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SYNOPSIS

Employee retention is a process in which the employees are encouraged to remain with the organization for the maximum period of time. The project titled “Employee Retention” was carried out at SKS Accessories, Coimbatore. The objective of the study is to identify the various factors that retain the employees in the organization.
The respondents were the shop floor employees of the company. The sample consisted of 100 employees out of the total population. The data for the study was primary in nature. Primary data was collected from the respondents by means of a structured questionnaire. The scaling technique followed in the questionnaire is Likert-Scale. 

The research Design used is Descriptive Research. The sampling technique used is Non-Probability sampling method. This type of sampling is very convenient and is relatively inexpensive. The data is collected with the help of questionnaires. The data is analyzed using the percentage analysis, mean score value.

From the detailed study, the researcher found the major factors that influence employee retention are nature of job, working conditions, social integration, motivation, occupational stress, pay structure, training, communication, advancement and recognition. The company can improve upon its facilities and welfare provided to the employees.
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INTRODUCTION

The research has been done under the title “Employee Retention” existing in SKS Accessories with the objective to identify the various factors that retains the employees.

 This chapter provides an introduction to the following topics.

· Pump industry

· SKS Accessories

· Employee Retention

1.1 PUMP INDUSTRY

The Pumps industry in India is more than seven decades old though it has a turnover of Rs 2500 crore the size is not even 7 per cent of the size of USA market. The more than 500 manufacturers of pumps in the country together produce more than 1.2 million pumps every year. The industry meets 95 per cent of the domestic demand. Indian pump industry is characterized by the coexistence of large number of SSI units, some large manufacturers like Kirloskars and plenty of foreign manufacturers. Most of the players in the unorganized sector cater to agriculture sector. The availability of subsidy, cheap or free power and decision made by individual farmers rather than consultants has helped the players in the unorganized sector push their products in agriculture sector.

The Indian pump manufacturers have traditionally catered to the needs of domestic market.  In India, pumps are mainly used for pumping water from wells in households.  With the effect of LPG (Liberalization, Privatization and Globalization) the Indian pump manufacturers have started exporting to foreign countries, where pumps are used for various purposes in different industrial sectors like, oil refineries, steel mills, mines etc.  This has led to the increasing trend in export of pumps.

Absorption of technology has been commendably high across the industry both in the manufacture of pumps to international quality and also in competency resolving field problems.  Hence, even after globalization, imports of pumps have not had any disturbing effect on the indigenous manufacture.

Most MNCs were initially interested in exporting to the Indian market, but soon realized the need and economic viability of indigenous manufacturing and working out a joint venture or foreign direct investment for manufacturing.  Apart from labour being cheap, availability of technologically skilled and knowledgeable manpower with communicative competence made them to favourably consider the above.  MNCs feel that manufacturing base in India can help not only to cater to this market but also to markets in Asia and Africa.

Major Players in the Indian Pump Industry
About 30 of the total 500 units, dominated by SMEs, have already entered the Asian markets, Middle-east, Egypt, USA, Italy, Greece and southern parts of African countries.  Some of the leading exporters from India include Kirloskar Copeland, Tecumesh Products (India) Ltd., BHEL, Ingersoll-Rand, Elgi Equipments, CRI Pumps, Sharp Pumps, Aqua Sub Pumps, Suguna Motors & Pumps, Texmo Pumps, Mahendra Pumps etc.

Export Performance of Pumps 
There has been good track record of pump exports to as many as 60 – 65 countries around the world, including developed countries.  They have also been buy-back contracts with MNCs operating sporadically but uninterrupted for more than 20 – 25 years.  This stands proof to the technological and economic competence of Indian pump manufacture.

However, costs of inputs required have a deterrent to enthuse investments appropriate to exploit economies of scales of production.  In turn the share of Indian pumps in the global market is very miniscule and scattered. Driven to the brink by the unorganized pump makers who have drilled into their market share, the unorganized players in the Rs.900 crore industries are looking to pump revenues from foreign soil.  

Global Scenario of Pump Industry
Pump exports from India have been made to number of countries like Australia, Egypt A. Rep, U.K, U.S., Singapore, Ghana, Germany, Nepal, U.A.E., Netherlands, and Italy etc.  The U.S. will remain the largest purchaser over the next five years.  China will experience the largest growth rate in the export of pumps.

Significant pump market exists in 80 countries and regions.  In Chile, the largest pumps purchasing segment is the copper industry whereas in Germany it is the chemical industry.  The Middle East has a big pump market due to oil and gas industries.  The Canadian market is distinguished by a large pulp and paper industry requiring different pumps.  The market for pumps in buildings in Europe is much bigger.

All major pump types will experience growth over next 5 years.  The demand for different types of pumps is given below:

Centrifugal type  - 50% of total sales

Submersible effluent pump - 5% of total sales

Submersible domestic pump - 4% of total sales

Other category of pumps  - 41% of total sales

Future of Indian Pump Industry in Export Trade
Indian pump exporters are facing intense competition from the foreign counterparts in catering to global needs.  In this highly competitive scenario, Indian pump exporters have realized the fact that customer-centric attitude is a prerogative to stay ahead.  The key sectors that are major consumers of industrial pumps are water handling/sewage treatment, oil & refineries, and power with a market size of 35 percent, 45 percent and 20 percent respectively.  The industry's growth is dependent on sectors such as the petrochemical, oil and power etc.

In the recent years, the Indian pump industry has been forced to be proactive with foreign players like Grundfoss bringing in superior pumps to the market.  The domestic industry today is in fact looking up for overseas opportunities and quite a few have also made a good impact in the international scenario.  Indian pump exporters have managed to carve niches in the Middle East and African countries, where standards and conditions are akin to what is prevailing in India.  The global market for pumps has been estimated at around US $22 billion.

Market Size for Pumps
	Countries
	Value (Billion $)

	American (USA and other American countries)
	7.0

	European (Germany and other European countries)
	7.5

	Asian (Japan and other Asian countries)
	7.5

	Total
	22.0


Indian pump manufacturers are on a sustained growth path backed by strong upswing in fluid handling industries, irrigation and urban infrastructure projects.  However, demand for pumps from the domestic (household) and agriculture market is lackluster.  Fortunately, this was more than offset by high demand growth witnessed in industrial and infrastructure sector.  With industry and infrastructure sustaining the uptrend, this market condition favors the organized industry players with strong order inflow.  

