from the table 5.38 that the significance (0.00) is less than the 

assumed value (0.05). The value of KMO measure has been observed as 0.727 which 

was more than 0.5. Based on this KMO measure, it can be revealed that the factor 

analysis for data summarisation is effective for identifying the components to determine 

Training and Development.  

 

Table 5.38 (a): Communalities to determine Training and Development 

Item Description Initial Extraction 

My organisation provides on the job training 1.000 0.603 

My organisation provides off the job training 1.000 0.633 

My organisation provides both (on the job 

and off the job) training 

1.000 0.596 
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I feel job instruction training has enhanced 

coordination among my peers/colleagues 

1.000 0.597 

I feel soft skill training has enhanced 

coordination among my peers/colleagues 

1.000 0.588 

I feel team building training has enhanced 

coordination among my peers/colleagues 

1.000 0.632 

I feel managerial training has enhanced 

coordination among my peers/colleagues 

1.000 0.644 

I feel mentoring/hand holding has enhanced 

coordination among my peers/colleagues 

1.000 0.575 

I feel job rotation has enhanced coordination 

among my peers/colleagues 

1.000 0.549 

I feel role plays have enhanced coordination 

among my peers/colleagues 

1.000 0.641 

I feel management games have enhanced 

coordination among my peers/colleagues 

1.000 0.601 

I feel my confidence and communication 

skills have improved after attending the 

training(s) 

1.000 0.642 

I feel my performance has improved after 

attending the training(s) 

1.000 0.539 

I feel there has been lower absenteeism after 

attending the training(s) 

1.000 0.566 

I feel there has been an increase in job 

stability after attending the training(s) 

1.000 0.524 

I feel there has been stress reduction after 

attending the training(s) 

1.000 0.639 

I feel there is an improvement in grievance 

handling after attending the training(s) 

1.000 0.672 

I feel valued and engaged when provided 

with training opportunities 

1.000 0.612 
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I believe that training positively influences 

my job satisfaction and willingness to 

continue working 

1.000 0.558 

I am more likely to stay with the organisation 

if my skills are continuously improving 

through regular training 

1.000 0.573 

I feel the training(s) have prepared me for 

future career growth within the organisation 

1.000 0.609 

         Source: Compiled by the questionnaire 

 

Communality is the amount of variance a variable share with all the other variables 

being considered. This is the proportion of variance explained by the common factors. 

 

Table 5.38 (b): Eigen Values explaining the Percentage of Variance to determine 

Training and Development 

Item Description 

Eigenvalues 

% of 

Variance 

My organisation provides on the job training 3.554 16.926 

My organisation provides off the job training 3.386 16.123 

My organisation provides both (on the job and 

off the job) training 

2.346 11.172 

I feel job instruction training has enhanced 

coordination among my peers/colleagues 

1.853 8.826 

I feel soft skill training has enhanced 

coordination among my peers/colleagues 

1.506 7.172 

I feel team building training has enhanced 

coordination among my peers/colleagues 

1.175 5.595 

I feel managerial training has enhanced 

coordination among my peers/colleagues 

1.112 5.297 

I feel mentoring/hand holding has enhanced 

coordination among my peers/colleagues 

0.906 4.312 
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I feel job rotation has enhanced coordination 

among my peers/colleagues 

0.75 3.57 

I feel role plays have enhanced coordination 

among my peers/colleagues 

0.668 3.182 

I feel management games have enhanced 

coordination among my peers/colleagues 

0.584 2.783 

I feel my confidence and communication skills 

have improved after attending the training(s) 

0.536 2.555 

I feel my performance has improved after 

attending the training(s) 

0.467 2.226 

I feel there has been lower absenteeism after 

attending the training(s) 

0.409 1.948 

I feel there has been an increase in job stability 

after attending the training(s) 

0.365 1.74 

I feel there has been stress reduction after 

attending the training(s) 

0.333 1.586 

I feel there is an improvement in grievance 

handling after attending the training(s) 

0.311 1.48 

I feel valued and engaged when provided with 

training opportunities 

0.231 1.1 

I believe that training positively influences my 

job satisfaction and willingness to continue 

working 

0.212 1.01 

I am more likely to stay with the organisation 

if my skills are continuously improving 

through regular training 

0.17 0.808 

I feel the training(s) have prepared me for 

future career growth within the organisation 

0.123 0.588 

              Source: Compiled by the questionnaire 

              Eigenvalues represents the total variance explained by each factor.  
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Table 5.38 (c): Rotated Component Matrix (for deciding the number of factors) 

to determine Training and Development 

Item Description Components 

 1 2 

My organisation provides on the job training 0.772  

My organisation provides off the job training 0.754  

My organisation provides both (on the job and off 

the job) training 

0.746  

I feel job instruction training has enhanced 

coordination among my peers/colleagues 

0.748  

I feel soft skill training has enhanced coordination 

among my peers/colleagues 

0.799  

I feel team building training has enhanced 

coordination among my peers/colleagues 

0.759  

I feel managerial training has enhanced coordination 

among my peers/colleagues 

0.766  

I feel mentoring/hand holding has enhanced 

coordination among my peers/colleagues 

0.737  

I feel job rotation has enhanced coordination among 

my peers/colleagues 

0.809  

I feel role plays have enhanced coordination among 

my peers/colleagues 

0.777  

I feel management games have enhanced 

coordination among my peers/colleagues 

0.735  

I feel my confidence and communication skills have 

improved after attending the training(s) 

 0.793 

I feel my performance has improved after attending 

the training(s) 

 0.724 

I feel there has been lower absenteeism after 

attending the training(s) 

 0.759 

I feel there has been an increase in job stability after 

attending the training(s) 

 0.771 
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I feel there has been stress reduction after attending 

the training(s) 

 0.733 

I feel there is an improvement in grievance handling 

after attending the training(s) 

 0.748 

I feel valued and engaged when provided with 

training opportunities 

 0.754 

I believe that training positively influences my job 

satisfaction and willingness to continue working 

 0.745 

I am more likely to stay with the organisation if my 

skills are continuously improving through regular 

training 

 0.719 

I feel the training(s) have prepared me for future 

career growth within the organisation 

 0.763 

            Source: Compiled by the questionnaire                               

 

Inference: 

From the Table 5.38(c) of Rotated Component Matrix to determine Training and 

Development, it can be seen that the two factors can be classified as follows: 

 

Factor 1: 

• I feel job rotation has enhanced coordination among my peers/colleagues. 

• I feel soft skill training has enhanced coordination among my peers/colleagues. 

• I feel role plays have enhanced coordination among my peers/colleagues. 

• My organisation provides on the job training. 

• I feel managerial training has enhanced coordination among my 

peers/colleagues. 

• I feel team building training has enhanced coordination among my 

peers/colleagues. 

• My organisation provides off the job training. 

• I feel job instruction training has enhanced coordination among my 

peers/colleagues. 

• My organisation provides both (on the job and off the job) training. 
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• I feel mentoring/hand holding has enhanced coordination among my 

peers/colleagues. 

• I feel management games have enhanced coordination among my 

peers/colleagues. 

 

Factor 2 

• I feel my confidence and communication skills have improved after attending 

the training(s). 

• I feel there has been an increase in job stability after attending the training(s). 

• I feel the training(s) have prepared me for future career growth within the 

organisation. 

• I feel there has been lower absenteeism after attending the training(s). 

• I feel valued and engaged when provided with training opportunities. 

• I feel there is an improvement in grievance handling after attending the 

training(s). 

• I believe that training positively influences my job satisfaction and willingness 

to continue working. 

• I feel there has been stress reduction after attending the training(s). 

• I feel my performance has improved after attending the training(s). 

• I am more likely to stay with the organisation if my skills are continuously 

improving through regular training. 

 

The factors are renamed to determine Training and Development as follows: 

Factor 1 – Job Rotation Factors 

Factor 2 – Confidence and Communication Factors 

From the Factor analysis it states that Job Rotation Factors and Confidence and 

Communication Factors are highly significant in contributing to determine Training and 

Development.    
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5.7.2 Factor Analysis to determine Performance Based Rewards and Recognition 

Factor Analysis has been used to classify the components Performance Based Rewards 

and Recognition. By using Factor Analysis, we can summarise the components 

determine Performance Based Rewards and Recognition. 

 

KMO and Bartlett’s Test of hypothesis determine Performance Based Rewards 

and Recognition 

KMO and Bartlett’s Test of hypothesis is an inbuilt statistical measure in Factor 

analysis. The value of Kaiser-Meyer-Olkin Measure of Sampling Adequacy should be 

always more than 0.5 and the significance level should be less than 5%. 

 

Table 5.39: KMO and Bartlett’s Test of Hypothesis (for factor analysis) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.631 

Bartlett's Test of Sphericity – Value of Chi-Square 3187.843 

Df 45 

Sig .000 

                    Source: Compiled from the questionnaire 

                    (df – degrees of freedom Sig: Significance Level) 

Inference:  

It can be seen from the table 5.39 that the significance (0.00) is less than the assumed 

value (0.05). The value of KMO measure has been observed as 0.631 which was more 

than 0.5. Based on this KMO measure, it can be revealed that the factor analysis for 

data summarisation is effective for identifying the components determine Performance 

Based Rewards and Recognition.  

 

Table 5.39 (a): Communalities determine Performance Based Rewards and 

Recognition 

Item Description Initial Extraction 

My organisation provides poster recognition for better 

performance 

1.000 0.632 

My organisation provides certificate of appreciation as a 

recognition for better performance 

1.000 0.618 
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My organisation provides invitation to key corporate 

events as a recognition for better performance 

1.000 0.619 

My organisation provides gift cards/discount vouchers as 

a reward for better performance. 

1.000 0.553 

My organisation provides cash reward for better 

performance 

1.000 0.604 

My organisation provides salary increments/grade hikes 

as a reward for better performance 

1.000 0.71 

I am motivated to stay with the organisation when 

rewarded and recognised based on my performance 

1.000 0.76 

I feel more valued when my efforts are linked to rewards 

and recognition, which positively influences my decision 

to stay in the organisation 

1.000 0.562 

I believe that the fair and transparent performance-based 

rewards and recognition contributes to employee 

retention 

1.000 0.682 

I feel that the performance-based rewards and 

recognition positively influences my choice to stay in the 

organisation 

1.000 0.647 

                     Source: Compiled by the questionnaire 

 

Communality is the amount of variance a variable share with all the other variables 

being considered. This is the proportion of variance explained by the common factors 

 

Table 5.39 (b): Eigen Values explaining the Percentage of Variance determine 

Performance Based Rewards and Recognition 

Item Description 

Eigenvalues 

% of 

Variance 

My organisation provides poster recognition for 

better performance 

2.445 24.451 

My organisation provides certificate of appreciation 

as a recognition for better performance 

2.04 20.403 



 
 

 

154 
 

My organisation provides invitation to key corporate 

events as a recognition for better performance 

1.574 15.736 

My organisation provides gift cards/discount 

vouchers as a reward for better performance. 

1.158 11.576 

My organisation provides cash reward for better 

performance 

0.906 9.06 

My organisation provides salary increments/grade 

hikes as a reward for better performance 

0.561 5.614 

I am motivated to stay with the organisation when 

rewarded and recognised based on my performance 

0.504 5.041 

I feel more valued when my efforts are linked to 

rewards and recognition, which positively influences 

my decision to stay in the organisation 

0.368 3.68 

I believe that the fair and transparent performance-

based rewards and recognition contributes to 

employee retention 

0.259 2.586 

I feel that the performance-based rewards and 

recognition positively influences my choice to stay 

in the organisation 

0.185 1.854 

   Source: Compiled by the questionnaire 

   Eigenvalues represents the total variance explained by each factor.  

 

Table 5.39 (c): Rotated Component Matrix (for deciding the number of factors) 

determine Performance Based Rewards and Recognition 

Item Description Components 

1 2 

My organisation provides poster recognition for 

better performance 

0.788  

My organisation provides certificate of 

appreciation as a recognition for better 

performance 

0.744  
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My organisation provides invitation to key 

corporate events as a recognition for better 

performance 

0.759  

My organisation provides gift cards/discount 

vouchers as a reward for better performance. 

0.741  

My organisation provides cash reward for better 

performance 

0.797  

My organisation provides salary 

increments/grade hikes as a reward for better 

performance 

 0.84 

I am motivated to stay with the organisation 

when rewarded and recognised based on my 

performance 

 0.821 

I feel more valued when my efforts are linked to 

rewards and recognition, which positively 

influences my decision to stay in the organisation 

 0.75 

I believe that the fair and transparent 

performance-based rewards and recognition 

contributes to employee retention 

 0.778 

I feel that the performance-based rewards and 

recognition positively influences my choice to 

stay in the organisation 

 0.792 

     Source: Compiled by the questionnaire                               

 

Inference: 

From the Table 5.39 (c) of Rotated Component Matrix determine Performance Based 

Rewards and Recognition, it can be seen that the two factors can be classified as 

follows: 

 

Factor 1: 

• My organisation provides cash reward for better performance. 

• My organisation provides poster recognition for better performance. 
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• My organisation provides invitation to key corporate events as a recognition for 

better performance. 

• My organisation provides certificate of appreciation as a recognition for better 

performance. 

• My organisation provides gift cards/discount vouchers as a reward for better 

performance. 

 

Factor 2 

• My organisation provides salary increments/grade hikes as a reward for better 

performance. 

• I am motivated to stay with the organisation when rewarded and recognised 

based on my performance. 

• I feel that the performance-based rewards and recognition positively influences 

my choice to stay in the organisation. 

• I believe that the fair and transparent performance-based rewards and 

recognition contributes to employee retention. 

• I feel more valued when my efforts are linked to rewards and recognition, which 

positively influences my decision to stay in the organisation. 

 

The factors are renamed determine Performance Based Rewards and Recognition 

as follows: 

Factor 1 – Cash Reward Factors 

Factor 2 – Salary Increments/Grade Hike Factors 

From the Factor analysis it states that Cash Reward Factors and Salary 

Increments/Grade Hike Factors are highly significant in contributing to determine 

Performance Based Rewards and Recognition. 

 

5.7.3 Factor Analysis for Cross functional Job Rotation 

Factor Analysis has been used to classify the components for Cross functional Job 

Rotation. By using Factor Analysis, we can summarise the components for Cross 

functional Job Rotation. 
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KMO and Bartlett’s Test of hypothesis for Cross functional Job Rotation 

KMO and Bartlett’s Test of hypothesis is an inbuilt statistical measure in Factor 

analysis. The value of Kaiser-Meyer-Olkin Measure of Sampling Adequacy should be 

always more than 0.5 and the significance level should be less than 5%. 

 

Table 5.40: KMO and Bartlett’s Test of Hypothesis (for factor analysis) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.655 

Bartlett's Test of Sphericity – Value of Chi-Square 2269.37 

Df 36 

Sig .000 

                      Source: Compiled from the questionnaire 

                      (df – degrees of freedom Sig: Significance Level) 

 

Inference:  

It can be seen from the table 5.40 that the significance (0.00) is less than the assumed 

value (0.05). The value of KMO measure has been observed as 0.655 which was more 

than 0.5. Based on this KMO measure, it can be revealed that the factor analysis for 

data summarisation is effective for Cross functional Job Rotation.  

 

Table 5.40 (a): Communalities for Cross functional Job Rotation 

Item Description Initial Extraction 

I feel adoption of cross functional job 

rotation leads to better peer/colleagues 

relationship 

1.000 0.717 

I feel adoption of cross functional job 

rotation leads to increase in recognition 

1.000 0.699 

I feel adoption of cross functional job 

rotation leads to higher 

compensation/incentives 

1.000 0.705 

I feel adoption of cross functional job 

rotation leads to increase in job security 

1.000 0.733 
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I feel exposure to different roles and 

responsibilities encourages me to stay with 

the organisation 

1.000 0.684 

I am more likely to remain with the 

organisation if I can explore different areas 

of the organisation 

1.000 0.601 

I feel that cross functional job rotation leads 

to increased engagement and excitement, 

encouraging me to stay with the organisation 

1.000 0.608 

I feel more committed to my organisation 

because it provides diverse career 

experiences through cross functional job 

rotation 

1.000 0.603 

I feel more committed to the organisation 

post cross functional job rotation, as it 

promotes knowledge sharing and 

collaboration across departments 

1.000 0.634 

  Source: Compiled by the questionnaire 

 

Communality is the amount of variance a variable share with all the other variables 

being considered. This is the proportion of variance explained by the common factors 

 

Table 5.40 (b): Eigen Values explaining the Percentage of Variance for Cross 

functional Job Rotation 

Item Description Eigenvalues % of Variance 

I feel adoption of cross functional job rotation 

leads to better peer/colleagues relationship 

2.382 26.466 

I feel adoption of cross functional job rotation 

leads to increase in recognition 

1.869 20.764 

I feel adoption of cross functional job rotation 

leads to higher compensation/incentives 

1.73 19.227 
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I feel adoption of cross functional job rotation 

leads to increase in job security 

0.704 7.824 

I feel exposure to different roles and 

responsibilities encourages me to stay with the 

organisation 

0.632 7.022 

I am more likely to remain with the 

organisation if I can explore different areas of 

the organisation 

0.51 5.672 

I feel that cross functional job rotation leads to 

increased engagement and excitement, 

encouraging me to stay with the organisation 

0.436 4.84 

I feel more committed to my organisation 

because it provides diverse career experiences 

through cross functional job rotation 

0.386 4.289 

I feel more committed to the organisation post 

cross functional job rotation, as it promotes 

knowledge sharing and collaboration across 

departments 

0.351 3.897 

        Source: Compiled by the questionnaire 

        Eigenvalues represents the total variance explained by each factor.  

 

Table 5.40 (c): Rotated Component Matrix (for deciding the number of factors) 

for Cross functional Job Rotation 

Item Description Components 

1 2 

I feel adoption of cross functional job rotation 

leads to better peer/colleagues relationship 

0.811  

I feel adoption of cross functional job rotation 

leads to increase in recognition 

0.787  

I feel adoption of cross functional job rotation 

leads to higher compensation/incentives 

0.757  
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I feel adoption of cross functional job rotation 

leads to increase in job security 

0.735  

I feel exposure to different roles and 

responsibilities encourages me to stay with 

the organisation 

0.733  

I am more likely to remain with the 

organisation if I can explore different areas of 

the organisation 

 0.738 

I feel that cross functional job rotation leads 

to increased engagement and excitement, 

encouraging me to stay with the organisation 

 0.727 

I feel more committed to my organisation 

because it provides diverse career 

experiences through cross functional job 

rotation 

 0.755 

I feel more committed to the organisation post 

cross functional job rotation, as it promotes 

knowledge sharing and collaboration across 

departments 

 0.747 

         Source: Compiled by the questionnaire                               

 

Inference: 

From the Table 5.40 (c) of Rotated Component Matrix for Cross functional Job 

Rotation, it can be seen that the two factors can be classified as follows: 

 

Factor 1: 

• I feel adoption of cross functional job rotation leads to better peer/colleagues 

relationship. 

• I feel adoption of cross functional job rotation leads to increase in recognition. 

• I feel adoption of cross functional job rotation leads to higher 

compensation/incentives. 

• I feel adoption of cross functional job rotation leads to increase in job security. 
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• I feel exposure to different roles and responsibilities encourages me to stay with 

the organisation. 

Factor 2 

• I feel more committed to my organisation because it provides diverse career 

experiences through cross functional job rotation. 

• I feel more committed to the organisation post cross functional job rotation, as 

it promotes knowledge sharing and collaboration across departments. 

• I am more likely to remain with the organisation if I can explore different areas 

of the organisation. 

• I feel that cross functional job rotation leads to increased engagement and 

excitement, encouraging me to stay with the organisation. 

 

The factors are renamed for Cross functional Job Rotation as follows: 

Factor 1 – Job Rotation Factors 

Factor 2 – Career Experiences Factors 

From the Factor analysis it states that Job Rotation Factors and Career Experiences 

Factors are highly significant in contributing for Cross functional Job Rotation. 

 

5.7.4 Factor Analysis for Flexible Working Hours Policy 

Factor Analysis has been used to classify the components for Flexible working hours 

policy. By using Factor Analysis, we can summarise the components for Flexible 

working hours policy. 
 

KMO and Bartlett’s Test of hypothesis for Flexible Working Hours Policy 

KMO and Bartlett’s Test of hypothesis is an inbuilt statistical measure in Factor 

analysis. The value of Kaiser-Meyer-Olkin Measure of Sampling Adequacy should be 

always more than 0.5 and the significance level should be less than 5%. 
 

Table 5.41: KMO and Bartlett’s Test of Hypothesis (for factor analysis) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.696 

Bartlett's Test of Sphericity – Value of Chi-Square 1742.331 

Df 36 

Sig .000 

                     Source: Compiled from the questionnaire 

                     (df – degrees of freedom Sig: Significance Level) 



 
 

 

162 
 

Inference:  

It can be seen from the table 5.41 that the significance (0.00) is less than the assumed 

value (0.05). The value of KMO measure has been observed as 0.696 which was more 

than 0.5. Based on this KMO measure, it can be revealed that the factor analysis for 

data summarisation is effective for identifying the components for Flexible working 

hours policy.  

 

Table 5.41(a): Communalities for Flexible Working Hours Policy 

Item Description Initial Extraction 

I feel that flexible working hours are beneficial because 

I face less traffic and reduced worries about safety 

during travel 

1.000 0.614 

I feel flexible working hours are beneficial because I can 

manage daily chores effectively 

1.000 0.541 

I feel flexible working hours are beneficial because I 

have time for family & friends 

1.000 0.631 

I feel flexible working hours are beneficial because I can 

pursue higher education 

1.000 0.581 

I feel flexible working hours are beneficial because I can 

complete banking/government/ medical tasks 

1.000 0.663 

I value the freedom to adjust my work hours according 

to my personal needs and preferences, enhancing my 

willingness to stay 

1.000 0.704 

I think flexible work hours contribute to a better work-

life balance, increasing my willingness to stay 

1.000 0.654 

I feel that flexibility in work hours positively enhances 

my willingness to stay 

1.000 0.662 

I feel flexible working hour policy demonstrates the 

organisation’s commitment to my wellbeing, enhancing 

my willingness to stay 

1.000 0.601 

      Source: Compiled by the questionnaire 
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Communality is the amount of variance a variable share with all the other variables 

being considered. This is the proportion of variance explained by the common factors 

 

Table 5.41 (b): Eigen Values explaining the Percentage of Variance for Flexible 

Working Hours Policy 

Item Description 

Eigenvalues 

% of 

Variance 

I feel that flexible working hours are beneficial 

because I face less traffic and reduced worries about 

safety during travel 

2.291 25.453 

I feel flexible working hours are beneficial because I 

can manage daily chores effectively 

1.91 21.223 

I feel flexible working hours are beneficial because I 

have time for family & friends 

1.256 13.955 

I feel flexible working hours are beneficial because I 

can pursue higher education 

1.09 12.114 

I feel flexible working hours are beneficial because I 

can complete banking/government/ medical tasks 

0.894 9.937 

I value the freedom to adjust my work hours according 

to my personal needs and preferences, enhancing my 

willingness to stay 

0.739 8.211 

I think flexible work hours contribute to a better work-

life balance, increasing my willingness to stay 

0.529 5.879 

I feel that flexibility in work hours positively enhances 

my willingness to stay 

0.291 3.229 

I feel flexible working hour policy demonstrates the 

organisation's commitment to my wellbeing, 

enhancing my willingness to stay 

0.101 1.104 

  Source: Compiled by the questionnaire 

  Eigenvalues represents the total variance explained by each factor.  
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Table 5.41 (c): Rotated Component Matrix (for deciding the number of factors) 

for Flexible Working Hours Policy 

Item Description Components 

1 2 

I feel that flexible working hours are beneficial 

because I face less traffic and reduced worries 

about safety during travel 

0.756  

I feel flexible working hours are beneficial 

because I can manage daily chores effectively 

0.765  

I feel flexible working hours are beneficial 

because I have time for family & friends 

0.744  

I feel flexible working hours are beneficial 

because I can pursue higher education 

0.784  

I feel flexible working hours are beneficial 

because I can complete banking/government/ 

medical tasks 

0.792  

I value the freedom to adjust my work hours 

according to my personal needs and preferences, 

enhancing my willingness to stay 

 0.807 

I think flexible work hours contribute to a better 

work-life balance, increasing my willingness to 

stay 

 0.817 

I feel that flexibility in work hours positively 

enhances my willingness to stay 

 0.775 

I feel flexible working hour policy demonstrates 

the organisation's commitment to my wellbeing, 

enhancing my willingness to stay 

 0.766 

  Source: Compiled by the questionnaire                               

 

Inference: 

From the Table 5.41 (c) of Rotated Component Matrix for Flexible working hours 

policy, it can be seen that the two factors can be classified as follows: 
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Factor 1: 

• I feel flexible working hours are beneficial because I can complete 

banking/government/ medical tasks. 