The Indian pump manufacturers have an added advantage in catering to the global market needs.  As Indian pump manufacturers have proved themselves in the quality front when comparing to Chinese pump manufacturers the Indian pump industry has been given global recognition. The study aims at identifying the various factors that retain the employees in SKS Accessories.

1.2 SKS ACCESSORIES

Since our inception in 1979, SKS ACCESSORIES has been at the forefront and been the pace setter in the pump industry.

SKS ACCESSORIES has a wide network of dealers making it possible for customers to be able to make use of our products and services in every part of the country. The goal is to make us as approachable as possible and to respond to customers as quickly as possible.

To achieve our goals, we have installed state of the art manufacturing systems and design platforms that can be shared by a wide range of products. We have increased our platform base to meet our customers’ needs. Our esteemed organization has been inspired and excelled by Mr.C.B Srinivasan, the Managing Partner and Mr.K.M Krishna, the Chief Executive. Over the last three decades, the SKS has created tremendous brand equity because of high quality of our products. Our organization has been awarded the prestigious ISO 9001:2000 certification by BVCI and we are maintaining these quality norms since September 2004.

SKS characterized by its drive for superiority, excellence and customer satisfaction. We have a range of highly skilled personnel varying from engineers to diploma holders. We also have a quality control chief who is highly qualified and experienced with quality norms. Our company has a turnover of about 20 crores and we are looking to grow and exceed our expectations.

LIST OF VALUED CUSTOMERS

· Suguna Group of Companies & Suguna Dealers

· Dresser Valve(India) Limited, Coimbatore

· Koso Fluid Controls Private Ltd, Palakkad

· Dynamatic Technologies Ltd, Bangalore

· Limra International, Mangalore

· Greaves Cotton Ltd, Chennai

· Fisher Sanmar Ltd, Chennai

PRODUCT DETAILS

· 0.25HP MONOBLOC PUMPS

· 0.5HP MONOBLOC PUMPS

· 1.0HP MONOBLOC PUMPS

Besides these SKS Accessories are manufacturing,

· Hand Wheel Sub Assemblies for M/s Dresser Valve India Pvt. Ltd

· Water Pump for M/s Limra International 

· Concrete Mixer Pumps for M/s Greaves Cotton Ltd, Chennai

· Hand Wheel Actuator Assemblies for Fisher Sanmar Ltd, Chennai

FUTURE SCOPE FOR DEVELOPMENT

We are also looking at making industrial pumps and automotive components for which we are ready to invest land and machinery.

We have a suitable site in SIDCO, where around 2800 square feet of building can be done and around 50 cents of extra land will be present around the building structure.

LIST OF SALES BRANCHES

· Chittoor

· Secundarabad

· Vijayawada

· Vishakapatinam

· Bangalore

· Cochin

· Pune

· Indore

· Jaipur

· Hubli

LIST OF DEALERS

· Anish Agency

· Naachia Stores

· Sri Ramakrishna Corporation, Chennai

· Sri Ramakrishna Corporation, Madurai 

· Hongkong Trading Company 

· S.A Goolamally & co

· Acme Electricals & Industrial co,

· Sri Kuga Agencies

1.3 EMPLOYEE RETENTION

Employee Retention involves taking measures to encourage employees to remain in the organization for the maximum period of time. Corporate is facing a lot of problems in employee retention these days. Hiring knowledgeable people for the job is essential for an employer. But retention is even more important than hiring. There is no dearth of opportunities for a talented person. There are many organizations which are looking for such employees. If a person is not satisfied by the job he’s doing, he may switch over to some other more suitable job. In today’s environment it becomes very important for organizations to retain their employees.

The top organizations are on the top because they value their employees and they know how to keep them glued to the organization. Employees stay and leave organizations for some reasons. The reason may be personal or professional. These reasons should be understood by the employer and should be taken care of. The organizations are becoming aware of these reasons and adopting many strategies for employee retention.

Employee retention is beneficial for the organization as well as the employee. Employees today are different. They are not the ones who don’t have good opportunities in hand. As soon as they feel dissatisfied with the current employer or the job, they switch over to the next job. It is the responsibility of the employer to retain their best employees. If they don’t, they would be left with no good employees. A good employer should know how to attract and retain its employees. Employee retention would require a lot of efforts, energy, and resources but the results are worth it. 

Importance of Employee Retention

The process of employee retention will benefit an organization in the following ways:

· The Cost of Turnover: The cost of employee turnover adds hundreds of thousands of money to a company's expenses. While it is difficult to fully calculate the cost of turnover (including hiring costs, training costs and productivity loss), industry experts often quote 25% of the average employee salary as a conservative estimate.

· Loss of Company Knowledge: When an employee leaves, he takes with him valuable knowledge about the company, customers, current projects and past history (sometimes to competitors). Often much time and money has been spent on the employee in expectation of a future return. When the employee leaves, the investment is not realized. 

· Interruption of Customer Service: Customers and clients do business with a company in part because of the people. Relationships are developed that encourage continued sponsorship of the business. When an employee leaves, the relationships that employee built for the company are severed, which could lead to potential customer loss. 

· Turnover leads to more turnovers: When an employee terminates, the effect is felt throughout the organization. Co-workers are often required to pick up the slack. The unspoken negativity often intensifies for the remaining staff. 

· Goodwill of the company: The goodwill of a company is maintained when the attrition rates are low. Higher retention rates motivate potential employees to join the organization.

· Regaining efficiency: If an employee resigns, then good amount of time is lost in hiring a new employee and then training him/her and this goes to the loss of the company directly which many a times goes unnoticed. And even after this you cannot assure us of the same efficiency from the new employee.

What Makes Employee Leave?

Employees do not leave an organization without any significant reason. There are certain circumstances that lead to their leaving the organization. The most common reasons can be:

· Job is not what the employee expected to be: Sometimes the job responsibilities don’t come out to be same as expected by the candidates. Unexpected job responsibilities lead to job dissatisfaction.

· Job and person mismatch: A candidate may be fit to do a certain type of job which matches his personality. If he is given a job which mismatches his personality, then he won’t be able to perform it well and will try to find out reasons to leave the job.