• I feel flexible working hours are beneficial because I can pursue higher 

education. 

• I feel flexible working hours are beneficial because I can manage daily chores 

effectively. 

• I feel that flexible working hours are beneficial because I face less traffic and 

reduced worries about safety during travel. 

• I feel flexible working hours are beneficial because I have time for family & 

friends. 

 

Factor 2 

• I think flexible work hours contribute to a better work-life balance, increasing 

my willingness to stay. 

• I value the freedom to adjust my work hours according to my personal needs 

and preferences, enhancing my willingness to stay. 

• I feel that flexibility in work hours positively enhances my willingness to stay. 

• I feel flexible working hour policy demonstrates the organisation's commitment 

to my wellbeing, enhancing my willingness to stay 

 

The factors are renamed for Flexible working hours policy as follows: 

Factor 1 – Banking/Government/ Medical Tasks Factors 

Factor 2 – Work-Life Balance Factors 

From the Factor analysis it states that Banking/Government/ Medical Tasks Factors 

and Work-Life Balance Factors are highly significant in contributing for Flexible 

working hours policy. 

 

5.7.5 Factor Analysis for Higher Education 

Factor Analysis has been used to classify the components for Higher education. By 

using Factor Analysis, we can summarise the components for Higher education. 
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KMO and Bartlett’s Test of hypothesis for Higher Education 

KMO and Bartlett’s Test of hypothesis is an inbuilt statistical measure in Factor 

analysis. The value of Kaiser-Meyer-Olkin Measure of Sampling Adequacy should be 

always more than 0.5 and the significance level should be less than 5%. 

 

Table 5.42: KMO and Bartlett’s Test of Hypothesis (for factor analysis) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.715 

Bartlett's Test of Sphericity – Value of Chi-Square 3653.089 

Df 36 

Sig .000 

                     Source: Compiled from the questionnaire 

                     (df – degrees of freedom Sig: Significance Level) 

 

Inference:  

It can be seen from the table 5.42 that the significance (0.00) is less than the assumed 

value (0.05). The value of KMO measure has been observed as 0.715 which was more 

than 0.5. Based on this KMO measure, it can be revealed that the factor analysis for 

data summarisation is effective for identifying the components for Higher education.  

 

Table 5.42 (a): Communalities for Higher Education 

Item Description Initial Extraction 

Tie up with educational institutes 1.000 0.646 

Subsidised education loan facility 1.000 0.734 

Time flexibility to attend lectures 

along with the job 

1.000 0.7 

Reimbursement of fees 1.000 0.686 

Leaves for examinations 1.000 0.746 

I feel more loyal and committed to the 

organisation because of the support 

provided for pursuing higher 

education 

1.000 0.757 
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I am inspired to stay because of the 

organisation investing in for pursuing 

higher education 

1.000 0.637 

I will stay in the organisation that 

encourages me to pursue my higher 

education.I will continue to stay in the 

organisation that provides 

opportunities for pursuing higher 

education 

1.000 0.755 

I feel more loyal and committed to the 

organisation because of the support 

provided for pursuing higher 

education 

1.000 0.665 

       Source: Compiled by the questionnaire 

 

Communality is the amount of variance a variable share with all the other variables 

being considered. This is the proportion of variance explained by the common factors 

 

Table 5.42 (b): Eigen Values explaining the Percentage of Variance for Higher 

Education 

Item Description Eigenvalues % of Variance 

Tie up with educational institutes 2.948 32.755 

Subsidised education loan facility 2.479 27.542 

Time flexibility to attend lectures along with 

the job 

1.065 11.839 

Reimbursement of fees 0.635 7.059 

Leaves for examinations 0.577 6.409 

I feel more loyal and committed to the 

organisation because of the support provided 

for pursuing higher education 

0.485 5.385 
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I am inspired to stay because of the 

organisation investing in for pursuing higher 

education 

0.33 3.672 

I will stay in the organisation that encourages 

me to pursue my higher education. I will 

continue to stay in the organisation that 

provides opportunities for pursuing higher 

education 

0.275 3.051 

I feel more loyal and committed to the 

organisation because of the support provided 

for pursuing higher education 

0.206 2.287 

        Source: Compiled by the questionnaire 

        Eigenvalues represents the total variance explained by each factor.  

 

Table 5.42 (c): Rotated Component Matrix (for deciding the number of factors) 

for Higher Education 

Item Description Components 

1 2 

Tie up with educational institutes 0.767  

Subsidised education loan facility 0.807  

Time flexibility to attend lectures along with 

the job 

0.821  

Reimbursement of fees 0.775  

Leaves for examinations  0.804 

I feel more loyal and committed to the 

organisation because of the support provided 

for pursuing higher education 

 0.816 

I am inspired to stay because of the 

organisation investing in for pursuing higher 

education 

 0.777 

I will stay in the organisation that encourages 

me to pursue my higher education. I will 

 0.802 
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continue to stay in the organisation that 

provides opportunities for pursuing higher 

education 

I feel more loyal and committed to the 

organisation because of the support provided 

for pursuing higher education 

 0.796 

         Source: Compiled by the questionnaire                               

 

Inference: 

From the Table 5.42 (c) of Rotated Component Matrix for Higher education, it can be 

seen that the two factors can be classified as follows: 

 

Factor 1: 

• Time flexibility to attend lectures along with the job. 

• Subsidised education loan facility. 

• Reimbursement of fees. 

• Tie up with educational institutes.  

 

Factor 2 

• I feel more loyal and committed to the organisation because of the support 

provided for pursuing higher education. 

• Leaves for examinations. 

• I will stay in the organisation that encourages me to pursue my higher education. 

I will continue to stay in the organisation that provides opportunities for 

pursuing higher education. 

• I feel more loyal and committed to the organisation organisation because of the 

support provided for pursuing higher education. 

• I am inspired to stay because of the organisation investing in for pursuing higher 

education. 

 

The factors are renamed for Higher Education factors: 

Factor 1 – Time flexibility Factors 

Factor 2 – Loyal Factors 
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From the Factor analysis it states that Time flexibility Factors and Loyal Factors are 

highly significant in contributing for Higher education. 

 

5.7.6 Factor Analysis for Employee Retention 

Factor Analysis has been used to classify the components for Employee Retention. By 

using Factor Analysis, we can summarise the components for Employee Retention. 

 

KMO and Bartlett’s Test of hypothesis for Employee Retention 

KMO and Bartlett’s Test of hypothesis is an inbuilt statistical measure in Factor 

analysis. The value of Kaiser-Meyer-Olkin Measure of Sampling Adequacy should be 

always more than 0.5 and the significance level should be less than 5%. 

 

Table 5.43: KMO and Bartlett’s Test of Hypothesis (for factor analysis) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.638 

Bartlett's Test of Sphericity – Value of Chi-Square 1707.137 

Df 15 

Sig .000 

                  Source: Compiled from the questionnaire 

                    (df – degrees of freedom   Sig: Significance Level) 

 

Inference:  

It can be seen from the table 5.43 that the significance (0.00) is less than the assumed 

value (0.05). The value of KMO measure has been observed as 0.638 which was more 

than 0.5. Based on this KMO measure, it can be revealed that the factor analysis for 

data summarisation is effective for identifying the components for Employee Retention.  

 

Table 5.43 (a): Communalities for Employee Retention 

Item Description Initial Extraction 

I think training and development leads 

to an increase in coordination between 

employees leading to retention 

1.000 0.735 
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I want to continue working in the 

organisation if performance-based 

rewards and recognition are provided 

1.000 0.749 

I believe cross functional job rotation 

reduces the work monotony and 

encourages me to continue working 

1.000 0.634 

I feel satisfied and will continue to 

work if my organisation adopts 

flexible working hours policy 

1.000 0.731 

I am willing to continue working if 

provided with an opportunity for 

pursuing higher education by the 

organisation 

1.000 0.601 

My decision to stay in the organisation 

is dependent on the implementation of 

the above facilities by the organisation 

1.000 0.714 

       Source: Compiled by the questionnaire 

 

Communality is the amount of variance a variable share with all the other variables 

being considered. This is the proportion of variance explained by the common factors 

 

Table 5.43 (b): Eigen Values explaining the Percentage of Variance for Employee 

Retention 

Item Description Eigenvalues % of Variance 

I think training and development leads to an 

increase in coordination between employees 

leading to retention 

2.106 35.094 

I want to continue working in the organisation 

if performance-based rewards and recognition 

are provided 

1.663 27.721 
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I believe cross functional job rotation reduces 

the work monotony and encourages me to 

continue working 

1.068 17.806 

I feel satisfied and will continue to work if my 

organisation adopts flexible working hours 

policy 

0.581 9.686 

I am willing to continue working if provided 

with an opportunity for pursuing higher 

education by the organisation 

0.324 5.407 

My decision to stay in the organisation is 

dependent on the implementation of the above 

facilities by the organisation 

0.257 4.286 

         Source: Compiled by the questionnaire 

         Eigenvalues represents the total variance explained by each factor.  

 

Table 5.43 (c): Rotated Component Matrix (for deciding the number of 

factors) for     Employee Retention 

Item Description Components 

1 2 

I think training and development leads to 

an increase in coordination between 

employees leading to retention 

0.811  

I want to continue working in the 

organisation if performance-based 

rewards and recognition are provided 

0.765  

I believe cross functional job rotation 

reduces the work monotony and 

encourages me to continue working 

0.774  

I feel satisfied and will continue to work 

if my organisation adopts flexible 

working hours policy 

 0.813 
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I am willing to continue working if 

provided with an opportunity for pursuing 

higher education by the organisation 

 0.773 

My decision to stay in the organisation is 

dependent on the implementation of the 

above facilities by the organisation 

 0.801 

         Source: Compiled by the questionnaire                               

 

Inference: 

From the Table 5.43(c) of Rotated Component Matrix for Employee Retention, it can 

be seen that the two factors can be classified as follows: 

 

Factor 1: 

• I think training and development leads to an increase in coordination between 

employees leading to retention. 

• I believe cross functional job rotation reduces the work monotony and 

encourages me to continue working. 

• I want to continue working in the organisation if performance-based rewards 

and recognition are provided. 

 

Factor 2 

• I feel satisfied and will continue to work if my organisation adopts flexible 

working hours policy. 

• My decision to stay in the organisation is dependent on the implementation of 

the above facilities by the organisation. 

• I am willing to continue working if provided with an opportunity for pursuing 

higher education by the organisation. 

 

The factors are renamed for Employee Retention: 

Factor 1 – Coordination Factors 

Factor 2 – Flexible Working Hours Factors 
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From the Factor analysis it states that Coordination Factors and Flexible Working 

Hours are highly significant in contributing to for Employee Retention. 

 

5.7.7 Factor Analysis for Job Motivation 

Factor Analysis has been used to classify the components for Job Motivation. By using 

Factor Analysis, we can summarise the components for Job Motivation. 

 

KMO and Bartlett’s Test of hypothesis for Job Motivation 

KMO and Bartlett’s Test of hypothesis is an inbuilt statistical measure in Factor 

analysis. The value of Kaiser-Meyer-Olkin Measure of Sampling Adequacy should be 

always more than 0.5 and the significance level should be less than 5%. 

 

Table 5.44: KMO and Bartlett’s Test of Hypothesis (for factor analysis) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.681 

Bartlett's Test of Sphericity – Value of Chi-Square 360.34 

Df 10 

Sig .000 

                       Source: Compiled from the questionnaire 

                       (df – degrees of freedom Sig: Significance Level) 

 

Inference:  

It can be seen from the table 5.44 that the significance (0.00) is less than the assumed 

value (0.05). The value of KMO measure has been observed as 0.681 which was more 

than 0.5. Based on this KMO measure, it can be revealed that the factor analysis for 

data summarisation is effective for identifying the components for Job Motivation.  

 

Table 5.44 (a): Communalities for Job Motivation 

Item Description Initial Extraction 

I am motivated by the rewards and 

recognition which I receive, that enhances 

my commitment to stay with the 

organisation 

1.000 0.661 
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I am driven to stay with the organisation 

because of the growth opportunities offered 

to me 

1.000 0.69 

I feel motivated by the positive workplace 

culture and values, which strengthens my 

desire to stay in the organisation 

1.000 0.741 

I feel motivated by the support given by the 

peers/colleagues which encourages me to 

stay in the organisation 

1.000 0.633 

I feel highly motivated in my current role, 

which positively influences my decision to 

stay with the organisation 

1.000 0.62 

        Source: Compiled by the questionnaire 

 

Communality is the amount of variance a variable share with all the other variables 

being considered. This is the proportion of variance explained by the common factors 

 

Table 5.44 (b): Eigen Values explaining the Percentage of Variance for Job 

Motivation 

Item Description Eigenvalues % of Variance 

I am motivated by the rewards and recognition 

which I receive, that enhances my commitment 

to stay with the organisation 

1.563 31.253 

I am driven to stay with the organisation 

because of the growth opportunities offered to 

me 

1.183 23.667 

I feel motivated by the positive workplace 

culture and values, which strengthens my 

desire to stay in the organisation 

0.986 19.715 

I feel motivated by the support given by the 

peers/colleagues which encourages me to stay 

in the organisation 

0.774 15.471 
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I feel highly motivated in my current role, 

which positively influences my decision to 

stay with the organisation 

0.495 9.895 

       Source: Compiled by the questionnaire 

       Eigenvalues represents the total variance explained by each factor.  

 

Table 5.44 (c): Rotated Component Matrix (for deciding the number of factors) 

for Job Motivation 

Item Description Components 

1 2 

I am motivated by the rewards and recognition 

which I receive, that enhances my commitment 

to stay with the organisation 

0.809  

I am driven to stay with the organisation 

because of the growth opportunities offered to 

me 

0.818  

I feel motivated by the positive workplace 

culture and values, which strengthens my 

desire to stay in the organisation 

0.813  

I feel motivated by the support given by the 

peers/colleagues which encourages me to stay 

in the organisation 

 0.792 

I feel highly motivated in my current role, 

which positively influences my decision to 

stay with the organisation 

 0.768 

      Source: Compiled by the questionnaire                               

Inference: 

From the Table 5.44 (c) of Rotated Component Matrix for Job Motivation, it can be 

seen that the two factors can be classified as follows: 

 

Factor 1: 

• I am driven to stay with the organisation because of the growth opportunities 

offered to me. 
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• I feel motivated by the positive workplace culture and values, which strengthens 

my desire to stay in the organisation. 

• I am motivated by the rewards and recognition which I receive, that enhances 

my commitment to stay with the organisation. 
 

 

 

Factor 2 

• I feel motivated by the support given by the peers/colleagues which encourages 

me to stay in the organisation. 

• I feel highly motivated in my current role, which positively influences my 

decision to stay with the organisation. 
 

The factors are renamed for Job Motivation: 

Factor 1 – Positive Workplace Culture and Values Factors 

Factor 2 – Peers/Colleagues Factors 

From the Factor analysis it states that Positive Workplace Culture and Values Factors 

and Peers/Colleagues Factors are highly significant in contributing to for Job 

Motivation. 

 

5.7.8 Factor Analysis for Job Satisfaction 

Factor Analysis has been used to classify the components for Job Satisfaction. By using 

Factor Analysis, we can summarise the components for Job Satisfaction. 

 

KMO and Bartlett’s Test of hypothesis for Job Satisfaction 

KMO and Bartlett’s Test of hypothesis is an inbuilt statistical measure in Factor 

analysis. The value of Kaiser-Meyer-Olkin Measure of Sampling Adequacy should be 

always more than 0.5 and the significance level should be less than 5%. 

 

 

Table 5.45: KMO and Bartlett’s Test of Hypothesis (for factor analysis) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.655 

Bartlett's Test of Sphericity – Value of Chi-Square 936.18 

Df 10 

Sig .000 

                      Source: Compiled from the questionnaire 

                      (df – degrees of freedom Sig: Significance Level) 
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Inference:  

It can be seen from the table 5.45 that the significance (0.00) is less than the assumed 

value (0.05). The value of KMO measure has been observed as 0.655 which was more 

than 0.5. Based on this KMO measure, it can be revealed that the factor analysis for 

data summarisation is effective for identifying the components for Job Satisfaction.  

 

Table 5.45 (a): Communalities for Job Satisfaction 

Item Description Initial Extraction 

I feel satisfied since my job is aligned with my 

personal values and makes me stay with the 

organisation 

1.000 0.556 

I am satisfied with the level of recognition and 

appreciation I receive for my contributions at 

work 

1.000 0.563 

I believe my job provides me with opportunities 

for growth and advancement, enhancing my 

commitment to the organisation 

1.000 0.681 

I feel fulfilled and satisfied with the work I do, 

which makes me to stay with the organisation 

1.000 0.765 

I feel a sense of satisfaction, pride, and loyalty 

to the organisation due to its positive workplace 

culture influencing my decision to stay 

1.000 0.779 

       Source: Compiled by the questionnaire 

 

Communality is the amount of variance a variable share with all the other variables 

being considered. This is the proportion of variance explained by the common factors 
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Table 5.45 (b): Eigen Values explaining the Percentage of Variance for Job 

Satisfaction 

Item Description Eigenvalues % of Variance 

I feel satisfied since my job is aligned with my 

personal values and makes me stay with the 

organisation 

1.836 36.726 

I am satisfied with the level of recognition and 

appreciation I receive for my contributions at 

work 

1.507 30.143 

I believe my job provides me with 

opportunities for growth and advancement, 

enhancing my commitment to the organisation 

0.724 14.49 

I feel fulfilled and satisfied with the work I do, 

which makes me to stay with the organisation 

0.613 12.256 

I feel a sense of satisfaction, pride, and loyalty 

to the organisation due to its positive 

workplace culture influencing my decision to 

stay 

0.319 6.386 

        Source: Compiled by the questionnaire 

        Eigenvalues represents the total variance explained by each factor.  

 

Table 5.45 (c): Rotated Component Matrix (for deciding the number of factors) 

for Job Satisfaction 

Item Description Components 

1 2 

I feel satisfied since my job is aligned with my 

personal values and makes me stay with the 

organisation 

0.791  

I am satisfied with the level of recognition and 

appreciation I receive for my contributions at 

work 

0.798  
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I believe my job provides me with opportunities 

for growth and advancement, enhancing my 

commitment to the organisation 

0.809  

I feel fulfilled and satisfied with the work I do, 

which makes me to stay with the organisation 

 0.827 

I feel a sense of satisfaction, pride, and loyalty to 

the organisation due to its positive workplace 

culture influencing my decision to stay 

 0.813 

       Source: Compiled by the questionnaire                               

 

Inference: 

From the Table 5.45 (c) of Rotated Component Matrix for Job Satisfaction, it can be 

seen that the two factors can be classified as follows: 

 

Factor 1: 

• I believe my job provides me with opportunities for growth and advancement, 

enhancing my commitment to the organisation. 

• I am satisfied with the level of recognition and appreciation I receive for my 

contributions at work. 

• I feel satisfied since my job is aligned with my personal values and makes me 

stay with the organisation. 

 

 

Factor 2 

• I feel fulfilled and satisfied with the work I do, which makes me to stay with the 

organisation. 

• I feel a sense of satisfaction, pride, and loyalty to the organisation due to its 

positive workplace culture influencing my decision to stay. 

 

The factors are renamed for Job Satisfaction: 

Factor 1 – Growth and Advancement Factors 

Factor 2 – Fulfilled Factors 

From the Factor analysis it states that Growth and Advancement Factors and Fulfilled 

Factors are highly significant in contributing to for Job Satisfaction. 
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Table 5.46: Summary Table of Factor Analysis for Employee Retention in 

Organised Apparel Retail Sector 

Item Description Factor 1 Factor 2 

Training and 

Development 

Job Rotation Factors  Confidence and 

Communication Factors 

Performance Based 

Rewards and Recognition 

Cash Reward Factors  Salary Increments/Grade 

Hike Factors 

Cross functional Job 

Rotation 

Job Rotation Factors  Career Experiences 

Factors 

Flexible working hours 

policy 

Banking/Government/ 

Medical Tasks Factors  

Work-Life Balance 

Factors 

Higher education Time flexibility Factors  Loyal Factors 

Employee Retention Coordination Factors  Flexible Working Hours 

Job Motivation Positive Workplace Culture 

and Values Factors  

Peers/Colleagues Factors 

Job Satisfaction Growth and Advancement 

Factors  

Fulfilled Factors 

 

5.8 Structural Equation Modeling (SEM) for Effectiveness of Strategies Adopted 

for Employee Retention 

Structural Equation Modeling (SEM) is an expansion of the general linear model 

(GLM) that helps the researcher to test a set of regression equations simultaneously. In 

SEM, independent variables are called as exogenous variables which are assumed to be 

measured without error and dependent or mediating variables called as endogenous 

variables. endogenous or downstream variables.  

 

SEM users represent relationships among observed and unobserved variables using 

path diagrams. Ovals or circles represent latent variables, while rectangles or squares 

represent measured variables. Residuals are always unobserved, so they are represented 

by ovals or circles. The single arrow in the diagram indicates path and the double arrow 

indicates covariances among the variables. The model used in SEM is recursive model. 
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In the diagram shown below, correlations and covariances are represented by 

bidirectional arrows, which represent relationships without a clearly defined causal 

direction.  

 

The dependent variable for this study is Employee Retention [ER] 

 

MV is a latent variable which consists of all the moderating variables. The 

moderating variables [MV] for this study are as follows. The mediating variable 

for this study are 

Job Motivation [JM] and Job Satisfaction [JS] 

 

IV is a latent variable which consists of all the independent variables. The 

independent variables [IV] or exogenous variables for this study are as follows: 

Training and Development [TD], Performance-Based Rewards and Recognition [PB], 

Cross Functional Job Rotation [CF], Flexible Working Hours Policy [FW] and Higher 

Education [HE] 

 

The error variances for this study are as follows: 

The error variances(e) are necessary for creating the model of the study. 

The error variances for Training and Development [TD], Performance-Based Rewards 

and Recognition [PB], Cross Functional Job Rotation [CF], Flexible Working Hours 

Policy [FW] and Higher Education [HE] are from e1 to e5. 

The error variances of Job Motivation [JM] and Job Satisfaction [JS] are from e6 to e7. 

The error variance of the latent variable MV is e8. 

The error variance of the latent variable IV is e9. 

The error variance of the dependent variable Employee Retention [ER] for this study is 

e10. 
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Figure 5.01: UNSTANDARDISED ESTIMATES for Effectiveness of strategies 

adopted for Employee Retention 

 

Inference for unstandardised estimates for effectiveness of strategies adopted for 

Employee Retention 

The values of unstandardised estimates for Effectiveness of strategies adopted for 

Employee Retention consist of Training and Development [TD], Performance-Based 

Rewards and Recognition [PB], Cross Functional Job Rotation [CF], Flexible Working 

Hours Policy [FW] and Higher Education [HE] as independent variables. Job 

Motivation [JM] and Job Satisfaction [JS] as moderating variables. 
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To estimate the influence of Training and Development [TD], Performance-Based 

Rewards and Recognition [PB], Cross Functional Job Rotation [CF], Flexible Working 

Hours Policy [FW] and Higher Education [HE] with the moderating effects of Job 

Motivation [JM] and Job Satisfaction [JS] on Employee Retention [ER], standardised 

coefficients are taken into consideration.

 

Figure 5.02: STANDARDISED ESTIMATES for Effectiveness of strategies 

adopted for Employee Retention 
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Inference for standardised estimates for Effectiveness of strategies adopted for 

Employee Retention 

TD (.76), PB (.64), CF (.40), FW (.58) and HE (.06) are the standardised estimates 

which indicates Training and Development, Performance-Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy and Higher 

Education respectively.  

 

The highest values of standardised estimates have been observed for TD (.76), PB (.64), 

FW (.58), CF (.40), and HE (.06). JM (.51) and JS (.46) are the standardised estimates 

for Job Motivation [JM] and Job Satisfaction [JS]. The highest values of standardised 

estimates have been observed for JM (.51) and JS (.46). 

 

It can be further revealed from Effectiveness of strategies adopted for Employee 

Retention as follows:  

In the latent variable IV, Training and Development, Performance-Based Rewards and 

Recognition, Flexible Working Hours Policy and Cross Functional Job Rotation are 

highly influential followed by Higher Education. 

In the latent variable MV, Job Motivation is highly influential followed by Job 

Satisfaction. 

 

Interpretation for Model Fit estimates for effectiveness of strategies adopted for 

Employee Retention 

1. Absolute model fit 

Minimum was achieved 

Chi-square = 53.185 

Degrees of freedom = 15 

Probability level = .000 

If the probability level of the is less than 5%, then it can be inferred as the model is fit. 

 

RMSEA (Root Mean Square Error of Approximation) 

The value should be 0.05 to 0.08  

The achieved value is 0.06 which can be considered as a model fit as it is less than 

0.08 
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Goodness of Fit Index (GFI) 

It should be minimum 0.9. The achieved value is .987 which can be considered as a 

model fit. 

 

2. Incremental fit 

Adjusted Goodness-of-Fit Index (AGFI) 

It should be ≥ 0.80. The achieved value through SEM model is 0.969 which indicates 

the perfect fit of the model. 

 

Normalised Fit Index (NFI) 

It should be > 0.90.  The achieved value through SEM model is 0.951 can also be 

considered for the model fit 

 

Comparative Fit Index (CFI) 

It should be > 0.90.  The achieved value through SEM model is 0.964 which indicates 

the perfect fit of the model.  

 

Tucker Lewis Index (TLI) 

It should be ≥ 0.90.  The achieved value through SEM model is 0.932 which is close to 

0.90 indicates the perfect fit of the model.  

 

Incremental Fit Index (IFI) 

It should be > 0.90.  The achieved value through SEM model is 0.964 which indicates 

the perfect fit of the model.  

As per the SEM model, any three model fit estimates indicate the utility of the model.  

 

3. Parsimonious fit 

• Chi –square/d.f < 5 

• d.f stands for degrees of freedom 

• 53.185/15 = 3.546 which indicates the perfect fit of the model 

Hence from all the model estimates like Absolute fit, Incremental fit and Parsimonous 

fit, it can be revealed that SEM model is suitable for predicting the influence of  
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Training and Development, Performance-Based Rewards and Recognition,  Cross 

Functional Job Rotation, Flexible Working Hours Policy and Higher Education with the 

moderating effects of Job Motivation and  Job Satisfaction on Employee Retention. 

 

It can be analysed that Effectiveness of strategies adopted for Employee Retention can 

be summarised as Training and Development as an independent effect and Job 

Motivation as an moderating effect. 

 

Table 5.47: Summary Table of Hypothesis 

Hypothesis Statement Critical level & 

Statistical test Used 

Inference 

Hypothesis 1 

Null Hypothesis 

(H1o): Training and 

Development does not have 

a significant impact on 

enhanced coordination 

between employees leading 

to retention 

 

The critical level or 

level of significance is 

set at 5% (0.05) 

Chi-Square Test 

Reliability Analysis 

Multiple Regression 

Analysis 

Factor Analysis 

Structural Equation 

Modeling [SEM] 

 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected 

Null hypothesis is 

rejected  

Training and 

Development has a 

significant impact on 

enhanced coordination 

between employees 

leading to retention 

Alternative Hypothesis 

(H1A): Training and 

Development has a 

significant impact on 

enhanced coordination 

between employees leading 

to retention 

Hypothesis 2 

Null Hypothesis 

 

(H2o): Performance-Based 

Rewards and Recognition 

The critical level or 

level of significance is 

set at 5% (0.05) 

Spearman Rank 

Correlation 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected 



 
 

 

188 
 

does not have a positive 

influence on employee 

retention 

Reliability Analysis 

Multiple Regression 

Analysis 

Factor Analysis 

Structural Equation 

Modeling [SEM] 

Null hypothesis is 

rejected 

Performance-Based 

Rewards and 

Recognition has a 

positive influence on 

employee retention 

Alternative Hypothesis 

(H2A): Performance-Based 

Rewards and Recognition 

has a positive influence on 

employee retention 

Hypothesis 3 

Null Hypothesis 

(H3o): Cross Functional Job 

Rotation does not reduce 

the work monotony and 

does not have a positive 

relationship for retaining 

employees 

The critical level or 

level of significance is 

set at 5% (0.05) 

 

Chi-Square Test 

Reliability Analysis 

Multiple Regression 

Analysis 

Factor Analysis 

Structural Equation 

Modeling [SEM] 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected 

Null hypothesis is 

rejected 

Cross Functional Job 

Rotation reduces work 

monotony and has a 

positive relationship 

with retaining 

employees 

Alternative Hypothesis 

(H3A): Cross Functional 

Job Rotation reduces work 

monotony and has a 

positive relationship with 

retaining employees 

Hypothesis 4 

Null Hypothesis 

(H4o): Flexible Working 

Hours Policy does not 

enhance the overall job 

satisfaction among 

employees in the 

organisation and does not 

lead to employee retention 

The critical level or 

level of significance is 

set at 5% (0.05) 

Chi-Square Test  

Reliability Analysis 

Multiple Regression 

Analysis 

Factor Analysis 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected 

Null hypothesis is 

rejected 

Flexible Working 

Hours Policy enhances 
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Alternative Hypothesis 

(H4A): Flexible Working 

Hours Policy enhances the 

overall job satisfaction 

among employees in the 

organisation and leads to 

employee retention  

 

Structural Equation 

Modeling [SEM] 

the overall job 

satisfaction among 

employees in the 

organisation and leads 

to employee retention 

Hypothesis 5 

Null Hypothesis 

(H5o): Organisations 

encouraging employees to 

pursue Higher Education do 

not have a positive impact 

on retention 

 

 

 

The critical level or 

level of significance is 

set at 5% (0.05) 

 

Spearman Rank 

Correlation 

Reliability Analysis 

Multiple Regression 

Analysis 

Factor Analysis 

Structural Equation 

Modeling [SEM] 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected 

Null hypothesis is 

rejected 

Organisations 

encouraging 

employees to pursue 

Higher Education has a 

positive impact on 

retention 

 

Alternative Hypothesis 

(H5A): Organisations 

encouraging employees to 

pursue Higher Education 

has a positive impact on 

retention 

 

Hypothesis 6 

Null Hypothesis 

(H6o): Job Motivation does 

not moderate the influence 

of employee retention 

strategies (Training and 

Development, Performance 

The critical level or 

level of significance is 

set at 5% (0.05) 

 

Spearman Rank 

Correlation 

Reliability Analysis 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected 

Null hypothesis is 

rejected 
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Based Rewards and 

Recognition, Cross 

Functional Job Rotation, 

Flexible Working Hours 

Policy, and Higher 

Education) on employee 

retention in the organised 

apparel retail sector 

 

Multiple Regression 

Analysis 

Factor Analysis 

Structural Equation 

Modeling [SEM] 

Job Motivation 

moderates the 

influence of employee 

retention strategies 

(Training and 

Development, 

Performance Based 

Rewards and 

Recognition, Cross 

Functional Job 

Rotation, Flexible 

Working Hours Policy, 

and Higher Education) 

on employee retention 

in the organised 

apparel retail sector 

Alternative Hypothesis 

(H6A): Job Motivation 

moderates the influence of 

employee retention 

strategies (Training and 

Development, Performance 

Based Rewards and 

Recognition, Cross 

Functional Job Rotation, 

Flexible Working Hours 

Policy, and Higher 

Education) on employee 

retention in the organised 

apparel retail sector 

 

Hypothesis 7 

Null Hypothesis 

(H7o): Job Satisfaction does 

not moderate the influence 

of employee retention 

strategies (Training and 

Development, Performance 

Based Rewards and 

The critical level or 

level of significance is 

set at 5% (0.05) 

 

Spearman Rank 

Correlation  

Reliability Analysis 

 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected 

Null hypothesis is 

rejected 
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Recognition, Cross 

Functional Job Rotation, 

Flexible Working Hours 

Policy, and Higher 

Education) on employee 

retention in the organised 

apparel retail sector 

 

Multiple Regression 

Analysis 

 

Factor Analysis 

Structural Equation 

Modeling [SEM] 

 

 

Job Satisfaction 

moderates the 

influence of employee 

retention strategies 

(Training and 

Development, 

Performance Based 

Rewards and 

Recognition, Cross 

Functional Job 

Rotation, Flexible 

Working Hours Policy, 

and Higher Education) 

on employee retention 

in the organised 

apparel retail sector.  

Alternative Hypothesis 

(H7A): Job Satisfaction 

moderates the influence of 

employee retention 

strategies (Training and 

Development, Performance 

Based Rewards and 

Recognition, Cross 

Functional Job Rotation, 

Flexible Working Hours 

Policy, and Higher 

Education) on employee 

retention in the organised 

apparel retail sector. 

 

 

 

 

 

 

 

 

 



Chapter 6 

Findings 
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Chapter 6: Findings 

6.1 Introduction 

The current study focused on employees in the organised apparel retail sector which 

included both male and female employees working in this sector, with minimum 12th 

std passing as educational qualification and three years of experience in the organised 

apparel retail sector. 

 

The research depicted that out of 1004 respondents, 305(30.38%) of the respondents 

have been working in the current organisation for Less than 12 months, 349(34.76%) 

as Between 1–2 years and 350(34.86%) as More than 2 years. It shows that majority of 

the respondents have been working in the current organisation for More than 2 years. 

 

The study investigates the factors influencing employee retention through data 

collected from 1,004 respondents. The analysis spans multiple dimensions, such as 

tenure, training and development, performance-based rewards and recognition, cross 

functional job rotation, flexible working hours policy, higher education, and job 

motivational and job satisfaction factors, supported by statistical and factor analyses.  

 

6.2 Elaboration of the Findings 

1. Employee Tenure 

The employee tenure data revealed that 34.86% of respondents had been with their 

organisation for more than two years, and another 34.76% had worked between 1–2 

years. The remaining 30.38% had been employed for less than a year. While the 

majority’s tenure beyond a year reflects stable retention efforts, the notable proportion 

of employees with under a year of service suggests challenges in integrating and 

engaging newer employees.  

These insights call for targeted onboarding and early engagement strategies. 

 

2. Training and Development 

Training programs emerged as a pivotal employee retention strategy, but their 

accessibility was limited. A majority (56.67%) of respondents reported attending fewer 

than five training programs since joining. The study found that interactive and 
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collaborative activities like management games, role plays, and team-building sessions 

were highly impactful, enhancing coordination among peers and reducing stress. 

Additionally, these training and development efforts fostered workplace engagement 

and improved job satisfaction.  

However, the lack of frequent or diverse training and development opportunities 

indicated an area for improvement, with organisations encouraged to expand 

developmental offerings tailored as per the employee needs. 

 

3. Performance-Based Rewards and Recognition 

Performance-based rewards and recognition were widely acknowledged (96.51%) 

across organisations, yet only 48.21% of respondents expressed satisfaction with them. 

Employees placed value on tangible rewards like salary increments, certificates of 

appreciation, and recognition at events. These factors positively influenced employee 

retention by instilling a sense of fairness and acknowledgment. The dissatisfaction, 

however, highlights a gap in the alignment between employee expectations and the 

rewards provided.  

Transparent and consistent reward and recognition mechanisms are critical to 

addressing this disconnect and enhancing motivation. 

 

4. Cross-Functional Job Rotation 

Cross-functional job rotation was implemented by 94.22% of respondents’ 

organisations, with mixed results. While the practice increased employee engagement, 

career exposure, and coordination, only 43.13% of employees recognised its direct 

benefits, while 51.29% perceived no advantage. The study emphasised the need for 

better communication about the purpose and long-term benefits of cross functional job 

rotation programs to maximise their perceived value.  

Effective design and execution of such initiatives could further reduce monotony and 

foster professional growth, thereby enhancing employee retention. 

 

5. Flexible Working Hours Policy 

Flexible working hours policy emerged as a significant driver of employee retention, 

with 50.90% of respondents indicating their availability. Employees valued flexibility 
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primarily during weekdays (62.55%), as it allowed them to manage personal tasks, 

reduce commuting stress, and spend quality time with family and friends. Flexible work 

policies demonstrated the organisation’s commitment to employee well-being, which 

positively influenced loyalty and job satisfaction.  

Enhancing the scope and communication of such policies could further strengthen 

retention efforts. 

 

6. Support for Higher Education 

Support for pursuing higher education was lacking, with 53.19% of respondents 

indicating that their organisations did not encourage or provide resources for 

educational advancement. Among those who received support, factors like fee 

reimbursement, subsidised loans, and time flexibility were identified as key motivators 

for loyalty. Notably, 39.04% of respondents were not sure about the role of higher 

education in their career growth, highlighting a potential gap in awareness.  

By positioning themselves as long-term career partners and offering structured 

educational support, organisations could inspire greater commitment. 

 

7. Job Motivation and Job Satisfaction 

The study underscored the moderating roles of job motivation and job satisfaction in 

employee retention. Employees were driven by growth opportunities with a WAM of 

4.07, a positive workplace culture with a WAM of 3.79, and rewards for their efforts. 

Job satisfaction stemmed from alignment with personal values with a WAM of 3.72, 

pride in their workplace culture, and recognition. Together, these factors enhanced the 

effectiveness of retention strategies, reducing the likelihood of turnover. 

 

8. Insights from Statistical and Factor Analyses 

Statistical validation, including Chi-Square and Spearman Correlation tests, confirmed 

the significant positive influence of training and development, performance-based 

rewards and recognition, cross functional job rotation, flexible working hours policy, 

and higher education on employee retention.  
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Factor analysis categorised these variables into actionable components: 

a. Training and Development: Split into "Job Rotation Factors" (e.g., coordination) 

and  

"Confidence and Communication Factors." 

b. Performance-based Rewards and Recognition: Divided into "Cash Rewards" and   

"Salary Increments." 

c. Cross Functional Job Rotation: Highlighted "Job Rotation" and "Career 

Experience." 

d. Flexible Working Hours Policy: Focused on "Work-Life Balance" and 

"Administrative  

       Convenience." 

e. Higher Education: Emphasised "Time Flexibility" and "Loyalty." 

These insights provide a roadmap for organisations to design multifaceted strategies 

tailored to their workforce. 

 

The findings demonstrate that employee retention is influenced by a synergy of factors, 

including professional development, fair performance-based rewards and recognition, 

workplace flexibility, and growth opportunities. While many existing strategies have 

proven effective, gaps remain in their design, communication, and implementation. 

Organisations must address these gaps by enhancing training and development 

accessibility, aligning performance-based rewards and recognition with expectations, 

and expanding supportive policies for education and flexibility.  

 

By doing so, organisations in the organised apparel retail sector can cultivate a more 

committed and engaged workforce, ultimately reducing turnover and fostering long-

term loyalty.  The research depicted that out of 1004 respondents, 569(56.67%) of the 

respondents attended number of Training Programs since their joining as Less than 5, 

232(23.11%) as 6-10, 140(13.94%) as 11-15 and 63(6.27%) as More than 15. It shows 

the majority of the respondents attended number of Training Programs since their 

joining as Less than 5. 
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The research depicted that out of 1004 respondents, 35(3.49%) of the respondents stated 

that their organisation have a performance-based rewards and recognition program as 

No and 969(96.51%) as Yes. It shows that majority of the respondents state that their 

organisation have a performance-based rewards and recognition program as Yes. 

                          

The research indicated that out of 1004 respondents, 520(51.79%) of the respondents 

stated that they are not satisfied with the performance-based rewards and recognition 

program, and 484(48.21%) stated as Yes, indicating they are satisfied with the 

performance-based rewards and recognition program. It shows that the majority of the 

respondents are not satisfied with the performance-based rewards and recognition 

program. 

 

The research indicated that out of 1004 respondents, 58(5.78%) of the respondents 

stated about undertaking cross functional job rotation in the current/past organisation 

as No and 946(94.22%) as Yes. It shows that the majority of the respondents opinion 

about undertaking cross functional job rotation in the current/past organisation as Yes. 

 

The research indicated that out of 1004 respondents, 515(51.29%) of the respondents 

opinion about benefits from cross functional job rotation in your current/past role as 

No, 433(43.13%) as Yes and Not Sure as 56(5.53%). It shows the majority of the 

respondents opinion about benefits from cross functional job rotation in your 

current/past role as No. 

 

The research indicated that out of 1004 respondents, 493(49.10%) of the respondents 

opinion about organisation provide them with a flexible working hours policy as No 

and 511(50.90%) as Yes. It shows the majority of the respondents opinion about 

organisation provide them with a flexible working hours policy as Yes. 

                    

The research indicated that out of 1004 respondents, 628(62.55%) of the respondents 

opinion about avail the benefit of flexible working hours as During Weekdays, 

131(13.05%) as During Weekends, 140(13.94%) as Both and 105(10.46%) as Not 
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Applicable. It shows the majority of the respondents opinion to avail the benefit of 

flexible working hours as During Weekdays. 

                                     

The research indicated that out of 1004 respondents, 534(53.19%) of the respondents 

opinion about organisation encourage or provide support for pursuing higher education 

as No and 470(46.81%) as Yes. It shows the majority of the respondents opinion about 

organisation encourage or provide support for pursuing higher education as No. 

 

The research indicated that out of 1004 respondents, 311(30.98%) of the respondents 

opinion about pursuing higher education helps you grow in the current work profile as 

No, 301(29.98%) as Yes and as 392(39.04%) as Not Sure. It shows the majority of the 

respondents opinion about pursuing higher education helps you grow in the current 

work profile as Not Sure. 

 

6.3 Weighted Average Mean  

1) Training & Development 

The highest weighted average mean has been observed for I feel management games 

have enhanced coordination among my peers/colleagues as 3.92, I feel job rotation has 

enhanced coordination among my peers/colleagues as 3.9 and I feel managerial training 

has enhanced coordination among my peers/colleagues as 3.83. 

 

From the above weighted average mean, Training & Development can be summarised 

as I feel management games have enhanced coordination among my peers/colleagues, 

I feel job rotation has enhanced coordination among my peers/colleagues and I feel 

managerial training has enhanced coordination among my peers/colleagues. 

 

2) Performance Based Rewards and Recognition 

The highest weighted average mean has been observed for My organisation provides 

salary increments/grade hikes as a reward for better performance as 4.01, My 

organisation provides certificate of appreciation as a recognition for better performance 

as 3.82 and I am motivated to stay with the organisation when rewarded and recognised 

based on my performance as 3.76. 
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From the above weighted average mean, Performance Based Rewards and Recognition 

can be summarised as My organisation provides salary increments/grade hikes as a 

reward for better performance, My organisation provides certificate of appreciation as 

a recognition for better performance, and I am motivated to stay with the organisation 

when rewarded and recognised based on my performance. 

 

3) Cross Functional Job Rotation 

The highest weighted average mean have been observed for I feel more committed to 

my organisation because it provides diverse career experiences through cross functional 

job rotation  as 3.86,  I feel exposure to different roles and responsibilities encourages 

me to stay with the organisation as 3.82 and I feel that cross functional job rotation 

leads to increased engagement and excitement, encouraging me to stay with the 

organisation as 3.78. 

 

From the above weighted average mean, Cross Functional Job Rotation can be 

summarised as I feel more committed to my organisation because it provides diverse 

career experiences through cross functional job rotation, I feel exposure to different 

roles and responsibilities encourages me to stay with the organisation and I feel that 

cross functional job rotation leads to increased engagement and excitement, 

encouraging me to stay with the organisation. 

 

4)  Flexible Working Hours Policy 

The highest weighted average mean has been observed for I feel flexible working hours 

are beneficial because I have time for family & friends as 3.86, I feel flexible working 

hour policy demonstrates the organisation's commitment to my wellbeing, enhancing 

my willingness to stay as 3.76 and I feel that flexibility in work hours positively 

enhances my willingness to stay as 3.67. 

From the above weighted average mean, Flexible working hours policy can be 

summarised as I feel flexible working hours are beneficial because I have time for 

family & friends, I feel flexible working hour policy demonstrates the organisation's 
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commitment to my wellbeing, enhancing my willingness to stay and I feel that 

flexibility in work hours positively enhances my willingness to stay. 

 

5)  Higher Education 

The highest weighted average mean has been observed for I am inspired to stay because 

of the organisation investing in for pursuing higher education as 4.11, Time flexibility 

to attend lectures along with the job as 3.88, Tie up with educational institutes as 3.75 

and I feel more loyal and committed to the organisation because of the support provided 

for pursuing higher education as 3.75. 

 

From the above weighted average mean, Higher education can be summarised as I am 

inspired to stay because of the organisation investing in for pursuing higher education, 

Time flexibility to attend lectures along with the job, Tie up with educational institutes 

and I feel more loyal and committed to the organisation because of the support provided 

for pursuing higher education. 

 

6) Employee Retention 

The highest weighted average mean have been observed for My decision to stay in the 

organisation is dependent on the implementation of the above facilities by the 

organisation as 3.61, I believe cross functional job rotation reduces the work monotony 

and encourages me to continue working as 3.59 and I want to continue working in the 

organisation if performance-based rewards and recognition are provided as 3.52. 

 

From the above weighted average mean, Employee Retention can be summarised as 

My decision to stay in the organisation is dependent on the implementation of the above 

facilities by the organisation, I believe cross functional job rotation reduces the work 

monotony and encourages me to continue working and I want to continue working in 

the organisation if performance-based rewards and recognition are provided. 

 

7) Job Motivation 

The highest weighted average mean have been observed for I am driven to stay with 

the organisation because of the growth opportunities offered to me  as 4.07,  I feel 
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motivated by the positive workplace culture and values, which strengthens my desire 

to stay in the organisation as 3.79, I am motivated by the rewards and recognition which 

I receive, that enhances my commitment to stay with the organisation as 3.50 and I feel 

motivated by the support given by the peers/colleagues which encourages me to stay in 

the organisation as 3.50. 

 

From the above weighted average mean, Job Motivation can be summarised as I am 

driven to stay with the organisation because of the growth opportunities offered to me,  

I feel motivated by the positive workplace culture and values, which strengthens my 

desire to stay in the organisation, I am motivated by the rewards and recognition which 

I receive, that enhances my commitment to stay with the organisation and I feel 

motivated by the support given by the peers/colleagues which encourages me to stay in 

the organisation. 

 

8)  Job Satisfaction 

The highest weighted average mean have been observed for I feel satisfied since my 

job is aligned with my personal values and makes me stay with the organisation  as 

3.72,  I feel a sense of satisfaction, pride, and loyalty to the organisation due to its 

positive workplace culture influencing my decision to stay as 3.49 and I feel fulfilled 

and satisfied with the work I do, which makes me to stay with the organisation as 3.43. 

 

From the above weighted average mean, Job Satisfaction can be summarised as I feel 

satisfied since my job is aligned with my personal values and makes me stay with the 

organisation, I feel a sense of satisfaction, pride, and loyalty to the organisation due to 

its positive workplace culture influencing my decision to stay and I feel fulfilled and 

satisfied with the work I do, which makes me to stay with the organisation. 