· No growth opportunities: No or less learning and growth opportunities in the current job will make candidate’s job and career stagnant.

· Lack of appreciation: If the work is not appreciated by the supervisor, the employee feels de-motivated and loses interest in job.

· Lack of trust and support in coworkers, seniors and management: Trust is the most important factor that is required for an individual to stay in the job. Non-supportive coworkers, seniors and management can make office environment unfriendly and difficult to work in.

· Stress from overwork and work life imbalance: Job stress can lead to work life imbalance which ultimately many times lead to employee leaving the organization.

· Compensation: Better compensation packages being offered by other companies may attract employees towards themselves. 

· New job offer: An attractive job offer which an employee thinks is good for him with respect to job responsibility, compensation, growth and learning etc. can lead an employee to leave the organization.

Factors Affecting Employee Retention

· JOB

· Challenging, interesting, meaningful work

· Meets expectations in terms of salary and conditions

· Offers training to upgrade skills in the workplace

· Offers career development opportunities

· Good work can be identified and recognized

· Status of the position (more for management and senior roles) 

· Long service leave and superannuation benefits 

· CULTURE

· Management perceived as competent
· Supportive management style
· Meets expectations in terms of co-workers
· Provides recognition and rewards for good work
· Gives a sense of security about the company
· Company values match with personal values
· PERSONAL

· Match with personal and family commitments
· Geographic location
· Confidence in own marketable skills and experience
· Age (fit with workforce)
· Health (impacts on and from the job)
· EXTERNAL

· Economic climate – how readily other jobs are available
· Competition from other industries
· Past employment experiences (good and bad)
· Community view of industry, business, job
The following table depicts the factors included in the questionnaire to study Employee Retention.

	FACTORS
	DESCRIPTION

	Personal variables
	Age

	
	Sex

	
	Educational Qualification

	
	Department

	
	Marital status

	
	Experience

	1.Nature of Job 
	· Use skills, knowledge and experience in job
· Job security.

· Flexibility in working hours
· Job is interesting and motivated to do it well
· Scheduling of work

	2.Working conditions
	· Proper physical working conditions

· Careful work habits that comply with safety requirement

· Reasonable workload

	3.Social integration
	· Treat equally with respect
· Sense of achievement
· Willing to accept new responsibility

	4.Motivation
	· Manager appreciate workers

· Manager treat workers

· Manager punish those who do not do their fair share of work

· Manager challenge workers

· Manager coach workers

	5.Occupational stress
	· Pressure from superiors for completion of job

· Superior take strict measures on small errors in job

· No opportunity to use and develop abilities 

	6.Pay structure
	· Pay on the effort and performance of individuals

· Pay is based on the year and experiences

· System of pay is fair

· Equally paid

· Monetary benefits

	7.Training
	· Initial training

· Ongoing training

· New methods of training

	8. Communication
	· Management communication to staff

· Communication between

      departments

· Communication with co-workers

	9.Advancement
	· Opportunity to use and develop abilities

· Clear path for career advancement

· Career growth and development

	10.Recognition 
	· Receive appropriate recognition

· Good Social status regarding job among family and in community

· Manager recognizes and acknowledges for good performance

· Recognized in front of everybody


In this chapter the researcher has given introduction about the pump industry, SKS Accessories, and employee retention. The study was conducted to identify the various factors that retain the employees. 

1.4 SCOPE


Employee retention helps the company to maintain standards and increase productivity, profitability and efficiency by engaging the employees. It also helps to find out the satisfaction level of the employees in the organization. Therefore the study becomes essential to SKS Accessories in order to increase employee retention so that the productivity and profitability would be improved.


The study aims to identify the various factors that retain the employees in SKS Accessories. Employee retention is a process in which the employees are encouraged to remain with the organization for the maximum period of time or until the completion of the project. The scope of the study can be identified as follows:

To the Researcher:


The study helps the researcher to have a practical exposure in the field of Human Resource Management. It enables the researcher to identify the factors which help in retention and enables the researcher to suggest various strategies to retain employees in the organization.

To the Organization:
The study will help the organization to understand the present scenario in the organization. It aims to analyze and understand the factors that need to be incorporated and improved in order to retain employees.

To the Respondents:
The study will help the respondents to express their opinions and views frankly and openly. The study will also help them to realize the fact that their work performance is a direct contribution to the effectiveness of the organization.

1.5 OBJECTIVES

Primary objective:

· To identify the various factors that retain the employees in SKS Accessories.

Secondary objective:

· To identify the various factors where immediate attention is required for increasing employee retention in SKS Accessories.

· To suggest the ways to increase employee retention for the betterment of whole organization.

1.6 LIMITATIONS

· The study covers only the schemed employees of the organization, since they are major strength of the organization.

· Reliability of the data depends on the information given by the respondent.

· The sample size was restricted to 100 employees 

· The study is done for a single organization. Hence results cannot be generated to other organization.
REVIEW OF LITERATURE

A literature review is an account of what has been published on a topic by accredited scholars and researchers. Occasionally people will be asked to write one as a separate assignment but more often it is part of the introduction to an essay, research report, or thesis. In writing the literature review, the purpose is to convey to reader what knowledge and ideas have been established on a topic, and what their strengths and weaknesses are. As a piece of writing, the literature review must be defined by a guiding concept (e.g., your research objective, the problem or issue you are discussing or your argumentative thesis). It is not just a descriptive list of the material available, or a set of summaries.

Employee Retention
Employee Retention involves taking measures to encourage employees to remain in the organization for the maximum period of time. Corporate is facing a lot of problems in employee retention these days. Hiring knowledgeable people for the job is essential for an employer. But retention is even more important than hiring. There is no dearth of opportunities for a talented person. There are many organizations which are looking for such employees. If a person is not satisfied by the job he’s doing, he may switch over to some other more suitable job. In today’s environment it becomes very important for organizations to retain their employees. The top organizations are on the top because they value their employees and they know how to keep them glued to the organization. Employees stay and leave organizations for some reasons. The reason may be personal or professional. These reasons should be understood by the employer and should be taken care of. The organizations are becoming aware of these reasons and adopting many strategies for employee retention.