 

6.4 Inferential Analysis                                  

1) Reliability Analysis for Employee Retention in the Organised Apparel Retail Sector 

Reliability analysis is an effective instrument for testing the internal consistency among 

the research variables included in the research process. It places more significance in 

maintaining and developing an upper limit on its validity. A measurement that lacks 
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reliability will also lack validity. If the scale of reliability is close to 1, then it can be 

concluded that the variables have high internal consistency and hence they are suitable 

for conducting factor analysis.  

 

Table 6.01: Summary of Reliability Statistics for Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, 

Flexible Working Hours Policy, Higher Education, Job Motivation and Job 

Satisfaction to determine Employee Retention in Organised Apparel Retail 

Sector 

Variables Cronbach’s Alpha (α) 

Training and Development 0.872 

Performance-Based Rewards and 

Recognition  

0.858 

Cross Functional Job Rotation  0.845 

Flexible Working Hours Policy  0.847 

Higher Education  0.824 

Job Motivation  0.842 

Job Satisfaction  0.851 

Employee Retention 0.839 

 

Conclusion 

Based on the summary of reliability, it can be inferred that the value of Cronbach’s 

Alpha (α) found to be more than 0.8 which shows the internal consistency for all the 

variables included in the research consisting of Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, Higher Education, Job Motivation and Job Satisfaction to 

determine Employee Retention in the Organised Apparel Retail Sector. 

 

2) Test of Validity for Employee Retention in the Organised Apparel Retail Sector 

In the present study, Multiple Regression Analysis of [Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, Higher Education, Job Motivation and Job Satisfaction to 
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determine Employee Retention has been tested as a tool of validity. Collinearity has 

been used an inbuilt measure to determine the effect of independent variables called as 

predictors on dependent variable called as criterion.                                                          

 

Table 6.02: Standardised and Unstandardised Regression Coefficients 

Variables 
 

“Unstand

ardised  

Coefficie

nts” 

“Standard

ised 

 

Coefficie

nts” 

T 
 

Sig. 
 

  

B 

Beta 

Toleran

ce 

VIF  

(Constant

) 

13.935 5.869 .000   

Training 

and 

Develop

ment   

.079 .146 4.003 .000 .689 1.125 

Performa

nce-

Based 

Rewards 

and 

Recogniti

on 

.158 .136 3.039 .003 .591 1.691 

Cross 

Functiona

l Job 

Rotation 

-.197 .241 6.793 .000 .741 1.062 

Flexible 

Working 

.098 .121 2.517 .012 .511 1.958 
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Hours 

Policy 

Higher 

Education 

.363 .290 6.419 .000 .581 1.720 

Job 

Motivatio

n 

.140 .248 5.517 .000 .588 1.701 

Job 

Satisfacti

on 

.066 .063 1.353 .037 .542 1.845 

 

 

Inference: 

The significance levels less than 5% indicate that null hypothesis can be rejected. It can 

be inferred that independent variables [Training and Development, Performance-Based 

Rewards and Recognition, Cross Functional Job Rotation, Flexible Working Hours 

Policy, Higher Education, Job Motivation and Job Satisfaction] are influential to 

determine Employee Retention. The tolerance of more than 5% and Variance Inflation 

Factor (VIF) less than 10 indicates that the effect of independent variables on dependent 

variable can be determined effectively. VIF is a measure of multicollinearity in the set 

of multiple regression variables. When VIF less than 10, It can be further revealed as 

there is no multicollinearity.  

 

6.5 Hypothesis Testing 

Hypothesis 1 

The hypothesis testing using Chi-Square test revealed significance level less than 5% 

to reject the null hypothesis. It can be inferred that Training and Development has a 

significant impact on enhanced coordination between employees leading to retention. 

The highest value of Chi-Square value has been observed for I feel role plays have 

enhanced coordination among my peers/colleagues as 1194.038. The second highest 

value has been observed for I feel there has been stress reduction after attending the 

training(s) as 774.038. The third highest value of Chi Square has been observed for I 
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feel management games have enhanced coordination among my peers/colleagues as 

613.46.       

 

It can be further analysed that Training and Development has a significant impact on 

enhanced coordination between employees leading to retention have been summarised 

as role plays have enhanced coordination among my peers/colleagues, I feel there has 

been stress reduction after attending the training(s) and I feel management games have 

enhanced coordination among my peers/colleagues. 

 

Hypothesis 2 

The hypothesis testing using Spearman Rank Correlation highlighted significance level 

less than 5% to reject the null hypothesis. It can be revealed that Performance-Based 

Rewards and Recognition has a positive influence on employee retention. The value of 

rs [Spearman Rank Correlation] found to be between (>0.5 to 0.74) for Performance-

Based Rewards and Recognition and employee retention.  

 

It can be further analysed that the value of rs found to be 0.626. It indicates that there is 

a positive moderate association of Performance-Based Rewards and Recognition on 

employee retention. 

 

Hypothesis 3 

The hypothesis testing using Chi-Square test revealed significance level less than 5% 

to reject the null hypothesis. It can be inferred that Cross Functional Job Rotation 

reduces work monotony and has a positive relationship with retaining employees. The 

highest value of Chi-Square value has been observed for I feel more committed to my 

organisation because it provides diverse career experiences through cross functional job 

rotation as 538.062. The second highest value has been observed for I feel that cross 

functional job rotation leads to increased engagement and excitement, encouraging me 

to stay with the organisation as 512.066. The third highest value of Chi Square has been 

observed for I feel exposure to different roles and responsibilities encourages me to stay 

with the organisation.as 394.267.       
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It can be further analysed that Cross Functional Job Rotation reduces work monotony 

and has a positive relationship with retaining employees have been summarised as I 

feel more committed to my organisation because it provides diverse career experiences 

through cross functional job rotation, I feel that cross functional job rotation leads to 

increased engagement and excitement, encouraging me to stay with the organisation 

and I feel exposure to different roles and responsibilities encourages me to stay with 

the organisation. 

 

Hypothesis 4 

The hypothesis testing using Chi-Square test revealed significance level less than 5% 

to reject the null hypothesis. It can be inferred that the Flexible Working Hours Policy 

enhances overall job satisfaction among employees in the organisation and leads to 

employee retention. The highest value of Chi-Square value has been observed for I feel 

that flexibility in work hours positively enhances my willingness to stay as 586.767. 

The second highest value has been observed for I feel flexible working hours are 

beneficial because I have time for family & friends as 528.002. The third highest value 

of Chi Square has been observed for I feel flexible working hour policy demonstrates 

the organisation's commitment to my wellbeing, enhancing my willingness to stay as 

419.855.       

 

It can be further analysed that Flexible Working Hours Policy enhances the overall job 

satisfaction among employees in the organisation and leads to employee retention have 

been summarised as I feel that flexibility in work hours positively enhances my 

willingness to stay, I feel flexible working hours are beneficial because I have time for 

family & friends and I feel flexible working hour policy demonstrates the organisation's 

commitment to my wellbeing, enhancing my willingness to stay. 

 

Hypothesis 5 

The hypothesis testing using Spearman Rank Correlation highlighted significance level 

less than 5% to reject the null hypothesis.  It can be revealed that Organisations 

encouraging employees to pursue Higher Education has a positive impact on retention. 
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The value of rs [Spearman Rank Correlation] found to be between (>0.5 to 0.74) for 

Higher Education and employee retention.  

 

It can be further analysed that the value of rs found to be 0.551. It indicates that there is 

a positive moderate association of Higher Education and employee retention. 

 

Hypothesis 6 

The hypothesis testing using Spearman Rank Correlation highlighted significance level 

less than 5% to reject the null hypothesis.  It can be revealed that Job Motivation 

moderates the influence of employee retention strategies (Training and Development, 

Performance Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, and Higher Education) on employee retention in the organised 

apparel retail sector. The value of rs [Spearman Rank Correlation] found to be between 

(>0.5 to 0.74) for Job Motivation on employee retention in the organised apparel retail 

sector.  

 

It can be further analysed that the value of rs found to be 0.541. It indicates that there is 

a positive moderate association of Job Motivation on employee retention in the 

organised apparel retail sector. 

 

Hypothesis 7 

The hypothesis testing using Spearman Rank Correlation highlighted significance level 

less than 5% to reject the null hypothesis.  It can be revealed that Job Satisfaction 

moderates the influence of employee retention strategies (Training and Development, 

Performance Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, and Higher Education) on employee retention in the organised 

apparel retail sector. The value of rs [Spearman Rank Correlation] found to be between 

(>0.5 to 0.74) for Job Satisfaction on employee retention in the organised apparel retail 

sector.  
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It can be further analysed that the value of rs found to be 0.513. It indicates that there is 

a positive moderate association of Job Satisfaction on employee retention in the 

organised apparel retail sector. 

 

6.6 Factor Analysis 

1) Factor Analysis to determine Training and Development 

Factor Analysis has been used to classify the components of Training and Development. 

By using Factor Analysis, we can summarise the components to determine Training and 

Development. 

 

Factor Analysis to determine Training and Development classified two factors as 

follows: 

Factor 1: 

• I feel job rotation has enhanced coordination among my peers/colleagues. 

• I feel soft skill training has enhanced coordination among my peers/colleagues. 

• I feel role plays have enhanced coordination among my peers/colleagues. 

• My organisation provides on the job training. 

• I feel managerial training has enhanced coordination among my peers/colleagues. 

• I feel team building training has enhanced coordination among my peers/colleagues. 

• My organisation provides off the job training. 

• I feel job instruction training has enhanced coordination among my peers/colleagues. 

• My organisation provides both (on the job and off the job) training. 

• I feel mentoring/hand holding has enhanced coordination among  my 

peers/colleagues. 

• I feel management games have enhanced coordination among my peers/colleagues. 

 

Factor 2 

• I feel my confidence and communication skills have improved after attending the 

training(s). 

• I feel there has been an increase in job stability after attending the training(s). 

• I feel the training(s) have prepared me for future career growth within the 

organisation. 
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• I feel there has been lower absenteeism after attending the training(s). 

• I feel valued and engaged when provided with training opportunities. 

• I feel there is an improvement in grievance handling after attending the training(s). 

• I believe that training positively influences my job satisfaction and willingness to 

continue working. 

• I feel there has been stress reduction after attending the training(s). 

• I feel my performance has improved after attending the training(s). 

• I am more likely to stay with the organisation if my skills are continuously improving 

through regular training. 

 

The factors are renamed to determine Training and Development as follows: 

Factor 1 – Job Rotation Factors 

Factor 2 – Confidence and Communication Factors 

 

From the Factor analysis it states that Job Rotation Factors and Confidence and 

Communication Factors are highly significant in contributing to determine Training and 

Development.    

 

2) Factor Analysis to determine Performance Based Rewards and Recognition 

Factor Analysis has been used to classify the components Performance Based Rewards 

and Recognition. By using Factor Analysis, we can summarise the components 

determine Performance Based Rewards and Recognition. 

Factor Analysis to determine Performance Based Rewards and Recognition classified 

two factors as follows: 

Factor 1: 

• My organisation provides cash reward for better performance. 

• My organisation provides poster recognition for better performance. 

• My organisation provides invitation to key corporate events as a recognition for 

better performance. 

• My organisation provides certificate of appreciation as a recognition for better 

performance. 
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• My organisation provides gift cards/discount vouchers as a reward for better 

performance. 

 

Factor 2 

• My organisation provides salary increments/grade hikes as a reward for better 

performance. 

• I am motivated to stay with the organisation when rewarded and recognised based 

on my performance. 

• I feel that the performance-based rewards and recognition positively influences my 

choice to stay in the organisation. 

• I believe that fair and transparent performance-based rewards and recognition 

contributes to employee retention. 

• I feel more valued when my efforts are linked to rewards and recognition, which 

positively influences my decision to stay in the organisation. 

 

The factors are renamed determine Performance Based Rewards and Recognition as 

follows: 

Factor 1 – Cash Reward Factors 

Factor 2 – Salary Increments/Grade Hike Factors 

 

From the Factor analysis it states that Cash Reward Factors and Salary 

Increments/Grade Hike Factors are highly significant in contributing to determine 

Performance Based Rewards and Recognition. 

 

3) Factor Analysis for Cross functional Job Rotation 

Factor Analysis has been used to classify the components for Cross functional Job 

Rotation. By using Factor Analysis, we can summarise the components for Cross 

functional Job Rotation. 
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Factor Analysis to determine Cross functional Job Rotation classified two factors as 

follows: 

 

Factor 1: 

• I feel adoption of cross functional job rotation leads to better peer/colleagues 

relationship. 

• I feel adoption of cross functional job rotation leads to increase in recognition. 

• I feel adoption of cross functional job rotation leads to higher 

compensation/incentives. 

• I feel adoption of cross functional job rotation leads to increase in job security. 

• I feel exposure to different roles and responsibilities encourages me to stay with the 

organisation. 

 

Factor 2 

• I feel more committed to my organisation because it provides diverse career 

experiences through cross functional job rotation. 

• I feel more committed to the organisation post cross functional job rotation, as it 

promotes knowledge sharing and collaboration across departments. 

• I am more likely to remain with the organisation if I can explore different areas of 

the organisation. 

• I feel that cross functional job rotation leads to increased engagement and 

excitement, encouraging me to stay with the organisation. 

The factors are renamed for Cross functional Job Rotation as follows: 

Factor 1 – Job Rotation Factors 

Factor 2 – Career Experiences Factors 

 

From the Factor analysis it states that Job Rotation Factors and Career Experiences 

Factors are highly significant in contributing for Cross functional Job Rotation. 
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4) Factor Analysis for Flexible Working Hours Policy 

Factor Analysis has been used to classify the components for Flexible working hours 

policy. By using Factor Analysis, we can summarise the components for Flexible 

working hours policy. 

 

Factor Analysis for Flexible working hours policy classified two factors as follows: 

Factor 1: 

• I feel flexible working hours are beneficial because I can complete 

banking/government/ medical tasks. 

• I feel flexible working hours are beneficial because I can pursue higher education. 

• I feel flexible working hours are beneficial because I can manage daily chores 

effectively. 

• I feel that flexible working hours are beneficial because I face less traffic and reduced 

worries about safety during travel. 

• I feel flexible working hours are beneficial because I have time for family & friends. 

 

Factor 2 

• I think flexible work hours contribute to a better work-life balance, increasing my 

willingness to stay. 

• I value the freedom to adjust my work hours according to my personal needs and 

preferences, enhancing my willingness to stay. 

• I feel that flexibility in work hours positively enhances my willingness to stay. 

• I feel flexible working hour policy demonstrates the organisation's commitment to 

my wellbeing, enhancing my willingness to stay 

 

The factors are renamed for Flexible working hours policy as follows: 

Factor 1 – Banking/Government/ Medical Tasks Factors 

Factor 2 – Work-Life Balance Factors 

 

From the Factor analysis it states that Banking/Government/ Medical Tasks Factors and 

Work-Life Balance Factors are highly significant in contributing for Flexible working 

hours policy. 
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5) Factor Analysis for Higher Education 

Factor Analysis has been used to classify the components for Higher education. By 

using Factor Analysis, we can summarise the components for Higher education. 

 

Factor Analysis for Higher education classified two factors as follows: 

Factor 1: 

• Time flexibility to attend lectures along with the job. 

• Subsidised education loan facility. 

• Reimbursement of fees. 

• Tie up with educational institutes.  

 

Factor 2 

• I feel more loyal and committed to the organisation because of the support provided 

for pursuing higher education. 

• Leaves for examinations. 

• I will stay in the organisation that encourages me to pursue my higher education. I 

will continue to stay in the organisation that provides opportunities for pursuing higher 

education. 

• I feel more loyal and committed to the organisation because of the support provided 

for pursuing higher education. 

• I am inspired to stay because of the organisation investing in for pursuing higher 

education. 

 

The factors are renamed for Higher education factors: 

Factor 1 – Time flexibility Factors 

Factor 2 – Loyal Factors 

From the Factor analysis it states that Time flexibility Factors and Loyal Factors are 

highly significant in contributing for Higher education. 

 

 

 

 



 
 

 

213 
 

6) Factor Analysis for Employee Retention 

Factor Analysis has been used to classify the components for Employee Retention. By 

using Factor Analysis, we can summarise the components for Employee Retention. 

Factor Analysis for Employee Retention classified two factors as follows: 

Factor 1: 

• I think training and development leads to an increase in coordination between 

employees leading to retention. 

• I believe cross functional job rotation reduces the work monotony and encourages 

me to continue working. 

• I want to continue working in the organisation if performance-based rewards and 

recognition are provided. 

 

Factor 2 

• I feel satisfied and will continue to work if my organisation adopts flexible working 

hours policy. 

• My decision to stay in the organisation is dependent on the implementation of the 

above facilities by the organisation. 

• I am willing to continue working if provided with an opportunity for pursuing higher 

education by the organisation. 

 

The factors are renamed for Employee Retention: 

Factor 1 – Coordination Factors 

Factor 2 – Flexible Working Hours Factors 

 

From the Factor analysis it states that Coordination Factors and Flexible Working Hours 

are highly significant in contributing to for Employee Retention. 

 

7) Factor Analysis for Job Motivation 

Factor Analysis has been used to classify the components for Job Motivation. By using 

Factor Analysis, we can summarise the components for Job Motivation. 

 

Factor Analysis for Job Motivation classified two factors as follows: 
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Factor 1: 

• I am driven to stay with the organisation because of the growth opportunities offered 

to me. 

• I feel motivated by the positive workplace culture and values, which strengthens my 

desire to stay in the organisation. 

• I am motivated by the rewards and recognition which I receive, that enhances my 

commitment to stay with the organisation. 

 

Factor 2 

• I feel motivated by the support given by the peers/colleagues which encourages me to 

stay in the organisation. 

• I feel highly motivated in my current role, which positively influences my decision to 

stay with the organisation. 

 

The factors are renamed for Job Motivation: 

Factor 1 – Positive Workplace Culture and Values Factors 

Factor 2 – Peers/Colleagues Factors 

 

From the Factor analysis it states that Positive Workplace Culture and Values Factors 

and Peers/Colleagues Factors are highly significant in contributing to for Job 

Motivation. 

 

8) Factor Analysis for Job Satisfaction 

Factor Analysis has been used to classify the components for Job Satisfaction. By using 

Factor Analysis, we can summarise the components for Job Satisfaction. 

Factor Analysis for Job Satisfaction classified two factors as follows: 

 

Factor 1: 

• I believe my job provides me with opportunities for growth and advancement, 

enhancing my commitment to the organisation. 

• I am satisfied with the level of recognition and appreciation I receive for my 

contributions at work. 



 
 

 

215 
 

• I feel satisfied since my job is aligned with my personal values and makes me stay 

with the organisation. 

 

Factor 2 

• I feel fulfilled and satisfied with the work I do, which makes me to stay with the 

organisation. 

• I feel a sense of satisfaction, pride, and loyalty to the organisation due to its positive 

workplace culture influencing my decision to stay. 

 

The factors are renamed for Job Satisfaction: 

Factor 1 – Growth and Advancement Factors 

Factor 2 – Fulfilled Factors 

 

From the Factor analysis it states that Growth and Advancement Factors and Fulfilled 

Factors are highly significant in contributing to for Job Satisfaction. 

 

Table 6.03: Summary Table of Factor Analysis for Employee Retention in 

Organised Apparel Retail Sector 

Item Description Factor 1 Factor 2 

Training and 

Development 

Job Rotation Factors  Confidence and 

Communication Factors 

Performance Based 

Rewards and Recognition 

Cash Reward Factors  Salary Increments/Grade 

Hike Factors 

Cross functional Job 

Rotation 

Job Rotation Factors  Career Experiences 

Factors 

Flexible working hours 

policy 

Banking/Government/ 

Medical Tasks Factors  

Work-Life Balance 

Factors 

Higher education Time flexibility Factors  Loyal Factors 

Employee Retention Coordination Factors  Flexible Working Hours 

Job Motivation Positive Workplace Culture 

and Values Factors  

Peers/Colleagues Factors 

Job Satisfaction Growth and Advancement 

Factors  

Fulfilled Factors 
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6.7 Structural Equation Modeling (SEM) for Effectiveness of Strategies Adopted 

for Employee Retention 

 

The dependent variable for this study is Employee Retention [ER] 

 

MV is a latent variable which consists of all the moderating variables. The moderating 

variables [MV] for this study are as follows. The mediating variable for this study are 

Job Motivation [JM] and Job Satisfaction [JS] 

 

IV is a latent variable which consists of all the independent variables. The independent 

variables [IV] or exogenous variables for this study are as follows: Training and 

Development [TD], Performance-Based Rewards and Recognition [PB], Cross 

Functional Job Rotation [CF], Flexible Working Hours Policy [FW] and Higher 

Education [HE] 

 

1) Inference for unstandardised estimates for Effectiveness of strategies adopted for 

Employee Retention -  

The values of unstandardised estimates for Effectiveness of strategies adopted for 

Employee Retention consist of Training and Development [TD], Performance-Based 

Rewards and Recognition [PB], Cross Functional Job Rotation [CF], Flexible Working 

Hours Policy [FW] and Higher Education [HE] as independent variables. Job 

Motivation [JM] and Job Satisfaction [JS] as moderating variables. 

 

To estimate the influence of Training and Development [TD], Performance-Based 

Rewards and Recognition [PB], Cross Functional Job Rotation [CF], Flexible Working 

Hours Policy [FW] and Higher Education [HE] with the moderating effects of Job 

Motivation [JM] and Job Satisfaction [JS] on Employee Retention [ER], standardised 

coefficients are taken into consideration. 

 

2) Inference for standardised estimates for Effectiveness of strategies adopted for 

Employee Retention -   

TD (.76), PB (.64), CF (.40), FW (.58) and HE (.06) are the standardised estimates 

which indicates Training and Development, Performance-Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy and Higher 

Education respectively. The highest values of standardised estimates have been 
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observed for TD (.76), PB (.64), FW (.58), CF (.40), and HE (.06). JM (.51) and JS 

(.46) are the standardised estimates for Job Motivation [JM] and Job Satisfaction [JS]. 

The highest values of standardised estimates have been observed for JM (.51) and JS 

(.46). 

It can be further revealed from Effectiveness of strategies adopted for Employee 

Retention as follows:  

In the latent variable IV, Training and Development, Performance-Based Rewards and 

Recognition, Flexible Working Hours Policy and Cross Functional Job Rotation are 

highly influential followed by Higher Education. 

In the latent variable MV, Job Motivation is highly influential followed by Job 

Satisfaction. 

Hence from all the model estimates like Absolute fit, Incremental fit and Parsimonous 

fit, it can be revealed that SEM model is suitable for predicting the influence of  

Training and Development, Performance-Based Rewards and Recognition,  Cross 

Functional Job Rotation, Flexible Working Hours Policy and Higher Education with the 

moderating effects of Job Motivation and  Job Satisfaction on Employee Retention. 

It can be analysed that Effectiveness of strategies adopted for Employee Retention can 

be summarised as Training and Development as an independent effect and Job 

Motivation as a moderating effect. 



Chapter 7 

 Conclusion 
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Chapter 7: Conclusion 

7.1 Introduction 

An important area for organisations, especially in a highly competitive and service-

oriented organised apparel retail sector is Employee retention, especially in an 

important dynamic market of the Mumbai Metropolitan Region. Employee retention is 

an absolute must to ensure operational efficiency and customer satisfaction, which 

ultimately leads to profitability.  

7.2 Recommendations and Suggestions 

1. Holistic Training and Development Program

Organisations must institute structured and continuous training and development 

programs. These should include on-the-job training, role plays, management games, as 

well as mentoring. This will not only improve peer coordination and job-specific skills 

but also create an environment of continuous learning. Priority should be given for 

training a selected high-potential employees to enable their career growth linked to the 

organisational objectives, which can help the organisation retain these employees in the 

long-term. 

2. Performance-Based Rewards and Recognition

Aspirational Performance-Based Rewards and Recognition program must be 

introduced to motivate employees and instil a sense of fairness, belonging and fostering 

enhanced performance.  Organisations should formulate the program which will include 

monetary reward such as bonuses, pay hikes, discount vouchers etc. and non-monetary 

recognitions such as awards, certificates and in public acknowledgement. With 

workforce becoming younger and impatient, who look at instant gratification, 

organisations should be mindful while devising such R & R programs.   

3. Flexible Working Hours Policy

Work life balance is no more fancy western word, but has now become a reality in new 

socio-economic order in India, especially in Mumbai Metropolitan Region. With a 

multitasking needed with meagre family support, a flexible work policy is the solution 

for a large workforce. A flexible work policy is highly valued and revered by employees 



 
 

 

219 
 

as it helps them manage efficiently both personal and professional responsibilities, 

reduces the stress leading to better work output and overall job satisfaction.      

 

4. Cross-Functional Job Rotation 

Cross-Functional job rotation not only reduces the work monotony but also gives 

employees the chance to explore newer work avenues within the organisation. The 

experiential knowledge of the employees is enhanced, collaboration between teams’ 

boosts, and an improved understanding of how the organisation operates takes place. 

Such employees are likely to stick around with the organisation for an extended period. 

The latent advantage to organisations is that they can do a fitment assessment for career 

progression planning of high potential employees at a much lower cost. 

 

5. Higher Education Support 

Organisations should implement a Higher Education support program for selected 

employees with either financial backing, scholarships, and/or study leave with 

contractual caveats. It would not only provide an opportunity for employees to increase 

their knowledge and skills, but also let the organisation invest in professional 

development, which will catalyse the loyalty. A specific budget and flexible 

arrangements can be made to have employees upskill without leaving their jobs.  

 

6. Promoting an Inclusive Workplace Culture  

Job Motivation and Job Satisfaction are greatly influenced by a conducive, inclusive 

and positive workplace culture. To develop such a culture, organisations need to take 

tactical and strategic steps starting right from taking structured feedback, understanding 

the gaps, invest in team-building activities and further take actions that focuses on 

diversity, equity and inclusiveness and lastly celebrate it generously. It’s often seen that 

open communication and approachable managers or seniors induce trust and belonging, 

which are a critical in employee retention.   

 

7. Technology Integration into Workforce Management 

Latest AI driven tools for feedback, gap analysis, virtual training sessions and thereby 

creating analytics for monitoring employee satisfaction and doing a predictive analysis 
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can be leveraged to enhance the employee retention strategies. Usage of various digital 

tools to personalise employee experiences and tracking engagement will help to retain 

employees.   

 

8. Tailored Strategies for varied Demographics 

“One size fit all” is not the mantra for employees especially in a highly varied 

demographic apparel retail sector. Gender, experience, educational qualification and 

more importantly the generational band needs to be taken into consideration, before 

curating strategies. The priorities and factors driving employee’s satisfaction, 

motivation and thereby the retention are quite different for Gen X and Gen Z. By 

curating retention strategies meeting the generational needs, will result in better 

engagement and higher retention rates of the younger workforce.  

 

7.3 Conclusion 

The organised apparel retail sector in the Mumbai Metropolitan Region (MMR) is 

known to be a highly dynamic and competitive in nature. To cater to the high volume 

and high value ticket purchases by the highly demanding and upwardly mobile 

customers, a dedicated, skilled and loyal workforce is needed to seamlessly engage with 

them and run the ecosystem even at the backend or non-customer facing roles.   

 

Importantly, ensuring operational efficiency and organisational profitability, a 

dedicated and loyal talent pool has to be always on guard. The key success parameter 

for the businesses, is the continuity of this talented and loyal workforce.   

 

The organised apparel retail sector is undergoing significant technological 

development, and the workforce is rapidly changing demographically. As a result, 

retention strategies need to be flexible and forward-thinking. Organisations may create 

a competitive and sustainable workforce by addressing the different requirements of 

their employees, utilising data-driven technologies, and promoting inclusivity.  

The study concludes that, there exists a positive correlation between the employee 

retention and the strategies such as training and development programs, performance-

based rewards and recognition, flexible work hours policies, cross-functional job 
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rotation and higher education support. The aforementioned strategies significantly 

contribute to employee retention.  The effective implementation of the strategies has 

shown an enhancement on the moderating factors – Job Motivation and Job 

Satisfaction.   

 

Looking forward, a future study may be able to rectify such short comings by studying 

employee retention strategies both in the unorganised apparel retail sector and across 

different regions in India. The wider scope of including diverse cultural and 

demographic contexts would add greater depth towards understanding the dynamics of 

employee retention. 

 

Ultimately, this thesis can be a strategic guide to HR managers and organisational 

leaders that gives practical insights and actionable recommendations on how employee 

retention issues may be addressed. Once there is an emphasis placed on employee well-

being, the employee turnover decreases, productivity improves, and organisations will 

enjoy sustainable success in this new dynamic landscape of the organised apparel retail 

sector. 

 

The study has attempted to, not only draw attention to the pressing need of the employee 

retention strategies but also has given effective remedies to the burgeoning issue.   

 

7.4 Limitations of the Study 

This study has attempted to provide valuable insights into the effectiveness of employee 

retention strategies within the organised apparel retail sector in the Mumbai 

Metropolitan Region (MMR).   

 

Even though the study has come out with relevant and useful findings which has 

strategic and important implications for the organisations in the organised apparel retail 

sector, it also has its set of limitations.  
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1.Geographical Scope 

The study is focused on employees working in Mumbai Metropolitan Region (MMR). 

Even though the findings, gives clear understanding on the employee retention 

strategies to be adopted in the organised apparel retail sector in MMR, however the 

findings may have limited applicability in other regions of India, which have different 

socio-economic and cultural landscapes and factors.   

 

2. Sector 

The research is limited to the employee retention strategies for the organised apparel 

retail sector and has not captured nuances in unorganised apparel retail sector.   

 

3.Respondent Bias 

The information gathered depends on the answers of employees, who are likely to 

respond in a socially acceptable manner or may even dread revenge, which may prompt 

a commensurate response, this may influence the validity of such insight. 

 

4. Business Environment   

With the consumption patterns rapidly changing, especially through technology, the 

USP of touch and feel in the sector may be an oblivion in the distant future, some 

findings may lose its sheen overtime. 

 

5.External Factors  

Government policy affecting employee retention strategies have not yet been 

incorporated and so may affect the thoroughness of the investigation. 

 

6.Sample Representation  

The population sampled may not be demographically representative of the entire 

organised apparel retail sector, for example, within smaller or younger organisations, 

thus potentially leaving a bias in the outcomes. 

 

Any research activity inherently carries an intrinsic limitation, that could either be 

scope-based or method-based, along with any contextual bound defining the study. This 
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research has given great insight into the effectiveness of employee retention strategies 

in the organised apparel retail sector; however, several constraints must be taken into 

consideration. 

These limitations help in bounding the study results within their contextual context and 

indicate where future exploration may be necessary. Overcoming some of these 

limitations, further research would be built on top of the present one in a better attempt 

to understand the dynamics of employee retention in different settings. 

 

7.5 Scope for Further Study 

The research provides useful insights into the effectiveness of employee retention 

strategies within the organised apparel retail sector in the Mumbai Metropolitan Region 

(MMR), additionally it also ushers us into the below captured avenues which can be 

worth for further examination and elaboration.   

 

1. Other Geographic Regions 

Future research can extend to other regions outside the Mumbai Metropolitan Region 

by including diverse regions in the country. It would thus provide for a comparative 

analysis and offer insights into the ways in which socio-economic and cultural 

differences shape employee retention strategies across regions. 

 

2.Inclusion of the Unorganised Apparel Retail Sector 

To overcome the limitations of focusing only on the organised apparel retail sector, 

future studies can investigate the unorganised apparel retail stores. These segments may 

face specific employee retention challenges that require specific retention strategies 

which may differ from the above organised sector. 

 

3.Impact of Technological Advancements 

With the increasing role of technology in workforce management, further research 

could aid in understanding the efficacy of the role of digital tools and automation in 

formulating employee retention strategies for the organised apparel retail sector.  

 

4. Cultural and Generational Influences  

Role of cultural and generational influences, especially with the co-existing presence 

of millennials Gen X and Gen Z into an active workforce, will create tectonic 
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expectations of the employees and retention, can be further explored to design inclusive 

and adaptive strategies. 

 

Through addressing these areas, future studies can be built on this current finding. In a 

broader and deeper manner, employee retention strategies accessible to various contexts 

and sectors will have to be customised and changed basis the prevailing situational 

demands.  
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Analytical Study on the Effectiveness of Strategies Adopted for 

Employee Retention in Organised Apparel Retail Sector 

 

Date: _______________   Sample No: _________________ 

Name of the Organisation: ___________________________________ 

Location/Branch: _____________________________________________________ 

Name of the respondent: ________________________________________________ 

Gender: __________  Age: __________ Designation: ______________________ 

Contact No: ____________________     Email id: ____________________________ 

Educational Qualification: ______________________________________________ 

Total Experience in Organised Apparel Retail Sector (years): ________ 

 

The questionnaire is designed purely for an academic research purpose and the 

information contained therein shall be kept confidential. 

The respondents shall comprise of individuals with minimum, 3 years of work 

experience in organised apparel retail sector and educational qualification of 12th 

standard.  

 

Section A: Training and Development 

1. How long have you been in the current organisation? 

i. Less than 12 months _____ ii. Between 1–2 years _____ iii More than 2 years _____ 

 

2. What type of training program does your organisation offer?  

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

My organisation provides on      
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the job training.  

My organisation provides off 

the job training. 

     

My organisation provides both 

(on the job and off the job) 

training. 

     

 

3. How many numbers of training programs have you attended since your joining? 

i. Less than 5 nos _____ii. 6-10 nos ____ iii. 11-15 nos ___ iv. More than 15 nos _____  

 

4. Which training types/methods do you feel have enhanced coordination among your 

peers/colleagues? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral,  

4. Agree, 5. Strongly Agree)   

 

Statements 1. 

Strongly 

Disagree 

2. 

Disagree 

3. 

Neutral 

4. 

Agree 

5. 

Strongly 

Agree 

I feel job instruction 

training has enhanced 

coordination among my 

peers/colleagues. 

     

I feel soft skill training 

has enhanced 

coordination among my 

peers/colleagues. 
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5. What improvement have you seen after attending the training(s)? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

I feel team building 

training has enhanced 

coordination among my 

peers/colleagues. 

     

I feel managerial training 

has enhanced 

coordination among my 

peers/colleagues. 

     

I feel mentoring/hand 

holding has enhanced 

coordination among my 

peers/colleagues. 

     

I feel job rotation has 

enhanced coordination 

among my 

peers/colleagues. 

     

I feel role plays have 

enhanced coordination 

among my 

peers/colleagues. 

     

I feel management games 

have enhanced 

coordination among my 

peers/colleagues. 
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6. How does the training provided, impacts your decision to stay with the organisation? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2. 

Disagree 

3. 

Neutral 

4. 

Agree 

5. 

Strongly 

Agree 

I feel my confidence and 

communication skills 

have improved after 

attending the training(s). 

     

I feel my performance has 

improved after attending 

the training(s). 

     

I feel there has been lower 

absenteeism after 

attending the training(s). 

     

I feel there has been an 

increase in job stability 

after attending the 

training(s). 

     

I feel there has been stress 

reduction after attending 

the training(s). 

     

I feel there is an 

improvement in 

grievance handling after 

attending the training(s). 

     



 
 

 

265 
 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

I feel valued and 

engaged when provided 

with training 

opportunities. 

     

I believe that training 

positively influences my 

job satisfaction and 

willingness to continue 

working. 

     

I am more likely to stay 

with the organisation if 

my skills are 

continuously improving 

through regular training. 

     

I feel the training(s) 

have prepared me for 

future career growth 

within the organisation. 

     

 

Section B: Performance Based Rewards and Recognition   

7. Does your organisation have a performance-based rewards and recognition program 

? 

i. Yes_____   ii. No_____     

 



 
 

 

266 
 

8. What type of performance-based rewards and recognition program is implemented? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

My organisation provides 

poster recognition for 

better performance.  

      

My organisation provides 

certificate of appreciation 

as a recognition for better 

performance. 

     

My organisation provides 

invitation to key 

corporate events as a 

recognition for better 

performance.  

     

My organisation provides 

gift cards/discount 

vouchers as a reward for 

better performance.  

     

My organisation provides 

cash reward for better 

performance.  

     

My organisation provides 

salary increments/grade 
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hikes as a reward for 

better performance.  

 

9. Are you satisfied with the performance-based rewards and recognition program? 

i. Yes_____   ii. No_____     

 

10. How does performance-based rewards and recognition influence your decision to 

stay? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

I am motivated to stay with 

the organisation when 

rewarded and recognised 

based on my performance. 

     

I feel more valued when my 

efforts are linked to rewards 

and recognition, which 

positively influences my 

decision to stay in the 

organisation. 

     

I believe that the fair and 

transparent performance-

based rewards and 

recognition contributes to 
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employee retention. 

I feel that the performance-

based rewards and 

recognition positively 

influences my choice to stay 

in the organisation. 

     

 

Section C: Cross Functional Job Rotation 

11. Have you undertaken cross functional job rotation in the current/past organisation? 

i. Yes_____ ii. No_____  

 

12. How do you think cross functional job rotation benefits the employees? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

I feel adoption of cross 

functional job rotation 

leads to better 

peer/colleagues 

relationship. 

     

I feel adoption of cross 

functional job rotation 

leads to increase in 

recognition. 

     

I feel adoption of cross      
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functional job rotation 

leads to higher 

compensation/incentives. 

I feel adoption of cross 

functional job rotation 

leads to increase in job 

security. 

     

 

13. Have you found any benefits from cross functional job rotation in your current/past 

role? 

i. Yes_____ ii. No_____ iii. Not Sure _____ 

 

14. How does the cross functional job rotation influence your decision to stay with the 

organisation? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

I feel exposure to 

different roles and 

responsibilities 

encourages me to stay 

with the organisation. 

     

I am more likely to 

remain with the 

organisation if I can 
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explore different areas of 

the organisation. 

I feel that cross functional 

job rotation leads to 

increased engagement 

and excitement, 

encouraging me to stay 

with the organisation. 

     

I feel more committed to 

my organisation because 

it provides diverse career 

experiences through cross 

functional job rotation. 

     

I feel more committed to 

the organisation post 

cross functional job 

rotation, as it promotes 

knowledge sharing and 

collaboration across 

departments.  

     

 

Section D: Flexible Working Hours Policy 

15. Does the organisation provide you with a flexible working hour policy?  

i. Yes ___ ii. No ____  

 

16. When can you avail the benefit of flexible working hours? 

i. During Weekdays_____ ii.  During Weekends_____ iii. Both_____ iv. Not Applicable 

____ 
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17. Do you feel flexible working hours are beneficial?  

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

I feel that flexible working 

hours are beneficial 

because I face less traffic 

and reduced worries about 

safety during travel. 

     

I feel flexible working 

hours are beneficial 

because I can manage 

daily chores effectively. 

     

I feel flexible working 

hours are beneficial 

because I have time for 

family & friends. 

     

I feel flexible working 

hours are beneficial 

because I can pursue 

higher education. 

     

I feel flexible working 

hours are beneficial 

because I can complete 

banking/government/ 

medical tasks. 
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18. How does the flexible working hours policy influence your decision to stay with 

the organisation? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

I value the freedom to 

adjust my work hours 

according to my personal 

needs and preferences, 

enhancing my willingness 

to stay. 

     

I think flexible work hours 

contribute to a better work-

life balance, increasing my 

willingness to stay. 

     

I feel that flexibility in 

work hours positively 

enhances my willingness to 

stay. 

     

I feel flexible working hour 

policy demonstrates the 

organisation's commitment 

to my wellbeing, enhancing 
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my willingness to stay. 

 

Section E: Higher Education 

19. Does your organisation encourage or provide support for pursuing higher 

education? 

i. Yes_____ ii. No_____ 

 

20. What type of facility for pursuing higher education is provided, or what would you 

prefer? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

Tie up with educational 

institutes. 

     

Subsidised education loan 

facility. 

     

Time flexibility to attend 

lectures along with the job. 

     

Reimbursement of fees.      

Leaves for examinations.      

 

21. Do you feel that pursuing higher education helps you grow in the current work 

profile?  

i. Yes_____ ii. No_____ iii. Not Sure_____ 
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22. How does the organisation's support for pursuing higher education impacts your 

decision to stay? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

I feel more loyal and 

committed to the 

organisation because of 

the support provided for 

pursuing higher education. 

     

I am inspired to stay 

because of the 

organisation investing in 

for pursuing higher 

education. 

     

I will stay in the 

organisation that 

encourages me to pursue 

my higher education. I 

will continue to stay in the 

organisation that provides 

opportunities for pursuing 

higher education. 

     

I feel more loyal and 

committed to the 
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organisation because of 

the support provided for 

pursuing higher education. 

 

Section F: Employee Retention  

23. Which of the below statements do you believe are important in influencing your 

decision to stay with the organisation? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

I think training and 

development leads to an 

increase in coordination 

between employees leading 

to retention. 

     

I want to continue working 

in the organisation if 

performance-based 

rewards and recognition 

are provided.  

     

I believe cross functional 

job rotation reduces the 

work monotony and 

encourages me to continue 
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working. 

I feel satisfied and will 

continue to work if my 

organisation adopts 

flexible working hours 

policy. 

     

I am willing to continue 

working if provided with 

an opportunity for pursuing 

higher education by the 

organisation. 

     

My decision to stay in the 

organisation is dependent 

on the implementation of 

the above facilities by the 

organisation. 

     

 

Section G: Job Motivation  

24. How motivated are you with your work, and how does this influence your decision 

to stay with the organisation? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

 Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 
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I am motivated by the 

rewards and recognition 

which I receive, that 

enhances my commitment 

to stay with the 

organisation. 

     

I am driven to stay with 

the organisation because of 

the growth opportunities 

offered to me.  

     

I feel motivated by the 

positive workplace culture 

and values, which 

strengthens my desire to 

stay in the organisation.  

     

I feel motivated by the 

support given by the 

peers/colleagues which 

encourages me to stay in 

the organisation.  

     

I feel highly motivated in 

my current role, which 

positively influences my 

decision to stay with the 

organisation.  
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Section H: Job Satisfaction 

25. How satisfied are you with your work, and how does this influence your decision 

to stay with the organisation? 

Please tick the response to indicate the degree to which you agree to the statements 

given below based on your experience. (1. Strongly Disagree, 2. Disagree, 3. Neutral, 

4. Agree, 5. Strongly Agree) 

Statements 1. 

Strongly 

Disagree 

2.  

Disagree 

3.  

Neutral 

4.  

Agree 

5.  

Strongly 

Agree 

I feel satisfied since my 

job is aligned with my 

personal values and makes 

me stay with the 

organisation. 

     

I am satisfied with the 

level of recognition and 

appreciation I receive for 

my contributions at work.  

     

I believe my job provides 

me with opportunities for 

growth and advancement, 

enhancing my 

commitment to the 

organisation.  

     

I feel fulfilled and satisfied 

with the work I do, which 

makes me to stay with the 

organisation.  
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I feel a sense of 

satisfaction, pride, and 

loyalty to the organisation 

due to its positive 

workplace culture 

influencing my decision to 

stay.  

     

 

 

 

Signature of the Respondent 

 

***** 
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1: Introduction 

1.1 Organised Apparel Retail Sector  

Apparel retailing in India has gradually changed from being unorganised retail to 

organised one, comprising chain outlets, franchises and large standalone stores, driven 

primarily due to factors such as urbanisation, rising tendency to spend and government 

policies geared towards encouraging foreign direct investments. This Industry has a 

considerable share of the Indian GDP and provides many jobs. On the contrary, many 

challenges confront the sector, notably high turnover of employees, which hampers the 

stability and competitiveness of the operations. In as much as the existence of the sector 

is predicated on several skilled employees, it is also equally important to look at the 

issues of employee retention and what measures can be put in place to foster loyalty 

and satisfaction with the job. 

 

1.2 Features & Segments of the Organised Apparel Retail Sector   

This sector contains the following major segments of the data processing services 

market: 

• T-Shirts- Famous for uniquely designed T shirts made of various materials, colours 

and sizes. 

• Shirts. - Comprising formal and non-formal categories presented in various designs 

and fabric qualities. 

• Jeans and Bottoms. - Focuses on the comfort and couture element, which greatly 

improves the image of the brand. 

• Dresses and Skirts for Ladies- Event-driven, material content and variety based. 

• Activewear – Of sports and utility nature, more so with the influence of celebrities 

who advertise them. 

• Ethnic wear- Mostly handcrafted, this wear is very popular during festive seasons. 

 

1.3 Work and Employment Characteristics in Organised Apparel Retail Sector   

Employment in the organised apparel retail sector involves a mix of full time, part time 

and those who are paid on commission employees. Key staffing positions include visual 

merchandising, inventory management, marketers, and store managers all of whom 

help in improving customer engagement and brand experience. Strong and loyal as they 
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are, permanent employees, are preferred for product knowledge and service 

consistency, are quite useful in doing away with service inconsistencies in product 

delivery, especially in Malls type of work layouts. On the other hand, although 

contractual employees, offer a great level of convenience from a talent count 

perspective, however they lack a brand loyalty and alignment and hence the need to 

retain permanent and dedicated employees.   

 

1.4 Growth Factors for the Organised Apparel Retail Sector. 

A few of such factors are:  

• Urbanisation and Change in Lifestyles – The increase in organised retailing can be 

attributed to the expanding middle class and the urban population. 

• Economic Reforms - The process of liberalization has allowed foreign brands to enter 

the market, which has intensified competition as well as the growth of local brands. 

• Real Estate and Mall Development – There has been improved management of these 

areas, increased construction of shopping malls making them easier to access and more 

visible. 

• Cultural Factors and Changing Economies- Malls have become centres of 

socialization and entertainment and increasing number of people prefer shopping in 

malls.  

 

These trends underline the importance and need for retaining such high performing and 

dedicated employees in a highly competitive and full of poaching work environment.   

 

1.5 Impact on Formal and Informal Sectors   

The increase in organised activity in the retail business has also increased the demand 

for better and more varied products in both formal and informal sectors. It has, in turn, 

encouraged the technological enhancement of manufacturing processes, improvement 

of the sectors, creation of economic activities and processes which incorporate contracts 

to enable stabilization within the sector. 
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1.6 Prominent Indian Brands and Market Performance   

India’s Organised Apparel Retail market was valued at $55 billion in 2021 and is 

expected to grow at a faster pace touching $135 billion by 2026. Prominent bands Biba, 

Flying Machine, John Players, and Louis Philippe have been franchised via single-

brand retail and multi-brand retail. The sector has employed almost 35 million people 

besides the organised retail which generated about $88 billion revenue in 2023. The 

rising trend of e-commerce also indicates the transformation and growth in the sector. 

 

1.7 Employee Turnover and Challenges   

Organised apparel retail faces a high amount of workforce turnover thereby leading to 

significant training and recruitment costs. Turnover is influenced by due to low salaries, 

poor fringe benefits, and insufficient career progression prospects etc.  For instance, 

pay hike is often cited by most millennials as a factor that contributes to their exit from 

the company. Moreover, frustrations about insufficient appreciation, workplace 

pressures, and office politics cut across all ages. It is important to deal with these issues 

for the stability of the workforce and for achieving a competitive edge. 

 

1.7.1 Employee Retention Challenges   

Retention is vital in ensuring that costs do not escalate, and productivity is maintained.  

Lower revenue margins limit their ability to attract and retain employees and  offer them 

competitive pay. This is especially in the case of smaller brands as opposed to bigger 

more established brands. Other challenges include lack of encouragement from peers 

or team leaders and training that is not adequate or completely absent. 

 

1.7.2 Challenges in the Organised Apparel Retail Sector   

This sector suffers from several challenges which are listed below –  

• High Employee Turnover: It becomes a problem when skilled employees are not 

retained therefore affecting service delivery and consistency of the brand.  

• Competition: Price sensitivity is increased due to the presence of both local and 

foreign brands, and this curtails profitability.  

• Supply Chain Liabilities: Particularly in tier-2 and tier-3 cities, supply chain 

constraints make work very difficult.  
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• Growing Costs of Doing Business: Expenses such as rental charges and other utility 

costs for locations that are strategic high reduces the profit margins. 