Michael Collins1 (2002)” Employee Retention” until a few years ago, most companies were boasting of their talented staff and increased productivity. However, today, the scenario has changed. The reality of inability of companies to retain employees is sinking in gradually. Hence, it is important for organizations to devise an effective Employee Retention Program (ERP). Experts define an ERP as a systematic effort to create and foster an environment that encourages employees to remain employed by having policies and practices in place. The process also calls for fulfilling the diverse needs of employees. The paper presents a report on employee retention. ‘Most problems in employee retention start with absenteeism and, unfortunately, are the result of inadequate supervision and planning by the employer. Employees that become disgruntled, or restless enough to terminate, usually do so because the job and their role in the company did not live up to initial expectations. All employees deserve full information about their job and the skills and abilities needed to succeed.’
Steve 2(2005)” Employee Retention” You are viewing page 1 CPP Inc. has launched a new employee retention tool designed to help organizations of all sizes increase employee satisfaction and reduce turnover. At the heart of the new service is an organizational effectiveness survey administered by CPP consultants. The survey measures the value of a company's human capital, identifies its key workforce strengths and development opportunities, and provides the foundation for a strategic retention plan. After analyzing the results of the survey, CPP consultants assess employee attitudes toward change, conflict, decision-making and communications. The information gathered can help employers develop and implement strategies to improve their HR management processes and create employee retention programs that work. 
Diane Arthur3 (2004) “Employee Recruitment and Retention Handbook “ Today's best workers are demanding more before signing on - and requiring more to stay. How does a company find and hang on to great talent? Competition for skilled employees is fierce! This book provides comprehensive, practical advice to employers to get and keep the people they need. It covers such vital topics as what workers want, including a sense of making a real impact in their jobs and getting learning opportunities; why workers leave - sometimes just because they can (it's so easy to find a new job), often becatise they feel undervalued or bored where they are; and what best-practice companies are doing to attract and retain the talent necessary to remain competitive.
Ashique ali4 (2007)” Managing Employee Retention: The Role of Organizational Culture and Attitudes of Supervisor on Turnover Intensions.” The debate of employee turnover, its predictors and antecedents and model building and testing in Western work settings has been very old; however, there have been repeated calls for its cross cultural implications. Developing countries especially Pakistan with its unique socio-economic and religious culture face dearth of research studies on the subject. Present study aims to extend the understanding of specific role of organizational cultural values and the attitudes of supervisor/immediate boss on employee turnover and retention. Further, the proposed study will also assess the moderating role of individual differences, specifically, personality dimensions on employees’ intentions to stay or quit. This study uses descriptive quantitative approach to answer the research questions. Study proposes that positive and implemented HR practices, conducive organizational culture and friendly attitudes of supervisor separately and collectively leave strong impact on personality dimensions of individual at workplace. Such positive and integrated organizational climate directly generates overall satisfaction, organizational commitment and OCB which virtually forces employees’ stay in the organization and vice versa.
Robin Thompson5 (1997) “Secrets to Keeping Good Employees” Retaining and motivating valuable employees requires employers to evaluate their situation and work environment. The extrinsic rewards are the most tangible—salaries, benefits, promotions—yet these incentives alone are not enough. Employees judge the quality of their job on the intrinsic satisfaction, and on whether they feel their work environment is supportive. These factors are powerful predictors of job satisfaction, commitment and loyalty, and retention. According to a 1997 survey, “The National Study of the Changing Workforce,” these characteristics are better predictors of productivity than salary and benefits, if the compensation package is competitive with the marketplace. In that survey, some 2,800 blue - and white- collar workers were questioned about their jobs.  Using intrinsic rewards to increase employee commitment and retention is achievable in any organization. While it is both an art and a science, it has basic components of human nature that are fundamental. When these intrinsic approaches are understood and ingrained in the company culture, productive employees remain. 

Four building blocks need to be cultivated:

—Awareness
—Trust 
—Spirit 
— Accountability

Creating commitment Awareness is like maturity. It is recognizing and doing whatever it takes for the common good. It is valuing opinions, and looking for ways to make a situation better. Teaching employee awareness in business means increasing their understanding in the following areas: profits and losses; the quality of work being done; and the needs of customers or team members. Employers who practice this create a workforce that will be engaged and committed.

Trust is built when people are honest with themselves and with others. . Each individual can start by being trustworthy; this will create a trusting, loyal workforce

Creating team spirit was exemplified in the recent win of the U.S. Women’s Soccer Team. Before winning the championship, many people did not know U.S. Women’s Soccer team existed. After the victory, thousands of new fans were seen waving victory flags. In business, team spirit is crucial to success.

Accountability is an employee’s opportunity to demonstrate their contribution to the company’s success. It represents a willingness to “step up to the plate” and let their presence be felt. When accountability is expected in work settings, employees assume behaviors necessary to make the organization stronger. Each person is accountable for his or her own success or lack thereof. Employees learn to take responsibility for what they do and how they do it 

These intrinsic rewards all play a big part in helping retain valued people. When pay and benefits are comparable to the market, it is the intangibles that make for a dedicated workforce. They also create substantial profit for an organization.
McBride, Anne 6 (2004) “Factors influencing turnover and retention of midwives and consultants: a literature review” this study is a review of literature on the factors affecting the retention and turnover of hospital consultants and midwives. While there is widespread concern and acknowledgement of staff retention problems for professional occupations within the NHS, far less research has analyzed the causes of the staff retention problems for the occupations in question. This study shows that there is a dearth of literature in this area and that systematic comparative analysis of retention and turnover factors through both primary and secondary research is urgently required in order that policy-making can take place on the basis of informed choice. Tentative initial findings were that lack of appreciation or perceptions of not being valued are key factors influencing turnover for both occupations. Working hours, workload and work schedules are also common concerns to both groups. In addition, career development, promotion and appreciation of contribution were important retention factors for midwives, while a supportive professional environment, reduction in workload and working hours and more flexible work patterns were important to consultants.
Mario Apruzzese 7(2004) “Employee retention: is it always good?” Often, a high retention rate is a sign of a company's good workplace policies and strong human resources department. But in what instances might retention not be desirable.

When.

* The employee is in the wrong job for his/her skill level.

* The employee doesn't understand the employer's expectations because there is no clearly defined job description.

* The employee is not being evaluated based on their job description.

* The employee has a behavior issue that is disruptive to the other staff and environment (i.e., performance issues). 
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A successful employee retention program is based on keeping quality employees, who have been placed in the right position. Hiring the right people and making sure they know and understand their job description is critical to retention programs.

The first step in an improved retention rate is to create a detailed job description and present it to the employee or potential hire. Once that has been done, the evaluation tool must be matched to the description, so that the employee is assessed appropriately. If there are performance issues, those must be dealt with immediately by management.

Taking these simple actions can help companies keep quality employees. Generally, employees want to know what you expect and by communicating their expectations will help for better employee relations.
Rik and Janel Villegas 8(2006) “Training is not enough” there is a direct link between training and employee retention. Employees involved in ongoing training feel that their employer is interested in them doing a better job, and the employer cares enough about them to make an investment in their development. Training can also be the means for positive change in any organization; however, training is not enough to create lasting change without a vital link that will help your employees transfer what they learned into real-life application. That vital link is a strong coaching program. 
To illustrate the importance of coaching after training, imagine sending your employees to attend a workshop. They learn new skills and how to apply them on the job. They are excited about how it will help them perform better; yet when they return to work their supervisor shows little interest in what they learned, and is too busy to offer support. After a few attempts to make some positive changes, the discouraged employees go back to their work as usual. It's no surprise that training is one of the first things cut when times get tough.

Coaching, when done properly, will become a supervisor's focal point to leverage the performance of those in their charge. Coaching is a process of interacting with people in a way that teaches them to produce spectacular results, which is why it is often called “transformational coaching.”

Josh Greenberg 9(2005) “Increasing Employee Retention through Employee Engagement” defines employee engagement as the level of commitment and involvement an employee has towards their organization and its values. The primary behaviors of engaged employees are speaking positively about the organization to coworkers, potential employees and customers, having a strong desire to be a member of the organization, and exerting extra effort to contribute to the organization’s success. Many smart organizations work to develop and nurture engagement. It is important to note, the employee engagement process does require a two-way relationship between employer and employee. Engaged employees will stay with the company, be an advocate of the company and its products and services, and contribute to bottom line business success. Engaged employees also normally perform better and are more motivated. There is a significant link between employee engagement and profitability. Employee engagement is critical to any organization that seeks not only to retain valued employees, but also increase its level of performance. So to attain Employee Engagement listen to your employees and remember that this is a continuous process. 

L. Bean 10(2007) “Employee Retention Through Talent Management - What Does It Take To Retain Employees?” Companies with high employee turnover rates are losing valuable resources in addition to money. It costs a good bit of money to advertise to fill positions; interview potential employees; and train new employees. This can be particularly expensive if the high turnover rate is for middle or high level positions. Many companies and organizations are embracing HR talent management programs that evaluate the issues of employee retention. One aspect of talent management is retaining the employees or "talent" in your company. Employees want attention, interaction with bosses, performance incentives and clear direction on exactly what is expected of them. These are the basic needs of the employees – at all levels. It's an additional incentive to remain an employee if career development is important to the company. This gives the employees even more reason to stick around – if the company is sincerely interested in the employee doing well – the employee will do well. All of these issues can be addressed and implemented with a talent management program. Keeping talent should be on the top of the priority list for any organization.
Himanshu Juneja 11(2008) “Improve Employee Retention” in the phase of thinning commitment and unforeseen employee fall outs, it is becoming essential for companies to keep hold of the employees. The companies are devising tools to measure employee satisfaction and the involvement level of the employees. It is supposed that if an employee is satisfied, he'll be more dedicated to his organization. It is not just a good compensation package which is essential for retaining employees and keeping them satisfied, but various other factors also are essential for employee retention. The fundamental cause of dissatisfaction of employees is identified first. Then the organization works upon them so that the employee feels committed and involved in the organization. There should be a one to one communication between employer and employee and the employee should be taken into confidence. The reasons behind the employee's decision to leave the organization should be understood and attempts should be made to alleviate them. There should be an informal communication between the manager and the employee in which the employee's personal obligations, professional aims come in light. This helps in getting a thorough understanding about the employee and discontent if any is found should be solved as soon as possible. There are lots of ways in which we can keep the employee satisfied, like - clearly defined targets, providing opportunities for growth and development include the employees in decision making process, recognizing the employee for their hard-work and rewarding them for the same, fair and equitable treatment of all employees, allow the employee to share their knowledge with others etc.
Theresa Dohner 12(2006) “More than money: the secrets of employee retention” According to a survey conducted by the compensation consulting firm Sibson & Company, 55 percent of employees plan to quit or think often of quitting. That's a scary number. And if they do leave, employee turnover can cost 50 to 200 percent of an employee's salary by some estimates. Think about it: not only will you incur the hard expenses of hiring and training a new employee, but you will waste a lot of valuable time. Needless to say, the issue of employee retention has never been more important. Retaining good workers delivers a host of benefits to your company: lower costs, higher quality, better organization, enhanced employee morale and improved customer relations to name just a few. Employee satisfaction and retention depends on a variety of factors from company to company and from person to person. What's the best way to determine what mix will work for your company? Ask your employees. Coincidentally, they want the same thing management wants: to make the company a better place to work.
Lori Widmer 13(2003) “Employee retention critical in down economy” Are your employees going to bolt when the employment market turns in their favor? Managers at successful companies know that to attract and keep talented employees, managing their work force has to be a priority, regardless of economic pressures. This is one of the best practices to come to light in a recent survey of leading organizations by Towers Perrin in New York. Companies that make a priority of motivating and engaging their most productive workers find that can serve as a way to influence the rest of the work force. The survey found that leading organizations make talent management a strategic business priority. They engage employees in the business and create a clear line of sight between what employees do every day and how the company performs. Towers Perrin found that successful organizations seek people with the right fit based on the contributions the individual will be able to make, as opposed to simply filling a job. A survey of chief financial officers by the Integrated Benefits Institute and CFO Research Services found that CFOs believe employee attraction and retention were critical work force challenges. They view compensation as a top lure for talent. Towers Perrin found that the best organizations provide flexible reward programs that can be customized to meet the varying needs of employees.
Jeff Antaya 14(2005) “Employee retention: 15 cost-effective steps to keep your best talent from leaving” Research demonstrates that people don't start looking for new jobs because of money. They change jobs to work for companies that make them feel valuable, offering the opportunity for empowerment, career and personal growth and the development of new skill sets.
Here's a list of 15 cost-effective ideas to consider:

1. Issue bonuses when possible to reward good service/performance.

2. Express your appreciation with a handwritten note, specifically focusing on what a great asset they are to the company.