• E-commerce Competition - Online retailing, with lower overhead costs, pressures 

traditional retailers to adopt digital channels. 

 

Addressing these challenges is crucial for the sector’s sustainable growth and 

competitive workforce retention. 

 

1.8 Current and Future Trends   

The newer trends that are transforming the organised apparel retail sector include: 

• Omnichannel approaches – The mechanisms to combine the physical and the online 

worlds- Greater scope and income. 

• Personalisation and AI - There is the use of increased use of AI personalisation and 

VR and AR in shopping. 

• DTC (Direct to Customer ) Strategies – Outreach with the customers is more plausible 

as heavy reliance on middlemen is avoided. 

• Eco-friendly Outfits – There is a high consumption of organic products that calls for 

employees trained on the sustainable development goals. 

• Smart Retail - In such cases although the stores are visually stunning, there is a high 

demand of technically oriented persons. 

 

The organised apparel retail in India is service oriented and thus expects a high level of 

interaction between the employees and the customers. Compared to other fields, such 

as IT and automotive, there is a greater emphasis on employees’ primary retention 

strategies, which include periodic training and advancement of ranks for the employees. 

This research states that for effective service delivery in the face of changes in the 

industry, a core group of employees must be retained. 

 

2: Literature Review, Research Gap and Statement of Problem 

2.1 Introduction 

The organised apparel retail space in India, driven by both domestic and international 

players have created a very competitive business environment which makes the sector 
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to depend on a very competent and committed workforce. The Literature review looks 

at the core of the problem ~ employee retention. The literature review examines various 

strategies that have positive impact on retention and inspects key moderating factors 

such as job satisfaction and motivation. The literature review is from the year 2010 

onwards to make sure that both the past and the present retentions aspects taken into 

consideration.  

 

2.2 Employee Retention in Organised Apparel Retail 

Yurchisin & Park (2010) asserted in the study that employee retention has often been 

considered as a crucial aspect in each industry primarily due to the need to ensure 

employees who perform better continue to work with the same firm. Hence, the need 

for employee retention arises due to the need to ensure higher and better employee 

performance when compared to competitors. The motivation aspect is also highlighted 

suggesting employee retention activities are also carried out with the aim of motivating 

employees to engage in professional development and work in a more effective manner 

leading to objective and goal achievement.  

 

The study conducted by Mohammed (2012) shall also be analysed as it examined 

different HRM activities and noted several of them though are done in order to prepare 

for future leaders and ensure higher performance levels, such can also contribute to 

higher levels of employee retention which ranges from activities like providing higher 

incentives based on better performance, allowing flexibility in work, providing 

different monetary as well as non-monetary incentives, and finally engaging in the 

deployment of different training and development programs hence benefiting both 

objectives of HRM and leadership. 

 

2.3 Training and Development as a Retention Strategy 

The influence of training and development opportunities which are provided by the 

organisations is noted to have a significant impact on the employee retention process 

as asserted by WMTNK & Dilanthi (2019). This study however does not consider 

training programs to be deployed for all employees but rather suggests doing so for 

employees for which a high potential level has been noted and training them can aid in 
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keeping them in business which can aid firms to have a higher rate of performance and 

better rate of profitability. Hence, these scholars considered training as a selective 

strategy. 

 

Kaur & Sharma (2017) who noted that organised retail sector is always in demand of 

talented and skilled employees which is becoming more crucial considering the growth 

of competitors. Under such a scenario it has been argued that firms need to ensure the 

employees they have recruited and selected are provided adequate training and then 

retained, so combining training and development programs with the aim for employee 

retention serves both goals which suit the needs of the organised retail sector. 

 

2.4. Performance-Based Rewards and Recognition 

Mittar (2014) asserted in the study that rewards, and recognition systems have been 

only noted to work in case such is done through what employees consider a fair 

appraisal method and does not involve any form of discrimination or other practices 

which can negatively influence both employee satisfaction and hence also negatively 

influence employee retention which needs to be carefully considered by management. 

Thus, transparency and fairness are crucial in this strategy. 

Rewards, as well as recognition which is provided by the company to employees, is 

also considered a significant strategy in a study conducted by Hussain & Rehman 

(2013) who asserted that such leads to employee retention as employees feel the 

company is positively recognising the dedicated efforts done by employees and is 

giving them monetary and non-monetary considerations which are more than the 

regular compensation and hence also acts as a strategy for better performance. Hence, 

the reward system promotes performance and retention. 

2.5. Cross-Functional Job Rotation 

Job rotation has been noted to lead to better work practices and conditions as noted in 

a study conducted by Khan et al., (2023). Here, it has been noted such tends to address 

collaboration and employee perspectives challenges, both of which have been further 

noted as aspects which can lead to higher levels of employee turnover and hence get 

addressed by cross-functional job rotation. This strategy, in addition to this, also aids in 

ensuring employees have a better idea of the entire ecosystem and how each job role 
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contributes leading to a sense of belonging which as well further improves retention 

rate. 

The potential improvement of employees due to engaging in job rotation has been 

analysed in the study which has been conducted by Pervin & Khan (2022) who further 

argued that such can help organisations identify candidates who have maximum 

potential and can aid firms to achieve organisational goals if they continue working in 

the same firm or are promoted to top positions. This aspect can help firms that want to 

engage in the adoption of employee retention strategies dedicated to specific employees 

and hence also aid firms in achieving both short-term and long-term objectives. 

 

2.6. Flexible Working Hours Policy 

“Dahiya & Nandal (2021) in their study has asserted that a flexible working hours policy 

can lead to a higher level of employee engagement which will lead to a higher level of 

employee retention in the organisation. In such an aspect, it shall be noted that adoption 

of a flexible working hours policy is often considered a major aspect which leads to 

several benefits to the firm in terms of improvement in employee productivity and 

employee performance, and at the same time, leads to employee retention. Thus, firms 

have significant advantages when adopting such policies. 

Adoption of flexible working hours has been connected to higher levels of rest hours 

which are available to employees making them more productive and efficient and at the 

same time, also ensuring they continue staying with the organisation as affirmed in the 

analysis of a study conducted by Quddoos et al., (2022). With the need for ensuring 

better performance of employees and navigating competition, it can be inferred that this 

strategy can be crucial for firm performance and hence also employee retention rates.”  

 

2.7. Higher Education  

Coetzee & Baker (2015) asserted that several organisations are adopting higher 

education facilities for employees, in which employees take care of expenses and other 

aspects which are associated with higher education of employees. Such aspects are 

considered to aid in career growth and development of skills within employees who 

will continue working with the organisation and hence act as a strategy for both career 
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development as well as employee retention, hence providing future leadership talent for 

the organisation. 

Panda et al., (2022) asserted that firms can provide higher education opportunities and 

aspects to employees by providing two major aspects, namely monetary contribution in 

the form of certain or complete fees and providing study leave, with the aim that 

employees gain necessary skills under educational institutions and continue working 

with the organisation. 

 

2.8 Moderating Role of Job Motivation 

The impact of employee motivation on job satisfaction has been established through a 

logical framework in a study conducted by Tiwari (2021) who asserted that such is 

ensured as motivated employees tend to work in a more productive manner and at the 

same time, stay more loyal with the organisation which leads to a reduction in employee 

turnover hence providing dual benefit to the organisation. This study also connected 

both job satisfaction and job motivation for which both are being adopted as two crucial 

moderators in the current study which influence the relationship between different 

retention strategies and employee retention. 

The study by Hutomo & Nawangsari (2024) has also critically evaluated the need for 

employee motivation as it noted that employees being human beings always look for 

better opportunities in the workplace, better career opportunities, and better 

professional development chances, all of which have been covered under different 

strategies here which focus on improving employee retention. Hence, it can also be 

inferred that such strategies can influence the level of job motivation and hence lead to 

employee retention which will be empirically evaluated in the current study to better 

address the gaps. 

 

2.9 “Moderating Role of Job Satisfaction 

A positive relationship has been noted between job satisfaction and employee retention 

in a study conducted by Saragih et al., (2022) who also observed that such a relationship 

holds under different leadership styles. Hence, it can be inferred that irrespective of any 

leadership style which is adopted, leaders need to ensure a higher level of job 
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satisfaction which is noted to motivate them to work productively and continue working 

in the same organisation. The influence of job satisfaction has also been noted in the 

relationship between training programs and employee retention in this study. 

Sainju et al., (2021) noted the prevalence of job satisfaction as an attribute influencing 

employee retention can also be discovered and established in an actual setting if such 

is done through analysing employee entrance as well as exit surveys which are done in 

prominent organisations to evaluate what practices lead to employees quitting the 

organisation. Thus, job satisfaction as an actor has been noted to have a significant 

presence throughout the employee job cycle in the firm operations.”  

2.10 Research Gap 

The study of the existing Literature review, reveals two significant research gaps, as 

follows:  

 

1. Industry-Specific Empirical Evidence: In organised apparel retail industries limited 

studies exists explicating the identified retention strategies and how they influence 

those retained employees. The existing research concentrates mainly on broad category 

such as retailing which do not account for the unique challenges that apparel retailers' 

human resources face in India. 

 

2. Role of Moderators: While job satisfaction and motivation are recognised as 

influential, there is limited empirical evidence as to the extent of their moderation 

impact on the application of various retention strategies, within the scope of apparel 

retail. Addressing this gap will provide valuable insights for tailored retention solutions. 

 

2.11 Statement of Problem 

The organised apparel retail sector is characterised by high attrition levels and poaching 

of employees, thus making it vital for organisations to retain loyal and productive 

employees.  Although organisations spend a lot of time and money trying to improve 

working conditions and paying better salaries and promoting careers, little is known 

about the effectiveness of these strategies.   
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Many organisations attempt to measure the effectiveness of the strategies implemented, 

on the parameters of job satisfaction and loyalty. However, in most cases it’s not done 

in a systematic manner and as such this leads to wastage of resources and lack of 

exploration for better retention measures. The gap in understanding this problem causes 

high rates of turnover and loss of the opportunity to enhance retention of the employees. 

The study seeks to bridge this gap by critically evaluating the existing retention 

practices in the organised apparel retail sector. The aim is to assess the effects of these 

strategies on retention of employees, identify the strategies that work best and make 

recommendations about improving retention. By understanding the efficacy of these 

strategies, organisation can focus on employee retention, build a more loyal workforce 

and improve the business margins.  

The research investigates the mechanisms currently in place within the organised 

apparel retail sector in India and evaluates the range of employee retention strategies 

and the effectiveness of such strategies. The study has involved responses from through 

a quantitative data survey of 1,004 employees working in organised apparel retail 

sector, located in Mumbai Metropolitan Region. 

2.12 Conceptual Framework for Employee Retention   

“The conceptual framework mentioned, is built based on the SEM which has studied the 

relationship between the independent variables, moderating variables and the 

dependent variable (employee retention) offering key insights into the relationships.  

The Structural Equation Modelling (SEM) framework has given us a detailed and 

integrated perspective on the factors that affect the employee retention in the organised 

apparel retail sector. The framework through the SEM has established the significance 

of the multi variable approach as critical drivers for retention. ”  

 

Table 2.01: Variables, Key Components Related to the Variables, Impact and the 

Reliability 

Variable Key Components Impact 

Reliability 

(Cronbach’s 

Alpha) 
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Training and 

Development 

- On-the-job and 

off-the-job 

training. 

- Enhances peer 

coordination and 

reduces 

absenteeism. 

0.872 

- Methods: Role 

plays, management 

games, mentoring. 

- Improves job 

stability and 

prepares 

employees for 

career growth. 

Performance-

Based Rewards 

and Recognition 

- Salary 

increments, 

certificates, event 

invitations. 

- Motivates 

employees and 

enhances job 

satisfaction. 
0.858 

- Transparent 

reward systems 

linked to 

performance. 

- Reinforces 

commitment and 

loyalty. 

Cross-Functional 

Job Rotation 

- Exposure to 

varied roles and 

departments. 

- Reduces 

monotony, 

increases 

engagement, and 

promotes 

knowledge 

sharing. 

0.845 

- Opportunities for 

collaboration and 

career diversity. 

- Builds employee 

commitment. 

Flexible Working 

Hours Policy 

- Offers reduced 

commuting stress 

and enhanced 

work-life balance. 

- Increases loyalty 

by demonstrating 

organisational care 

0.847 
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- Provides 

flexibility for 

personal and 

professional 

priorities. 

for employee well-

being. 

Higher Education 

Opportunities 

- Subsidised loans, 

fee 

reimbursements, 

and flexibility for 

classes. 

- Fosters loyalty 

and long-term 

commitment by 

valuing 

employees’ 

educational 

aspirations. 

0.824 
- Support for 

career growth 

through 

educational 

opportunities. 

Job Motivation 

- Driven by growth 

opportunities, 

workplace culture, 

and peer support. 

- Amplifies 

retention 

strategies' 

effectiveness by 

fostering 

engagement and 

drive. 

0.842 

Job Satisfaction 

- Alignment of job 

roles with personal 

values. 

- Promotes loyalty 

through 

recognition, 

fulfilment, and 

pride in work. 

0.851 - Influenced by 

workplace culture 

and appreciation 

for contributions. 
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Key insights are as follows,   

 

1. High Variance Explained   

- With an R-Square value of 0.535, the model accounts for 53.5% of the variation in 

employee retention, indicating that the selected variables strongly contribute to 

predicting employee loyalty and commitment.   

 

2. Significant Contributions of Variables   

- Higher Education (β = 0.290) emerged as the most impactful factor, showing that 

organisations that invest in employees’ educational aspirations experience higher 

retention rates.   

- Cross-Functional Job Rotation (β = 0.241) ranked second, highlighting its 

effectiveness in reducing monotony and enhancing engagement through diverse role 

exposures.   

- Other variables like Training and Development (β = 0.146), Flexible Working Hours 

(β = 0.121), and Performance-Based Rewards and Recognition (β = 0.136) also 

significantly influenced retention, emphasizing the need for a holistic retention strategy.   

 

3. Role of Moderating Variables   

- Job Motivation (rs = 0.541) and Job Satisfaction (rs = 0.513) were found to moderate 

the relationships between the independent variables and employee retention. These 

findings reinforce the importance of fostering a positive work culture, aligning job roles 

with personal values, and creating growth opportunities to sustain employee 

commitment.   

 

4. Reliability and Validity   

- All variables demonstrated high internal consistency, with Cronbach’s Alpha values 

exceeding 0.8, confirming the reliability of the constructs. The statistical significance 

of hypothesis testing further validated the causal relationships among the variables.   
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The model underlines the importance of adopting integrated strategies to ensure an 

employee retention. It helps the organisations in the building a blueprint for long term 

employee engagement.   

 

3: Research Methodology 

3.1 Introduction  

This research included collection of primary as well as secondary data. The study is 

conducted to analyse the various employee retention strategies adopted by organised 

apparel retail sector to retain their employees.  A very large proportion of the data 

collected for the purpose of the research is primary in nature. A small proportion of 

secondary data has been reviewed for conceptual understanding and determining the 

broad areas that need to be explored and understood. The collected information has 

been reviewed, sorted and analysed by using appropriate statistical tools, considering 

the contextual factors to draw inferences. 

 

Research Design 

“The research design used in this study included both Exploratory research design and 

Descriptive Research Design.”   

3.2 Variables for the Study 

Dependent Variable for this study is  

• Employee Retention 

Moderating Variables for this study are as follows: 

• Job Motivation 

• Job Satisfaction 

Independent Variables for this study are as follows: 

• Training and Development 

• Performance-Based Rewards and Recognition 

• Cross Functional Job Rotation 

• Flexible Working Hours Policy 

• Higher Education 
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“Literature has been reviewed from various sources like journals, newspapers, 

magazines, websites which provided deep insights to the study of aspects related to 

Training and Development, Performance-Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, Higher Education, Job 

Motivation and Job Satisfaction to determine Employee Retention.” 

 

3.3 Objectives  

1. “To investigate the need for systematic and formal retention strategy in organis

ed apparel retail sector.  

2. To study the effectiveness of the Training and Development adopted by the 

organisation and identify whether it results in enhanced coordination among 

employees, leading to retention. 

3. To study if Performance-Based Rewards and Recognition influences employee 

retention.  

4. To study and analyse whether Cross Functional Job Rotation leads to employee 

retention. 

5. To study and analyse if the Flexible Working Hours Policy enhances the overall 

job satisfaction among employees in the organisation leading to employee 

retention. 

6. To study the impact of Higher Education in retaining employees. 

7. To study the role of Job Motivation as a moderator in influencing the 

relationship between employee retention strategies and employee retention. 

8. To investigate the impact of Job Satisfaction as a moderator in influencing the 

relationship between employee retention strategies and employee retention. ” 

 

3.4 Formulation of Hypothesis 

“The following statements have been formulated to determine the Employee Retention 

in the Organised Apparel Retail Sector: 

 

H10 - Training and Development does not have a significant impact on enhanced 

coordination between employees leading to retention. 
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H1A - Training and Development has a significant impact on enhanced coordination 

between employees leading to retention. 

 

H20 - Performance-Based Rewards and Recognition does not have a positive influence 

on employee retention. 

H2A - Performance-Based Rewards and Recognition has a positive influence on 

employee retention. 

 

H30 - Cross Functional Job Rotation does not reduce the work monotony and does not 

have a positive relationship for retaining employees. 

H3A - Cross Functional Job Rotation reduces work monotony and has a positive 

relationship with retaining employees. 

 

H40 - Flexible Working Hours Policy does not enhance the overall job satisfaction 

among employees in the organisation and does not lead to employee retention.   

H4A - Flexible Working Hours Policy enhances the overall job satisfaction among 

employees in the organisation and leads to employee retention. 

 

H50 - Organisations encouraging employees to pursue Higher Education do not have a 

positive impact on retention. 

H5A - Organisations encouraging employees to pursue Higher Education has a positive 

impact on retention.  

 

H60- Job Motivation does not moderate the influence of employee retention strategies 

(Training and Development, Performance Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, and Higher Education) on 

employee retention in the organised apparel retail sector.  

H6A - Job Motivation moderates the influence of employee retention strategies (Training 

and Development, Performance Based Rewards and Recognition, Cross Functional Job 

Rotation, Flexible Working Hours Policy, and Higher Education) on employee retention 

in the organised apparel retail sector. 

 



 
 

 

314 
 

H70 - Job Satisfaction does not moderate the influence of employee retention strategies 

(Training and Development, Performance Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, and Higher Education) on 

employee retention in the organised apparel retail sector.  

H7A - Job Satisfaction moderates the influence of employee retention strategies 

(Training and Development, Performance Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, and Higher Education) on 

employee retention in the organised apparel retail sector.” 

 

3.5 Data Collection 

“Primary Data 

The primary data required for the research was collected using the survey method with 

a detailed self-administered questionnaire among the respondents to study the impact 

of [Training and Development, Performance-Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, Higher Education, Job 

Motivation and Job Satisfaction to determine Employee Retention]. 

 

Secondary Data 

Sources of secondary data for the study included the national and international journals, 

research articles, books, newspapers, research reports by reputed agencies and online 

data sources related to the Employee Retention in the Organised Apparel Retail Sector 

have been reviewed. In addition, online reports published by many popular newspapers, 

online news journals were used for the study as per the list attached in the references. ”  

 

3.6 “Questionnaire Design 

The questionnaire has been designed by using both measurement and rating scales. The 

measurement scales include Nominal scale and Likert rating scale in this study. Likert 

rating scale has been used as a type of rating scale. Nominal scale has been used to 

understand the profile of the respondents like [Gender, Age, Educational Qualification 

and Designation] for the employees from Organised Apparel Retail Sector. ”  
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3.7 “Pilot Testing of the Questionnaire 

In the research, a set of statements of questionnaire was developed to analyse influence 

of [Training and Development, Performance-Based Rewards and Recognition, Cross 

Functional Job Rotation, Flexible Working Hours Policy, Higher Education, Job 

Motivation and Job Satisfaction to determine Employee Retention]. The pilot study was 

conducted from 100 respondents each through questionnaire to obtain their responses 

influencing the Employee Retention in the Organised Apparel Retail Sector. During the 

pilot study, reliability has been tested for using Cronbach Alpha(α) found to 0.8 for all 

the research variables included in the research.” 

               

Table 3.01: Results of the Pilot Study have been summarised as follows: 

Variables Cronbach’s Alpha (α) 

Training and Development 0.831 

Performance-Based Rewards and Recognition  0.826 

Cross Functional Job Rotation  0.811 

Flexible Working Hours Policy  0.814 

Higher Education  0.829 

Job Motivation  0.819 

Job Satisfaction  0.822 

Employee Retention 0.815 

 

“After the pilot study, questionnaire has been designed and the reliability and validity 

for the statements related to the Influence of [Training and Development, Performance-

Based Rewards and Recognition, Cross Functional Job Rotation, Flexible Working 

Hours Policy, Higher Education, Job Motivation and Job Satisfaction to determine 

Employee Retention] have been evaluated for internal consistency and accuracy among 

the variables included in the research.”  

 

3.8 Sampling Design 

“The components like Sample Universe, Sampling Unit, Sample, Sample Size and 

Sampling Method have been covered under Sampling Design. 
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• Sample Universe: It constitutes the employees belonging to shopping malls and 

standalone stores of branded apparel in Central, Western and Harbour of 

Mumbai suburbs to determine Employee Retention.  

• Sampling Unit: The sampling unit included the employees belonging to 

shopping malls and standalone stores of branded apparel in Central, Western 

and Harbour of Mumbai suburbs to determine Employee Retention.  

• Sample: The sample includes proportion of the employees belonging to 

shopping malls and standalone stores of branded apparel in Central, Western 

and Harbour of Mumbai suburbs to determine the influence of Training and 

Development, Performance-Based Rewards and Recognition, Cross Functional 

Job Rotation, Flexible Working Hours Policy, Higher Education, Job Motivation 

and Job Satisfaction on Employee Retention.  

• Sample Size: The target population is the employees belonging to shopping 

malls and standalone stores of branded apparel in Central, Western and Harbour 

of Mumbai suburbs towards Employee Retention. The employees belonging to 

Organised Apparel Retail Sector from Central, Western and Harbour of Mumbai 

suburbs towards Employee Retention by using the Confidence Interval Method.  

 

• Determination of Sample Size using Confidence Interval Method: 

n = {(z s/e)2} 

  where n is the sample size 

     z is the selected critical value of desired confidence level = 1.96,  

     s is the sample standard deviation [s = maximum – minimum/6], the 

questionnaire is designed by using 1 to 5 scale,                                                       

       s value will be (5-1)/6 = 0.66 

         e = tolerable error = 0.05 = 5% 

         n = {(zs/e) 2} = (1.96 x 0.66 / 0.05) 2 = 669.36 = 669 (rounded) 

Hence a sample size of 669 employees need to be considered for this study. In order to 

represent more sampling elements, the sample size has been finalised as 1004. ” 

 

• Sampling Method: The sampling Method used to select the sample of 1004 

employees belonging to organised apparel retail sector from Central, Western 
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and Harbour of Mumbai suburbs to determine the impact of Training and 

Development, Performance-Based Rewards and Recognition, Cross Functional 

Job Rotation, Flexible Working Hours Policy, Higher Education, Job 

Motivation and Job Satisfaction on Employee Retention by using Snowball 

Sampling and Convenience sampling method. Both are the types of non-

probability sampling.  

By using Snowball sampling or Referral sampling, a sample of 1004 

employees belonging to organised apparel retail sector of Central, Western and 

Harbour of Mumbai suburbs from the available references. After Referral 

sampling, convenience sampling method has been used for selecting 1004 

employees belonging to organised apparel retail sector.  

 

By using Convenience sampling method, the most accessible population can 

be identified. Based on the willingness, availability and their readiness, the 

information was collected. The impact of Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, 

Flexible Working Hours Policy, Higher Education, Job Motivation and Job 

Satisfaction on Employee Retention from selected areas of Central, Western 

and Harbour of Mumbai suburbs have been easily obtained through 

convenience sampling. The information has been collected from those 

respondents who are knowledgeable and ready to share the information about 

the effect of Training and Development, Performance-Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, 

Higher Education, Job Motivation and Job Satisfaction on Employee 

Retention. Convenience sampling minimizes the non-response errors. 