3. Buy group memberships to the local YMCA, yoga or workout facility to reward for exceptional performance/service.

4. Send employees to a workshop/conference/convention and add an extra day off while attending.

5. Buy special tickets to sporting and cultural events and use them as rewards.

6. Treat employees by having them attend local chamber of commerce dinner/lunch meetings to represent your company.

7. Assign employees to cover various trade associations where like companies and customers belong.

8. Reward employees with movie passes or video gift certificates.

9. Promote within the company, if possible, rather than bringing in new people.

10. Cross train when you can. It allows employees to expand their knowledge of the company and strengthen the team. It also provides a great back-up plan.

11. Consider lateral moves as an effective way to demonstrate employee movement.

12. Put on a workshop on self-improvement in the workplace.

13. Provide special workshops for those employees who want to advance in the company.

14. Assist with improvement of presentation skills by bringing in makeup and wardrobe specialists.

15. Bring in a yoga instructor to teach stress reduction.

These ideas can be cost-effective ways to show your employees that you care about them and their development while helping you improve the bottom line. Studies show that higher employee satisfaction leads to increased customer satisfaction. A strong employee retention strategy also promotes customer retention, and that is a sure boost to your bottom line.                                                                                                   

Doris Helge 15(2008) “Solve Employee Retention & Absenteeism Problems - Hire People with Disabilities - Here's How” says from entry level to professional positions, workers with disabilities have fewer job changes and absences than their non-disabled peers. They are dedicated to producing a good day's work for their employer’s .Employee retention is more important than ever. Companies who hire people with disabilities gain customer loyalty. Local communities support visible efforts to support citizens with disabilities. Your organization also gains a significant new source of creativity that affects your profit margin. People with disabilities have become master innovators and problem solvers during their interactions with a world that isn't always user-friendly. People with disabilities will subtly open your eyes to more effective ways to serve all of your customers. Your product line may become more creative. Hire people with disabilities . . . but don't do it for "them." Do it because you want to learn more about life from people who have used their challenges to develop their character in ways most of us haven't yet imagined. People with disabilities inspire all of us to achieve our full potential. Happiness at work is elevated due to the win-win nature of hiring people with disabilities. Hire people with disabilities and enjoy more smiles from other employees and your customers.

Emotional Intelligence

Emotional Intelligence Quotient is defined as a set of competencies demonstrating the ability one has to recognize his or her behaviors, moods, and impulses, and to manage them best according to the situation. Typically, "emotional intelligence" is considered to involve emotional empathy; attention to, and discrimination of one's emotions; accurate recognition of one's own and others' moods; mood management or control over emotions; response with appropriate (adaptive) emotions and behaviors in various life situations (especially to stress and difficult situations); and balancing of honest expression of emotions against courtesy, consideration, and respect (i.e., possession of good social skills and communication skills).Additional, though less often mentioned qualities include selection of work that is emotionally rewarding to avoid procrastination, self-doubt, and low achievement (i.e., good self-motivation and goal management) and a balance between work, home, and recreational life. In essence, EQ is the pattern of how people's biases in their thinking leads them to think one thing or choice is better than another, as well as their clarity in differentiating within those biases to exercise clear and sound judgment.
Byron Stock 16(2008) “Emotional Intelligence - Increasing Retention”Negative emotions can be like a stealth virus that drains both financial and human resources from your company. And unless you've safeguarded everyone by developing their emotional intelligence (EI) skills and creating a positive emotional climate, high turnover can be contagious. The key to preventing an outbreak of this virus at your company is an emotionally intelligent retention strategy. A positive emotional climate is not one in which everyone always pretends to be happy and problems are ignored, nor is it one where there are no conflicts or stresses. But it is one that when problems arise, they are dealt with in a fair and respectful way, a way that allows people to disagree and still demonstrate sincere care for one another. You have feelings and emotions, too! So what should you do? You should enhance what is known as your Emotional Intelligence (EI) skills. EI is your ability to acquire and apply knowledge from your emotions and the emotions of others to help you make decisions about what to say or do. An emotionally intelligent person has developed skills in five basic competencies: emotional self-awareness, emotional self-regulation, emotional self-motivation, empathy and nurturing relationships. These competencies, when developed and practiced, can safeguard an individual and an organization against the virus of negative emotions that can cause dissatisfaction and turnover. They can help an organization retain its most valuable resource - its people! 

Employee engagement
Employee engagement is the level of commitment and involvement an employee has towards their organization and its values. An engaged employee is aware of business context, and works with colleagues to improve performance within the job for the benefit

of the organization. It is a positive attitude held by the employees towards the organization and its values. Employee engagement, also called Work engagement, is a concept that is generally viewed as managing discretionary effort, that is, when employees have choices, they will act in a way that furthers their organization's interests. An engaged employee is a person who is fully involved in, and enthusiastic about, his or her work. Employee Engagement is now measured by items which have been linked to key business outcomes.
Ajay Chandra S 17 (2008) “Engage Employees to Retain them” Business environment is becoming increasingly competitive everyday and organizations which are able to optimally leverage the capabilities of their employees will gain a definite edge over others. Employees may have hidden talents and potentials to make higher contributions that can surprise their leaders. However, all employees may not willingly put the extra effort to accrue more benefit to the organization. Only some employees tend to love their organization so much that they are willing to expend greater efforts beyond their call of duty, So that the organization will be benefited. Such emotional connection with the organization/profession is called “engagement” and such employees are termed as more engaged employees. Engaged employees work harder, are more loyal and more likely to put extra efforts for the success of the organization. There is no one solution that fits all organizations to achieve high levels of employee engagement. Engagement starts with the leadership team. Organizations first need to ensure that the leaders are energized and motivated. Organizations need to have a clear and consistent understanding of the definition of “employee engagement” among managers across the organization. Recruitment, work practices and culture needs to be designed to enhance employee engagement. Efforts need to be put to identify barriers for employee engagement, periodically and also to measure the degree to which employees are engaged. Creating opportunities to connect and network with others in the organization, communicating with clarity and transparency, managing health and well-being, involving frontline supervisors in decision-making are some of the best practices when implemented in line with the organizational context can enhance employee engagement significantly.
Employee Motivation
Motivation is the set of reasons that determines one to engage in a particular behavior. The term is generally used for human motivation but, theoretically, it can be used to describe the causes for animal behavior as well. This article refers to human motivation. The job of a manager in the workplace is to get things done through employees. To do this the manager should be able to motivate employees. Human nature can be very simple, yet very complex too. An understanding and appreciation of this is a prerequisite to effective employee motivation in the workplace and therefore effective management and leadership. Motivated employees are more productive and creative.