 

3.9 Research Area 

The research area has been from Central, Western and Harbour of Mumbai suburbs to 

derive the effect of the Training and Development, Performance-Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, Higher 

Education, Job Motivation and Job Satisfaction on Employee Retention.  
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3.10 Statistical Tools Used  

“The present research work is to test the effect of Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, Higher Education, Job Motivation and Job Satisfaction on 

Employee Retention. Both Descriptive Statistics & Inferential Statistics have been used 

for data analysis and interpretation.”   

 

4: Data Analysis and Interpretation 

4.1 Introduction 

“Data analysis has been classified into Descriptive analysis & Inferential Analysis. The 

data has been analysed by using IBM SPSS Statistics 29.  

 

Descriptive analysis 

For doing the descriptive analysis, the simple percentage method has been used to 

calculate the frequencies and has been represented by using Pie Chart.  

 

Inferential analysis 

Inferential analysis has been used to derive the logical conclusions of the samples. The 

following techniques has been used in the inferential analysis. 

• Spearman Rank Correlation, Chi-Square Test, Reliability Analysis, Multiple 

Regression, Factor Analysis and Structural Equation Modelling (SEM) ” 

Descriptive Analysis for 

 

Table 4.01: Classification of Duration of Work, Number of Training Programs 

Attended, Performance Based Rewards and Recognition Program 

Duration of Work Frequency Percent 

Less than 12 months 305 30.4 

Between 1–2 years 349 34.8 

More than 2 years 350 34.9 

Total 1004 100.0 

Number of Training Programs Attended Frequency Percent 

Less than 5 569 56.7 
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6-10 232 23.1 

11-15 140 13.9 

More than 15 63 6.3 

Total 1004 100.0 

Performance Based Rewards and Recognition 

Program Frequency Percent 

No 35 3.5 

Yes 969 96.5 

Total 1004 100.0 

 

Table 4.02: Classification of Satisfaction with Performance Based Rewards and 

Recognition Program, Undertaking Cross Functional Job Rotation 

Classification of Satisfaction with Performance 

Based Rewards and Recognition Program Frequency Percent 

No 520 51.8 

Yes 484 48.2 

Total 1004 100.0 

Undertaking Cross Functional Job Rotation 

 Frequency Percent 

No 58 5.8 

Yes 946 94.2 

Total 1004 100.0 

 

Table 4.03: Classification of Benefits from Cross Functional Job Rotation, 

Provision of Flexible Working Hour Policy, Availing the Benefit of Flexible 

Working Hours 

Benefits from Cross Functional Job Rotation Frequency Percent 

No 515 51.3 

Yes 433 43.1 

Not Sure 56 5.6 

Total 1004 100.0 

Provision of Flexible Working Hour Policy Frequency Percent 
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No 493 49.1 

Yes 511 50.9 

Total 1004 100.0 

Availing the Benefit of Flexible Working Hours Frequency Percent 

During Weekdays 628 62.5 

During Weekends 131 13.0 

Both 140 13.9 

Not Applicable 105 10.5 

Total 1004 100.0 

 

Table 4.04: Classification of Support for Pursuing Higher Education, Growth 

due to Pursuing Higher Education 

Support for Pursuing Higher Education Frequency Percent 

No 534 53.2 

Yes 470 46.8 

Total 1004 100.0 

Growth due to Pursuing Higher Education 

 Frequency Percent 

No 311 31.0 

Yes 301 30.0 

Not Sure 392 39.0 

Total 1004 100.0 
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Inferential Analysis      

                             

Table 4.05: Summary of Reliability Statistics for Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, 

Flexible Working Hours Policy, Higher Education, Job Motivation and Job 

Satisfaction to determine Employee Retention in the Organised Apparel Retail 

Sector 

 

Variables Cronbach’s Alpha (α) 

Training and Development 0.872 

Performance-Based Rewards and 

Recognition  

0.858 

Cross Functional Job Rotation  0.845 

Flexible Working Hours Policy  0.847 

Higher Education  0.824 

Job Motivation  0.842 

Job Satisfaction  0.851 

Employee Retention 0.839 
 

 

 

 

 

“Conclusion 

“Based on the summary of reliability, it can be inferred that the value of Cronbach’s 

Alpha (α) found to be more than 0.8 which shows the internal consistency for all the 

variables included in the research consisting of Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, Higher Education, Job Motivation and Job Satisfaction to 

determine Employee Retention in the Organised Apparel Retail Sector. 

 

Test of Validity for Employee Retention in the Organised Apparel Retail Sector 

In the present study, Multiple Regression Analysis of [Training and Development, 

Performance-Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, Higher Education, Job Motivation and Job Satisfaction to 

determine Employee Retention has been tested as a tool of validity. Collinearity has 
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been used an inbuilt measure to determine the effect of independent variables called as 

predictors on dependent variable called as criterion.”                                                             

 

Table 4.06: Standardised and Unstandardised Regression Coefficients 

Variables 
 

Unstanda

rdised  

Coefficie

nts 

Standard

ised 

 

Coeffi

cients 

t 
 

Sig. 
 

  

B 

Beta 

Toleranc

e 

VIF  

(Constant

) 

13.935 5.869 .000   

Training 

and 

Develop

ment   

.079 .146 4.003 .000 .689 1.125 

Performa

nce-

Based 

Rewards 

and 

Recogniti

on 

.158 .136 3.039 .003 .591 1.691 

Cross 

Functiona

l Job 

Rotation 

-.197 .241 6.793 .000 .741 1.062 

Flexible 

Working 

Hours 

Policy 

.098 .121 2.517 .012 .511 1.958 
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Higher 

Educat

ion 

.363 .290 6.419 .000 .581 1.720 

Job 

Motiva

tion 

.140 .248 5.517 .000 .588 1.701 

Job 

Satisfa

ction 

.066 .063 1.353 .037 .542 1.845 

 

 

 

 

 

“Inference: 

The significance levels less than 5% indicate that null hypothesis can be rejected. It can 

be inferred that independent variables [Training and Development, Performance-Based 

Rewards and Recognition, Cross Functional Job Rotation, Flexible Working Hours 

Policy, Higher Education, Job Motivation and Job Satisfaction] are influential to 

determine Employee Retention.  

The tolerance more than 5% and Variance Inflation Factor (VIF) less than 10 indicates 

that the effect of independent variables on dependent variable can be determined 

effectively. VIF is a measure of multicollinearity in the set of multiple regression 

variables.”  

 

“Hypothesis testing 

The following hypothesis is tested by using Chi-Square Test 

 

Hypothesis 1 

Null Hypothesis (H10): Training and Development does not have a significant impact 

on enhanced coordination between employees leading to retention. 

Alternative Hypothesis(H1A): Training and Development has a significant impact on 

enhanced coordination between employees leading to retention. ” 
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Table 4.07: Chi-Square Test Values for Training and Development 

Item description Chi-Square Test Sig. Level 

My organisation provides on the job 

training. 

87.843 .000 

My organisation provides off the job training. 378.4 .000 

My organisation provides both (on the job 

and off the job) training. 

279.396 .000 

I feel job instruction training has enhanced 

coordination among my peers/colleagues. 

124.446 .000 

I feel soft skill training has enhanced 

coordination among my peers/colleagues. 

125.661 .000 

I feel team building training has enhanced 

coordination among my peers/colleagues. 

278.311 .000 

I feel managerial training has enhanced 

coordination among my peers/colleagues. 

352.026 .000 

I feel mentoring/hand holding has enhanced 

coordination among my peers/colleagues. 

228.5 .000 

I feel job rotation has enhanced coordination 

among my peers/colleagues. 

470.293 .000 

I feel role plays have enhanced coordination 

among my peers/colleagues. 

1194.038 .000 

I feel management games have enhanced 

coordination among my peers/colleagues. 

613.46 .000 

I feel my confidence and communication 

skills have improved after attending the 

training(s). 

228.261 .000 

I feel my performance has improved after 

attending the training(s). 

346.598 .000 

I feel there has been lower absenteeism after 

attending the training(s). 

287.514 .000 

I feel there has been an increase in job 

stability after attending the training(s). 

396.886 .000 
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I feel there has been stress reduction after 

attending the training(s). 

774.038 .000 

I feel there is an improvement in grievance 

handling after attending the training(s). 

60.343 .000 

I feel valued and engaged when provided 

with training opportunities. 

235.223 .000 

I believe that training positively influences 

my job satisfaction and willingness to 

continue working. 

152.494 .000 

I am more likely to stay with the organisation 

if my skills are continuously improving 

through regular training. 

332.285 .000 

I feel the training(s) have prepared me for 

future career growth within the organisation. 

355.502 .000 

 

“Inference: 

The significance value less than 5% reveals that null hypothesis can be rejected. It can 

be inferred that Training and Development has a significant impact on enhanced 

coordination between employees leading to retention. The highest value of Chi-Square 

value has been observed for I feel role plays have enhanced coordination among my 

peers/colleagues as 1194.038. The second highest value has been observed for I feel 

there has been stress reduction after attending the training(s) as 774.038. The third 

highest value of Chi Square has been observed for I feel management games have 

enhanced coordination among my peers/colleagues as 613.46.       

 

It can be further analysed that Training and Development has a significant impact on 

enhanced coordination between employees leading to retention have been summarised 

as role plays have enhanced coordination among my peers/colleagues, I feel there has 

been stress reduction after attending the training(s) and I feel management games have 

enhanced coordination among my peers/colleagues.” 
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“The following hypothesis is tested by using Spearman Rank Correlation 

Hypothesis 2 

Null Hypothesis (H20): Performance-Based Rewards and Recognition does not have a 

positive influence on employee retention. 

Alternative Hypothesis(H2A): Performance-Based Rewards and Recognition has a 

positive influence on employee retention.” 

 

Table 4.08: Spearman Rank Correlation for [Performance-Based Rewards * 

Employee Retention] 

Description Performance-

Based 

Rewards 

Employee 

Retention 

N Sig. Level 

    Performance 

Based Rewards 

1.000 0.626 1004 0.000 

    Employee 

Retention 

0.626 1.000 1004 0.000 

 

“Inference 

The significance level less than 5% reveals that the null hypothesis can be rejected.  It 

can be revealed that Performance-Based Rewards and Recognition has a positive 

influence on employee retention. The value of rs [Spearman Rank Correlation] found to 

be between (>0.5 to 0.74) for Performance-Based Rewards and Recognition and 

employee retention. It can be further analysed that the value of rs found to be 0.626. It 

indicates that there is a positive moderate association of Performance-Based Rewards 

and Recognition on employee retention.” 

 

“The following hypothesis is tested by using Chi-Square Test 

Hypothesis 3 

Null Hypothesis (H30): Cross Functional Job Rotation does not reduce the work 

monotony and does not have a positive relationship for retaining employees. 

Alternative Hypothesis(H3A): Cross Functional Job Rotation reduces work monotony 

and has a positive relationship with retaining employees.” 
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Table 4.09: Chi-Square Test Values for Cross Functional Job Rotation 

Item description Chi-Square Test Sig. Level 

I feel adoption of cross functional job 

rotation leads to better peer/colleagues’ 

relationship. 

231.538 .000 

I feel adoption of cross functional job 

rotation leads to increase in recognition. 

288.261 .000 

I feel adoption of cross functional job 

rotation leads to higher 

compensation/incentives. 

230.442 .000 

I feel adoption of cross functional job 

rotation leads to increase in job security. 

298.062 .000 

I feel exposure to different roles and 

responsibilities encourages me to stay with 

the organisation. 

394.267 .000 

I am more likely to remain with the 

organisation if I can explore different areas 

of the organisation. 

331.538 .000 

I feel that cross functional job rotation leads 

to increased engagement and excitement, 

encouraging me to stay with the 

organisation. 

512.066 .000 

I feel more committed to my organisation 

because it provides diverse career 

experiences through cross functional job 

rotation. 

538.062 .000 

I feel more committed to the organisation 

post cross functional job rotation, as it 

promotes knowledge sharing and 

collaboration across departments. 

232.384 .000 

 

 

 

 

 

 

 

 

“ 
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Inference: 

The significance value less than 5% reveals that null hypothesis can be rejected. It can 

be inferred that Cross Functional Job Rotation reduces work monotony and has a 

positive relationship with retaining employees. The highest value of Chi-Square value 

has been observed for I feel more committed to my organisation because it provides 

diverse career experiences through cross functional job rotation as 538.062. The second 

highest value has been observed for I feel that cross functional job rotation leads to 

increased engagement and excitement, encouraging me to stay with the organisation as 

512.066. The third highest value of Chi Square has been observed for I feel exposure 

to different roles and responsibilities encourages me to stay with the organisation.as 

394.267.       

 

It can be further analysed that Cross Functional Job Rotation reduces work monotony 

and has a positive relationship with retaining employees have been summarised as I 

feel more committed to my organisation because it provides diverse career experiences 

through cross functional job rotation, I feel that cross functional job rotation leads to 

increased engagement and excitement, encouraging me to stay with the organisation 

and I feel exposure to different roles and responsibilities encourages me to stay with 

the organisation.” 

 

“The following hypothesis is tested by using Chi-Square Test 

Hypothesis 4 

Null Hypothesis (H40): Flexible Working Hours Policy does not enhance the overall 

job satisfaction among employees in the organisation and does not lead to employee 

retention. 

Alternative Hypothesis(H4A): Flexible Working Hours Policy enhances the overall 

job satisfaction among employees in the organisation and leads to employee retention. ” 
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Table 4.10: Chi-Square values for Flexible Working Hours Policy 

Item description Chi Square Value Sig. Level 

I feel that flexible working hours are beneficial 

because I face less traffic and reduced worries 

about safety during travel. 

330.303 .000 

I feel flexible working hours are beneficial 

because I can manage daily chores effectively. 

154.287 .000 

I feel flexible working hours are beneficial 

because I have time for family & friends. 

528.002 .000 

I feel flexible working hours are beneficial 

because I can pursue higher education. 

204.865 .000 

I feel flexible working hours are beneficial 

because I can complete banking/government/ 

medical tasks. 

103.45 .000 

I value the freedom to adjust my work hours 

according to my personal needs and 

preferences, enhancing my willingness to stay. 

109.635 .000 

I think flexible work hours contribute to a 

better work-life balance, increasing my 

willingness to stay. 

109.635 .000 

I feel that flexibility in work hours positively 

enhances my willingness to stay. 

586.767 .000 

I feel flexible working hour policy 

demonstrates the organisation's commitment 

to my wellbeing, enhancing my willingness to 

stay. 

419.855 .000 

 

“Inference: 

The significance value less than 5% reveals that null hypothesis can be rejected. It can 

be inferred that Flexible Working Hours Policy enhances the overall job satisfaction 

among employees in the organisation and leads to employee retention. The highest 

value of Chi-Square value has been observed for I feel that flexibility in work hours 
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positively enhances my willingness to stay as 586.767. The second highest value has 

been observed for I feel flexible working hours are beneficial because I have time for 

family & friends as 528.002. The third highest value of Chi Square has been observed 

for I feel flexible working hour policy demonstrates the organisation's commitment to 

my wellbeing, enhancing my willingness to stay as 419.855.”       

 

It can be further analysed that Flexible Working Hours Policy enhances the overall job 

satisfaction among employees in the organisation and leads to employee retention have 

been summarised as I feel that flexibility in work hours positively enhances my 

willingness to stay,  

 

I feel flexible working hours are beneficial because I have time for family & friends 

and I feel flexible working hour policy demonstrates the organisation's commitment to 

my wellbeing, enhancing my willingness to stay. 

 

“The following hypothesis is tested by using Spearman Rank Correlation 

Hypothesis 5 

Null Hypothesis (H50): Organisations encouraging employees to pursue Higher 

Education do not have a positive impact on retention. 

Alternative Hypothesis(H5A): Organisations encouraging employees to pursue Higher 

Education has a positive impact on retention. ” 

 

Table 4.11: Spearman Rank Correlation for [Higher Education * Employee 

Retention] 

Description Higher 

Education 

Employee 

Retention 

N Sig. 

Level 

     Higher Education 1.000 0.551 1004 0.000 

    Employee Retention 0.551 1.000 1004 0.000 
“ 

 

 

 

 

Inference 

The significance level less than 5% reveals that the null hypothesis can be rejected.  It 

can be revealed that Organisations encouraging employees to pursue Higher Education 

has a positive impact on retention. The value of rs [Spearman Rank Correlation] found 
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to be between (>0.5 to 0.74) for Higher Education and retention. It can be further 

analysed that the value of rs found to be 0.551. It indicates that there is a positive 

moderate association of Higher Education and retention.” 

 

“The following hypothesis is tested by using Spearman Rank Correlation 

Hypothesis 6 

Null Hypothesis (H60): Job Motivation does not moderate the influence of employee 

retention strategies (Training and Development, Performance Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, and 

Higher Education) on employee retention in the organised apparel retail sector. 

Alternative Hypothesis(H6A): Job Motivation moderates the influence of employee 

retention strategies (Training and Development, Performance Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, and 

Higher Education) on employee retention in the organised apparel retail sector.” 

 

Table 4.12: Spearman Rank Correlation for [Job Motivation * Employee 

Retention] 

Description Job 

Motivation 

Employee 

Retention 

N Sig. Level 

     Job Motivation 1.000 0.541 1004 0.000 

     Employee 

Retention 

0. 541 1.000 1004 0.000 

 

“Inference: 

The significance level less than 5% reveals that the null hypothesis can be rejected.  It 

can be revealed that Job Motivation moderates the influence of employee retention 

strategies (Training and Development, Performance Based Rewards and Recognition, 

Cross Functional Job Rotation, Flexible Working Hours Policy, and Higher Education) 

on employee retention in the organised apparel retail sector. The value of rs [Spearman 

Rank Correlation] found to be between (>0.5 to 0.74) for Job Motivation on employee 

retention in the organised apparel retail sector. It can be further analysed that the value 
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of rs found to be 0.541. It indicates that there is a positive moderate association of Job 

Motivation on employee retention in the organised apparel retail sector.” 

 

“The following hypothesis is tested by using Spearman Rank Correlation 

Hypothesis 7 

Null Hypothesis (H70): Job Satisfaction does not moderate the influence of employee 

retention strategies (Training and Development, Performance Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, and 

Higher Education) on employee retention in the organised apparel retail sector. 

Alternative Hypothesis(H7A): Job Satisfaction moderates the influence of employee 

retention strategies (Training and Development, Performance Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy, and 

Higher Education) on employee retention in the organised apparel retail sector.” 

 

Table 4.13: Spearman Rank Correlation for [Job Satisfaction * Employee 

Retention] 

Description Job 

Satisfaction 

Employee 

Retention 

N Sig. Level 

     Job 

Satisfaction 

1.000 0.513 1004 0.000 

     Employee 

Retention 

0.513 1.000 1004 0.000 

 
 

 

 

 

“Inference: 

The significance level less than 5% reveals that the null hypothesis can be rejected.  It 

can be revealed that Job Satisfaction moderates the influence of employee retention 

strategies (Training and Development, Performance Based Rewards and Recognition, 

Cross Functional Job Rotation, Flexible Working Hours Policy, and Higher Education) 

on employee retention in the organised apparel retail sector. The value of rs [Spearman 

Rank Correlation] found to be between (>0.5 to 0.74) for Job Satisfaction on employee 

retention in the organised apparel retail sector. It can be further analysed that the value 
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of rs found to be 0.513. It indicates that there is a positive moderate association of Job 

Satisfaction on employee retention in the organised apparel retail sector.” 

 

Factor Analysis 

Table 4.14: Summary of Factor Analysis for Employee Retention in the 

Organised Apparel Retail Sector 

Item Description Factor 1 Factor 2 

Training and 

Development 

Job Rotation Factors  Confidence and 

Communication Factors 

Performance Based 

Rewards and Recognition 

Cash Reward Factors  Salary Increments/Grade 

Hike Factors 

Cross functional Job 

Rotation 

Job Rotation Factors  Career Experiences 

Factors 

Flexible working hours 

policy 

Banking/Government/ 

Medical Tasks Factors  

Work-Life Balance 

Factors 

Higher education Time flexibility Factors  Loyal Factors 

Employee Retention Coordination Factors  Flexible Working Hours 

Job Motivation Positive Workplace 

Culture and Values Factors  

Peers/Colleagues Factors 

Job Satisfaction Growth and Advancement 

Factors  

Fulfilled Factors 

 

Structural Equation Modelling (SEM) for Effectiveness of strategies adopted for 

Employee Retention  

 

The Dependent Variable for this study is  

Employee Retention [ER] 

 

MV is a latent variable which consist of all the moderating variables. The 

moderating variables [MV] for this study are as follows. The mediating variable 

for this study is 

Job Motivation [JM] and Job Satisfaction [JS]. 
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“IV is a latent variable which consists of all the independent variables. The 

independent variables [IV] for this study are as follows:” 

Training and Development [TD], Performance-Based Rewards and Recognition [PB], 

Cross Functional Job Rotation [CF], Flexible Working Hours Policy [FW] and Higher 

Education [HE]. 

 

The error variances for this study are as follows: 

i. The error variances(e) are necessary for creating the model of the study. 

ii. The error variances for Training and Development [TD], Performance-Based 

Rewards and Recognition [PB], Cross Functional Job Rotation [CF], Flexible 

Working Hours Policy [FW] and Higher Education [HE] is from e1 to e5. 

iii. The error variances of Job Motivation [JM] and Job Satisfaction [JS] are from 

e6 to e7. 

iv. The error variance of the latent variable MV is e8. 

v. The error variance of the latent variable IV is e9. 

vi. The error variance of the dependent variable Employee Retention [ER] for this 

study is e10. 
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FIG 4.01: Unstandardised Estimates for Effectiveness of Strategies Adopted for 

Employee Retention 
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FIG 4.02: Standardised Estimates for Effectiveness of Strategies Adopted for 

Employee Retention 
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Inference for standardised estimates for Effectiveness of strategies adopted for 

Employee Retention 

TD (.76), PB (.64), CF (.40), FW (.58) and HE (.06) are the standardised estimates 

which indicates Training and Development, Performance-Based Rewards and 

Recognition, Cross Functional Job Rotation, Flexible Working Hours Policy and Higher 

Education respectively.  

 

The highest values of standardised estimates have been observed for TD (.76), PB 

(.64), FW (.58), CF (.40), and HE (.06). 

JM (.51) and JS (.46) are the standardised estimates for Job Motivation [JM] and Job 

Satisfaction [JS]. The highest values of standardised estimates have been observed 

for JM (.51) and JS (.46). 

 

It can be further revealed from Effectiveness of strategies adopted for Employee 

Retention as follows:  

In the latent variable IV, Training and Development, Performance-Based Rewards and 

Recognition, Flexible Working Hours Policy and Cross Functional Job Rotation are 

highly influential followed by Higher Education. 

 

In the latent variable MV, Job Motivation is highly influential followed by Job 

Satisfaction. 

 

“Hence from all the model estimates like Absolute fit, Incremental fit and Parsimonous 

fit, it can be revealed that SEM model is suitable for predicting the influence of  

Training and Development, Performance-Based Rewards and Recognition,  Cross 

Functional Job Rotation, Flexible Working Hours Policy and Higher Education with the 

moderating effects of Job Motivation and  Job Satisfaction on Employee Retention. ” 

 

It can be analysed that Effectiveness of strategies adopted for Employee Retention can 

be summarised as Training and Development as an independent effect and Job 

Motivation as a moderating effect.             
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                               Table 4.15: “Summary Table of Hypothesis 

Hypothesis Statement Critical level & 

Statistical test Used 

Inference 

Hypothesis 1 

Null Hypothesis 

(H1o): Training and 

Development does not 

have a significant impact 

on enhanced coordination 

between employees 

leading to retention. 

 

The critical level or level 

of significance is set at 

5% (0.05). 

Chi-Square Test. 

Reliability Analysis. 

Multiple Regression 

Analysis. 

Factor Analysis. 

Structural Equation 

Modelling [SEM]. 

 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected. 