Kirit N Naik 18(2008) “Philosophy of Motivation” Motivation, to act and/or perform is initiated through some trigger like cause-objective, curiosity, dedication, duty-consciousness, sheer need to earn, just fear of punishment or survival instinct. Different persons in different situations will be motivated to do certain things by different factors. What drives every person to perform is what gives him/her the basic needs of life, joy of life, peace of mind, and loyalty to the cause. There is no one solution for motivation of all persons. The motivation drivers vary from person to person, from time to time and from situation to situation. Money is not the main driver of motivation but other factors like loyalty and love for the organization, long-term prospects and congenial societal environment are equally important drivers of motivation. There are other organizations which lay greater emphasis on monetary compensation and hence greater coercion to bring out performance. Nowadays there is a rat race to wean away employees from other organizations by offering more and more money because demand is chasing supply. And, indeed a lot of job-hopping is taking place because employers and employees have been preoccupied with money factor. But it is for everyone’s consideration as to how long will people be enamored by money and sacrifice the quality of all other aspects of life.


Organizations, which care for long-term relationship with the employees and consider them as partners in progress will certainly work out ways and means to create a haven where, apart from money, the employees get a lovable and caring fraternity, time to satisfy their individual needs and aspirations and recognition for performance.
William J Rothwell  19(2008) “Motivating for Retention” defines motivation as “the act of motivating”, “the condition of being motivating”, and “a motivating force, stimulus or influence”. Motivation is commonly understood to mean a driver force that leads people to want to do something, such as perform their jobs. A major challenge in dealing is debunking the assumption, common among many managers, that workers always leave for higher pay. It is easy to rationalize that way. Most workers usually offer their employers in exit interviews such socially-desirable reasons for leaving as a need to follow spouse to another geographical location. That prompts managers to conclude that pay is the most important single factor leading to leave their jobs. The methods that are particularly effective in retaining talent are:

· Appreciate workers for their individual strengths.

· Treat workers as they would like to be treated themselves.

· Remember to listen for feelings as well as facts- and then do something about them.

· Punish those who do not do their fair share of work.

· Challenge workers.

· Coach workers.

· Involve and engage workers in decisions affecting them.

· Reward or recognize high performers.

· Say “thank you”.

· Resolve work group conflicts when necessary.

While many theories of motivation have been proposed, many managers today are looking for way to keep their most talent people. One way to do that is to focus attention on how the manger treats his workers.
Kumarraju Venkata Vinay 20(2008) “The 7Ps of Employee Retention” Attrition is a reduction in numbers usually as a resignation, retirement, or death. Retention is the effective solution to deal with attrition. The 7Ps of Employee Retention are:

 Pay-Pay is received only once a month. A competitive pay policy is, in most cases, the starting point for commitment and loyalty.

People-A greater portion of an adult’s life is spent in the workplace amid foreseen and unforeseen pressure. While he is working for his family, he spends most of his time away from it. The workplace should ideally become a foster home for him. This means that the people- the colleagues, the superiors, the subordinates- in the workplace should create a family feeling. 

Power-It is this control that gives meaning or significance to his work. The knowledge that one has the power or control over one’s work is the key factor to better performance.

Praise-Praise is the act of making positive statements about a person, object or idea, either publicly or privately. Praise, thus, is recognizing the value of the individual, an employee in the case of an organization. 

Pride-Pride referred as self-respect, dignity, honor, is far more precious than package. Pride is one factor that permeates the entire mosaic of an employee’s work life. Pride starts with the job an employee does. His pride develops as he is appreciated for the contributions he makes to the organization as a part of his job. 

Process-Process is the manner in which an organization conducts its day- to – day work, how it ensures that there is role clarity for the employee and not role conflict, how it oils its work methods so as to ensure smooth functioning. It is the methodology of getting things done. Process is all about the experience of the workplace the employee carries with him. 

Progress-Progress refers to a whole host of things at the workplace. Progress also signifies growth in terms of value that the company adds to the employee. 

An organization should facilitate open communication, cut down on unnecessary hierarchy and bureaucracy, and should hinge on fair and impartial policies and processes for managing the workplace. When all the 7Ps-pay, people, power, praise, pride, process, progress- work in tandem in an organization, they result in employee excellence which in turn translates into performance, productivity and profit.

The review of literature has assisted the researcher to have a broad picture of various facets/determinants that retains the employees. The researcher also gained knowledge on selected objective. The study aims at identifying various factors that retain the employees at SKS Accessories.
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RESEARCH METHODOLOGY

             The term “research” refers to the systematic approach concerning generalizations consisting of collecting data / facts, analyzing the data, and reaching certain conclusions for theoretical formulations.

 The purpose is to study for pertinent information on a specific topic, and here, the study aims to identify the various factors that retain the employees in SKS Accessories.


The research methodology is a way to systematically solve the research problem along with the logic behind them. It may be understood as a science of studying how the research is done systematically.  

RESEARCH DESIGN 

 

 
Research design is the plan, structure and strategy of investigation concerned so as to answer to research questions and to control variance. Research design depends on the depth and extent of data required the costs and benefits of the research, the urgency of work and the time available to complete it. The research design adopted by the researcher is descriptive research design.

DESCRIPTIVE RESEARCH

 

 
Descriptive research studies are those studies, which are concerned with describing the characteristics of a particular individual, or of a group. Descriptive research is used in this study, because it will ensure the minimization of bias and maximization of reliability of data. 