Null hypothesis is 

rejected. 

Training and 

Development has a 

significant impact on 

enhanced coordination 

between employees 

leading to retention. 

Alternative Hypothesis 

(H1A): Training and 

Development has a 

significant impact on 

enhanced coordination 

between employees 

leading to retention. 

Hypothesis 2 

Null Hypothesis 

 

(H2o): Performance-Based 

Rewards and Recognition 

does not have a positive 

influence on employee 

retention. 

The critical level or level 

of significance is set at 

5% (0.05). 

Spearman Rank 

Correlation. 

Reliability Analysis. 

Multiple Regression 

Analysis. 

Factor Analysis. 

Structural Equation 

Modelling [SEM]. 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected 

Null hypothesis is 

rejected. 

Performance-Based 

Rewards and 

Recognition has a 

positive influence on 

employee retention. 

Alternative Hypothesis 

(H2A): Performance-Based 

Rewards and Recognition 

has a positive influence on 

employee retention. 
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Hypothesis 3 

Null Hypothesis 

(H3o): Cross Functional 

Job Rotation does not 

reduce the work monotony 

and does not have a 

positive relationship for 

retaining employees. 

The critical level or level 

of significance is set at 

5% (0.05). 

 

Chi-Square Test. 

Reliability Analysis. 

Multiple Regression 

Analysis. 

Factor Analysis. 

Structural Equation 

Modelling [SEM]. 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected. 

Null hypothesis is 

rejected. 

Cross Functional Job 

Rotation reduces work 

monotony and has a 

positive relationship 

with retaining 

employees. 

Alternative Hypothesis 

(H3A): Cross Functional 

Job Rotation reduces work 

monotony and has a 

positive relationship with 

retaining employees. 

Hypothesis 4 

Null Hypothesis 

(H4o): Flexible Working 

Hours Policy does not 

enhance the overall job 

satisfaction among 

employees in the 

organisation and does not 

lead to employee retention. 

The critical level or level 

of significance is set at 

5% (0.05). 

Chi-Square Test. 

Reliability Analysis. 

Multiple Regression 

Analysis. 

Factor Analysis. 

Structural Equation 

Modelling [SEM]. 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected. 

Null hypothesis is 

rejected. 

Flexible Working 

Hours Policy enhances 

the overall job 

satisfaction among 

employees in the 

organisation and leads 

to employee retention. 

Alternative Hypothesis 

(H4A): Flexible Working 

Hours Policy enhances 

overall job satisfaction 

among employees in the 

organisation and leads to 

employee retention. 
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Hypothesis 5 

Null Hypothesis 

(H5o): Organisations 

encouraging employees to 

pursue Higher Education 

do not have a positive 

impact on retention. 

 

 

 

The critical level or level 

of significance is set at 

5% (0.05). 

 

Spearman Rank 

Correlation. 

Reliability Analysis. 

Multiple Regression 

Analysis. 

Factor Analysis. 

Structural Equation 

Modelling [SEM]. 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected. 

Null hypothesis is 

rejected. 

Organisations 

encouraging 

employees to pursue 

Higher Education has a 

positive impact on 

retention. 

 

Alternative Hypothesis 

(H5A): Organisations 

encouraging employees to 

pursue Higher Education 

has a positive impact on 

retention. 

 

Hypothesis 6 

Null Hypothesis 

(H6o): Job Motivation does 

not moderate the influence 

of employee retention 

strategies (Training and 

Development, 

Performance Based 

Rewards and Recognition, 

Cross Functional Job 

Rotation, Flexible Working 

Hours Policy, and Higher 

Education) on employee 

retention in the Organised 

apparel retail sector. 

The critical level or level 

of significance is set at 

5% (0.05). 

 

Spearman Rank 

Correlation. 

Reliability Analysis. 

Multiple Regression 

Analysis. 

Factor Analysis. 

Structural Equation 

Modelling [SEM]. 

If the critical level or 

level of significance is 

less than 5% (0.05), 

null hypothesis is 

rejected. 

Null hypothesis is 

rejected. 

Job Motivation 

moderates the 

influence of employee 

retention strategies 

(Training and 

Development, 

Performance Based 

Rewards and 
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 Recognition, Cross 

Functional Job 

Rotation, Flexible 

Working Hours Policy, 

and Higher Education) 

on employee retention 

in the organised 

apparel retail sector. 

Alternative Hypothesis 

(H6A): Job Motivation 

moderates the influence of 

employee retention 

strategies (Training and 

Development, Performance 

Based Rewards and 

Recognition, Cross 

Functional Job Rotation, 

Flexible Working Hours 

Policy, and Higher 

Education) on employee 

retention in the Organised 

apparel retail sector. 

 

Hypothesis 7 

Null Hypothesis 

(H7o): Job Satisfaction 

does not moderate the 

influence of employee 

retention strategies 

(Training and 

Development, 

Performance Based 

Rewards and Recognition, 

Cross Functional Job 

Rotation, Flexible Working 

Hours Policy, and Higher 

The critical level or level 

of significance is set at 

5% (0.05). 

 

Spearman Rank 

Correlation. 

Reliability Analysis. 

Multiple Regression 

Analysis. 

 

Factor Analysis. 

Structural Equation 

Modelling [SEM]. 

 

If the critical level or 

level of significance 

is less than 

5%(0.05), null 

hypothesis is 

rejected 

Null hypothesis is 

rejected 

 

 

Job Satisfaction 

moderates the 
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Education) on employee 

retention in the Organised 

apparel retail sector. 

 

influence of employee 

retention strategies 

(Training and 

Development, 

Performance Based 

Rewards and 

Recognition, Cross 

Functional Job 

Rotation, Flexible 

Working Hours Policy, 

and Higher Education) 

on employee retention 

in the organised 

apparel retail sector. 

Alternative Hypothesis 

(H7A): Job Satisfaction 

moderates the influence of 

employee retention 

strategies (Training and 

Development, 

Performance Based 

Rewards and Recognition, 

Cross Functional Job 

Rotation, Flexible Working 

Hours Policy, and Higher 

Education) on employee 

retention in the Organised 

apparel retail sector.” 

 

 

4.2 Findings and Discussion 

The research depicted that out of 1004 respondents, 305(30%) of the respondents have 

been working in the current organisation as Less than 12 months, 349(35%) as Between 

1–2 years and 350(35%) as More than 2 years. It shows most of the respondents have 

been working in the current organisation for More than 2 years. 

 

The research depicted that out of 1004 respondents, 569(57%) of the respondents 

attended number of Training Programs since their joining as Less than 5, 232(23%) as 

6-10, 140(14%) as 11-15 and 63(6%) as More than 15. It shows most of the respondents 

attended number of Training Programs since their joining as Less than 5.                      
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The research depicted that out of 1004 respondents, 35(3.5%) of the respondent’s 

opinion about their organisation have a performance-based rewards and recognition 

program as No and 969(96.5%) as Yes. It shows most of the respondent’s opinion about 

their organisation have a performance-based rewards and recognition program as Yes. 

 

The research indicated that out of 1004 respondents, 520(52%) of the respondents 

opinion about satisfied with the performance-based rewards and recognition program 

as No and 484(48%) as Yes. It shows most of the respondents opinion about satisfied 

with the performance-based rewards and recognition program as No.                    

 

“The research indicated that out of 1004 respondents, 58(6%) of the respondents opinion 

about undertaken cross functional job rotation in the current/past organisation as No 

and 946(94%) as Yes. It shows most of the respondents opinion about undertaken cross 

functional job rotation in the current/past organisation as Yes. ”                         

 

The research indicated that out of 1004 respondents, 515(51%) of the respondents 

opinion about benefits from cross functional job rotation in your current/past role as 

No, 433(43%) as Yes and Not Sure as 56(6%). It shows most of the respondents opinion 

about opinion about benefits from cross functional job rotation in your current/past role 

as No. 

 

The research indicated that out of 1004 respondents, 493(49%) of the respondents 

opinion about organisation provide them with a flexible working hour policy as No and 

511(51%) as Yes. It shows most of the respondents opinion about organisation provide 

them with a flexible working hour policy as Yes. 

                    

The research indicated that out of 1004 respondents, 628(62.5%) of the respondents 

opinion about avail the benefit of flexible working hours as During Weekdays, 

131(13%) as During Weekends, 140(14%) as Both and 105(10.5%) as Not Applicable. 

It shows most of the respondents opinion about opinion about avail the benefit of 

flexible working hours as During Weekdays.                                     
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The research indicated that out of 1004 respondents, 534(53%) of the respondents 

opinion about organisation encourage or provide support for pursuing higher education 

as No and 470(47%) as Yes. It shows most of the respondents opinion about 

organisation encourage or provide support for pursuing higher education as No. 

 

The research indicated that out of 1004 respondents, 311(31%) of the respondents 

opinion about pursuing higher education helps you grow in the current work profile as 

No, 301(30%) as Yes and as 392(39%) as Not Sure. It shows most of the respondents 

opinion about opinion about pursuing higher education helps you grow in the current 

work profile as Not Sure. 

                                            

4.3 Hypothesis Testing 

“Hypothesis 1 

The hypothesis testing using Chi-Square test revealed significance level less than 5% 

to reject the null hypothesis. It can be inferred that Training and Development has a 

significant impact on enhanced coordination between employees leading to retention. 

The highest value of Chi-Square value has been observed for I feel role plays have 

enhanced coordination among my peers/colleagues as 1194.038. The second highest 

value has been observed for I feel there has been stress reduction after attending the 

training(s) as 774.038. The third highest value of Chi Square has been observed for I 

feel management games have enhanced coordination among my peers/colleagues as 

613.46.       

It can be further analysed that Training and Development has a significant impact on 

enhanced coordination between employees leading to retention have been summarised 

as role plays have enhanced coordination among my peers/colleagues, I feel there has 

been stress reduction after attending the training(s) and I feel management games have 

enhanced coordination among my peers/colleagues. ” 

 

“Hypothesis 2 

The hypothesis testing using Spearman Rank Correlation highlighted significance level 

less than 5% to reject the null hypothesis.  It can be revealed that Performance-Based 

Rewards and Recognition has a positive influence on employee retention. The value of 



 
 

 

345 
 

rs [Spearman Rank Correlation] found to be between (>0.5 to 0.74) for Performance-

Based Rewards and Recognition and employee retention. It can be further analysed that 

the value of rs found to be 0.626. It indicates that there is a positive moderate association 

of Performance-Based Rewards and Recognition on employee retention.” 

 

“Hypothesis 3 

The hypothesis testing using Chi-Square test revealed significance level less than 5% 

to reject the null hypothesis. It can be inferred that Cross Functional Job Rotation 

reduces work monotony and has a positive relationship with retaining employees. The 

highest value of Chi-Square value has been observed for I feel more committed to my 

organisation because it provides diverse career experiences through cross functional job 

rotation as 538.062. The second highest value has been observed for I feel that cross 

functional job rotation leads to increased engagement and excitement, encouraging me 

to stay with the organisation as 512.066. The third highest value of Chi Square has been 

observed for I feel exposure to different roles and responsibilities encourages me to stay 

with the organisation.as 394.267.       

It can be further analysed that Cross Functional Job Rotation reduces work monotony 

and has a positive relationship with retaining employees have been summarised as I 

feel more committed to my organisation because it provides diverse career experiences 

through cross functional job rotation, I feel that cross functional job rotation leads to 

increased engagement and excitement, encouraging me to stay with the organisation 

and I feel exposure to different roles and responsibilities encourages me to stay with 

the organisation.” 
 

 

 

 

 

 

 

 

“Hypothesis 4 

The hypothesis testing using Chi-Square test revealed significance level less than 5% 

to reject the null hypothesis. It can be inferred that Flexible Working Hours Policy 

enhances the overall job satisfaction among employees in the organisation and leads to 

employee retention. The highest value of Chi-Square value has been observed for I feel 

that flexibility in work hours positively enhances my willingness to stay as 586.767. 

The second highest value has been observed for I feel flexible working hours are 

beneficial because I have time for family & friends as 528.002. The third highest value 

of Chi Square has been observed for I feel flexible working hour policy demonstrates 
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the organisation's commitment to my wellbeing, enhancing my willingness to stay as 

419.855.       

It can be further analysed that Flexible Working Hours Policy enhances the overall job 

satisfaction among employees in the organisation and leads to employee retention have 

been summarised as I feel that flexibility in work hours positively enhances my 

willingness to stay, I feel flexible working hours are beneficial because I have time for 

family & friends and I feel flexible working hour policy demonstrates the organisation's 

commitment to my wellbeing, enhancing my willingness to stay.” 

 

“Hypothesis 5 

The hypothesis testing using Spearman Rank Correlation highlighted significance level 

less than 5% to reject the null hypothesis.  It can be revealed that Organisations 

encouraging employees to pursue Higher Education has a positive impact on retention. 

The value of rs [Spearman Rank Correlation] found to be between (>0.5 to 0.74) for 

Higher Education and retention. It can be further analysed that the value of rs found to 

be 0.551. It indicates that there is a positive moderate association of Higher Education 

and retention.” 

 

“Hypothesis 6 

The hypothesis testing using Spearman Rank Correlation highlighted significance level 

less than 5% to reject the null hypothesis.  It can be revealed that Job Motivation 

moderates the influence of employee retention strategies (Training and Development, 

Performance Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, and Higher Education) on employee retention in the organised 

apparel retail sector. The value of rs [Spearman Rank Correlation] found to be between 

(>0.5 to 0.74) for Job Motivation on employee retention in the organised apparel retail 

sector. It can be further analysed that the value of rs found to be 0.541. It indicates that 

there is a positive moderate association of Job Motivation on employee retention in the 

organised apparel retail sector.” 
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“Hypothesis 7 

The hypothesis testing using Spearman Rank Correlation highlighted significance level 

less than 5% to reject the null hypothesis.  It can be revealed that Job Satisfaction 

moderates the influence of employee retention strategies (Training and Development, 

Performance Based Rewards and Recognition, Cross Functional Job Rotation, Flexible 

Working Hours Policy, and Higher Education) on employee retention in the organised 

apparel retail sector. The value of rs [Spearman Rank Correlation] found to be between 

(>0.5 to 0.74) for Job Satisfaction on employee retention in the organised apparel retail 

sector. It can be further analysed that the value of rs found to be 0.513. It indicates that 

there is a positive moderate association of Job Satisfaction on employee retention in the 

organised apparel retail sector.” 

 

4.4 Structural Equation Modelling (SEM) for Effectiveness of Strategies Adopted 

for Employee Retention. 

“From all the model estimates like Absolute fit, Incremental fit and Parsimonous fit, it 

can be revealed that SEM model is suitable for predicting the influence of  Training and 

Development, Performance-Based Rewards and Recognition,  Cross Functional Job 

Rotation, Flexible Working Hours Policy and Higher Education with the moderating 

effects of Job Motivation and  Job Satisfaction on Employee Retention. 

It can be analysed that Effectiveness of strategies adopted for Employee Retention can 

be summarised as Training and Development as an independent effect and Job 

Motivation as a moderating effect.” 

 

5: Recommendations and Suggestions 

“An important area for organisations, especially in a highly competitive and service 

oriented apparel retail sector is Employee retention. It becomes more than important in 

dynamic markets of the Mumbai Metropolitan Region. Employee retention is an 

absolute must to ensure operational efficiency, customer satisfaction which leads to 

ultimately leads to profitability. Against this backdrop, based on the findings of this 

study, a set of comprehensive and actionable recommendations has been developed 

about these challenges. These suggestions are intended to help organisations find 
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effective retention strategies that lead to employee satisfaction and long-term 

commitment.”  

1. Holistic Training Program 

Training: Organisations must institute structured and continuous programmes. Those 

should include on-the-job training, role plays, management games, as well as 

mentoring. This will not only improve peer coordination and job-specific skills but also 

create an environment of continuous learning. Priority should be given to training a few 

high-potential employees to enable their career growth to be tied in with organisational 

objectives so that the organisation can retain these employees long-term. 

 

2. Performance-Based Rewards and Recognition   

Transparent appraisal systems must be established to motivate employees and instil a 

sense of fairness. To create a sense of belonging and fostering enhanced performance 

organisations should have an aspirational monetary reward such as bonuses, pay hikes, 

discount vouchers etc over and above non-monetary recognitions such as awards, 

certificates and in public acknowledgement. With workforce becoming younger and 

impatient, who look at instant gratification, organisations should be mindful while 

devising such R & R programs.   

 

3. Flexible Work Policies 

Work life balance is no more fancy western word, but has now become a reality in new 

socio-economic order in India, especially in MMR. With a multitasking needed with 

meagre family support, a flexible work policy is the solution for a large workforce. A 

flexible work policy is highly valued and revered by employees as it helps them manage 

efficiently both personal and professional responsibilities, reduces the stress leading to 

better work output and overall job satisfaction.      

 

4. Cross-Functional Job Rotation 

Cross Functional job rotational not only reduces the work monotony but also gives 

employees to explore newer work avenues within the organisation. The experiential 

knowledge of the employees is enhanced, collaboration between teams boosts, and an 

improved understanding of how the organisation operates takes place. Such employees 
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are likely to stick around with the organisation for an extended period. The latent 

advantage of this to organisations, they can do a proper career progression planning for 

high potential employees at a much lower cost. 

 

5. Higher Education Support 

Organisations should implement an education development program that will support 

an employee with financial backing, scholarships, and a study leave. It not only 

provides an opportunity for employees to increase their skills but also lets the 

organisation present investment in professional development, which engenders loyalty. 

A specific budget and flexible arrangements can be made to have employees upskill 

without leaving their jobs.  

 

6. Promoting an Inclusive Workplace Culture 

Job motivation and Job Satisfaction are greatly influenced by a conducive, inclusive 

and positive workplace culture. To develop such a culture, organisations need to be take 

tactical and strategic steps starting right from taking structured feedback, understanding 

the gaps, invest in team-building activities and further take actions that focuses on 

diversity and lastly  celebrate it generously. It’s often seen that open communication 

and approachable managers or seniors induce trust and belonging, which are a critical 

in employee retention.   

 

7. Technology Integration into Workforce Management 

Latest AI driven tools for feedback, gap analysis, virtual training sessions and thereby 

creating analytics for monitoring employee satisfaction and doing a predictive analysis 

can be leveraged to enhance the employee retention strategies. Usage of various digital 

tools to personalise employee experiences and tracking engagement will help in further 

the mission to retain employees.   

 

8. Tailored Strategies for varied Demographics 

“One size fit all” is not the mantra for employees especially in a highly varied 

demographic apparel retail sector. Gender, experience, educational qualification and 

more importantly the generational band needs to be taken into consideration, before 
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curating strategies. The priorities and factors driving employees satisfaction, motivation 

and thereby the retention are quite different for Gen X and Gen Z. By creating a 

retention strategy that will meet these generational needs, the result is better 

engagement with higher retention rates of the younger workforce. ”  

 

6: Conclusion 

The organised apparel retail sector in the Mumbai Metropolitan Region (MMR) is 

known as a dynamic and competitive sector, which needs a dedicated, skilled and loyal 

workforce who can understand the pulse of the highly demanding and upwardly mobile 

customers. Creating and maintaining an army of such skilled and committed workforce 

is a must, to ensure operational efficiency and organisational profitability. This study 

has attempted to draw attention on the pressing need of effective employee retention 

strategies to build a loyal workforce. 

 

The highlight of the outcome reveals, a positive correlation of employee retention and 

the strategies such as comprehensive training programs, performance-based rewards, 

flexible work policies, and cross-functional job rotations that significantly contribute to 

employee retention. In addition, higher education also revealed positive alignment 

between organisational goals and aspirations of employees. Moderating factors such as 

job motivation and job satisfaction increase with the effective implementation of these 

strategies.   

 

The retail sector is undergoing significant technological development, and the 

workforce is rapidly changing demographically. As a result, retention strategies needs 

to be flexible and forward-thinking. Organisations may create a competitive and 

sustainable workforce by addressing the different requirements of their employees, 

utilizing data-driven technologies, and being inclusive. 

 

Looking forward, a future study may be able to rectify such short comings by studying 

retention strategies both in the unorganised sector and across different regions in India. 

The wider scope of including diverse cultural and demographic contexts would add 

greater depth towards understanding of dynamics of retention. 
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Ultimately, this thesis is a strategic guide to HR managers and organisational leaders 

that gives practical insights and actionable recommendations on how employee 

retention issues may be addressed. Once there is an emphasis placed on employee well-

being, the employee turnover decreases, productivity improves, and organisations will 

enjoy sustainable success in this new dynamic landscape of the organised apparel retail 

sector. 

7: Limitations of the Study 

This study has attempted to provide valuable insights into the effectiveness of employee 

retention strategies within the organised apparel retail sector in the Mumbai 

Metropolitan Region (MMR).   

 

1.Geographical Scope 

The study is focused on employees working in Mumbai Metropolitan Region (MMR). 

Even though the findings, gives clear understanding on the employee retention 

strategies in MMR, however the findings may have limited applicability in other 

regions of India, which have different socio-economic and cultural landscapes and 

factors.   

 

2. Sector 

The research is limited to the organised apparel retail sector and may not capture 

detailed nuances in other retail or unorganised sectors' employee retention strategies. 

The results could not be seamlessly generalised for different industries and regions that 

have diversified workplace cultures and problems. 

 

3.Respondent Bias 

The information gathered depends on the answers of employees, who probably 

emphasize socially desirable or even dread revenge, which may prompt the response to 

be in the mode commensurate with it, which may influence the validity of such insight. 
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4. Business Environment   

With the industry rapidly changing, especially through technology, the touch and feel 

of such an industry, some findings may lose currency overtime. 

 

5.External Factors  

Government policy affecting employee retention strategies have not yet been 

incorporated and so may affect the thoroughness of the investigation. 

 

6.Sample Representation  

The population sampled may not be demographically representative of the entire 

organised apparel retail sector, for example, within smaller or younger organisations, 

thus potentially leaving a bias in the outcomes. 

 

Any research activity inherently carries an intrinsic limitation, that could either be 

scope-based or method-based, along with any contextual bound defining the study. This 

research has given great insight into the effectiveness of employee retention strategies 

in the organised apparel retail sector; however, several constraints must be taken into 

consideration. 

 

These limitations help in bounding the study results within their contextual context and 

indicate where future exploration may be necessary. Overcoming some of these 

limitations, further research would be built on top of the present one in a better attempt 

to understand the dynamics of employee retention in different settings and different 

industries. 

 

8: Scope for Further Study 

The research provides useful insights into the effectiveness of employee retention 

strategies within the organised apparel retail sector in the Mumbai Metropolitan Region 

(MMR), additionally it also ushers us into other areas which can be worth for further 

examination. 

 

Expanding the study's scope will be helpful in overcoming limitations such as 

geographic focus, sectoral representation, and other external factors, thus providing a 

more holistic view of retention dynamics. 
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Further elaboration on these lines will facilitate more promising research building on 

these current findings; this will in turn lead to more durable, flexible, and inclusive 

retention concepts for different contexts and industries. 

 

1. Other Geographic Regions 

Future research can extend to other regions outside the MMR by including diverse 

regions in the country. It would thus provide for a comparative analysis and offer 

insights into the ways in which socio-economic and cultural differences shape 

employee retention strategies across regions. 

 

2.Inclusion of the Unorganised Apparel Retail Sectors 

To overcome the limitations of focusing only on the organised apparel retail sector, 

future studies can investigate the medium and large standalone unorganised apparel 

retail stores. These segments may face specific retention challenges that require specific 

strategies which may differ from the above organised sectors. 

 

3.Impact of Technological Advancements 

The future studies with the increasing role of technology in workforce management 

could further explore the role of digital tools and automation in informing employee 

retention strategies for the retail sector. 

 

4. Cultural and Generational Influences  

Role of cultural and generational influences, especially the presence of millennials and 

Gen X will come into an active workforce in creating the expectations of the employees 

and retention can be further explored to design inclusive and adaptive strategies. 

 

Through addressing these areas, future studies can be built on this current finding. In a 

broader and deeper manner, employee retention strategies accessible to various contexts 

and sectors will be depicted. 
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