SOURCES OF DATA:

· Primary data

 The primary data has been collected using a structured questionnaire. Close end questions have been used in the questionnaire. It consists of  major factors that influence employee retention are nature of job, working conditions, social integration, motivation, occupational stress, pay structure, training, advancement, communication, recognition.
· Secondary Data: 
The secondary data has been collected from the records of the company, books, journals, magazines and the Internet                 
SAMPLE DESIGN

           A sample design is a definite plan for obtaining a sample from a given population. It refers to the technique or the procedure the researcher would adopt in selecting items for the sample.

The sampling technique used is “Non-probability Sampling Technique” and the method used for the survey judgmental method.
Sample unit

The sampling unit covers the Shop level employees in SKS Accessories, which consists a population of 100 workforces.

Sample size

The sample size of the study was 100 employees of the SKS Accessories, Coimbatore.

CONTACT METHOD:

       Respondents were contacted personally.
TOOLS FOR ANALYSIS:

        The data collected through questionnaire has been analyzed using Percentage method, SPSS, and Pie charts and Bar diagrams wherever necessary.

                          Score value = no. of respondents*score.

                         Mean score value = score value/no of respondents. 


The study aims to identify the various factors that retain the employees in SKS Accessories.

ANALYSIS AND INTERPRETATION

Analysis means the computation of certain indices or measures along with searching for patterns of relationship that exist among the data groups. Analysis particularly in case of survey or experimental study, involves estimating the values of unknown parameters of the population and testing of the hypotheses for drawing inferences. Analysis may, therefore, analysis is of descriptive type largely the study of distributions of one variable. 

 
Interpretation refers to the task of drawing inferences from the collected facts after an analytical and experimental study. It is concerned with relationships with in the collected data, partially overlapping analysis. Interpretation also extends beyond the data of the study to include the result of other research, theory and hypothesis. Thus, Interpretation is the device through which the factors that seem too essential to explain what has been absorbed by researcher in the course of study can be better understood and it also provides a theoretical conception which can serve as a guide for further researches. Interpretation is essential for the simple reason that the usefulness and the utility of research findings lie in proper interpretation. 

ABBREVATIONS USED

NOR     - NUMBER OF RESPONDENTS

MSV     - MEAN SCORE VALUE

HS         - HIGHLY SATISFIED

S            - SATISFIED

NS         - NEITHER SATISFIED NOR DISSATISFIED

DS         - DISSATISFIED

HDS      - HIGHLY DISSATISFIED

PATTERN OF ANALYSIS

	FACTORS CONSIDERED
	TOOLS APPLIED

	Personal variables
	

	Department 
	Percentage 

	Age 
	Percentage

	Gender 
	Percentage

	Marital status
	Percentage

	Educational qualification 
	Percentage

	Experience
	Percentage

	Organizational variables
	

	Nature of  Job
	Mean Score Value

	Working conditions
	Mean Score Value

	Social Integration
	Mean Score Value

	Motivation
	Mean Score Value

	Occupational stress
	Mean Score Value

	Pay
	Mean Score Value

	Training
	Mean Score Value

	Communication
	Mean Score Value

	Advancement
	Mean Score Value

	Recognition
	Mean Score Value


1.1 DEPARTMENT

A department is a part of a larger organization with a specific responsibility. The organization has various departments like Machine shop, Winding, Assembly and others. Distributing responses based on the department shows participation in respective department. The table below shows the department wise classification of respondents.

                                           TABLE-1.1

DEPARTMENT

	Department
	NOR
	Percentage (%)

	Machine shop
	16
	16

	Winding
	28
	28

	Assembly
	56
	56

	Total
	100
	100


From the survey conducted, this table show that 56 respondents belong to Assembly department, 28 respondents are from Winding department and 16 respondents are from Machine shop department.

CHART-1.1
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1.2 AGE

Age is a factor of importance, as age increases knowledge, skill and experience also increases. The level of maturity in each individual results in high morale and dependability. The table below shows the age of the respondents.

TABLE-1.2

AGE

	Age (in yrs)
	NOR
	Percentage (%)

	Below 30
	8
	8

	31-40
	60
	60

	41-50
	20
	20

	50 & above
	12
	12

	Total
	100
	100


This table shows the age wise classification of the respondents., 60% of the respondents are in the age group of 31-40 years  , 20% of the respondents are in the age group of 41-50years, 12% of the respondents are in the age group of >50 years ,and the rest 8% of the respondents are in the age group of  <30 years

CHART-1.2
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1.3 GENDER 

Male-Female ratio will not be same in any organization. It may be due to the type of work, opportunities, social reasons etc .A particular gender will be suitable for a particular job. The age of respondents play a vital role in their participation and beneficial contribution to the organization.

TABLE-1.3

GENDER 

	Sex
	NOR 
	Percentage (%)

	Male
	68
	68

	Female
	32
	32

	Total
	100
	100


From the table it is clear that male staffs are more in number. These employees when retained vigorously will be able to perform their works effectively in circumstances that require high skill sets.

CHART-1.3
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1.4 MARITAL STATUS 

The marital status of an employee also needs attention in an organization. The workers who are married will have a need as they are expected to support their families too for their basic needs. Unmarried can concentrate more on their work       

TABLE-1.4

MARITAL STATUS 
	Marital status
	NOR
	Percentage (%)



	Married
	84
	84

	Unmarried
	16
	16

	Total
	100
	100


 
The table shows that majority of the workers in the organization are married. The statistics makes it clear that they are the breadwinners for their families and they have a greater need to be compensated well.

CHART-1.4
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1.5 EDUCATIONAL QUALIFICATION 
Analysis of the changing social and economic conditions shows that every individual in every stage of life living in the present-day society has certain educational needs no matter what his/her social, occupational or other position is. Other reason for paying attention to educational needs is the motivation of employers to support development of their employees (human resources) to the benefit of the organization they work for.

TABLE-1.5

EDUCATIONAL QUALIFICATION 
	Educational qualification
	NOR
	Percentage (%)

	Below 8th
	12
	12

	8th
	28
	28

	Matric
	52
	52

	UG
	8
	8

	PG
	-
	-

	Total
	100
	100


Most of the respondents are up to Matric, 28 respondents are up to 8th and 8 respondents had a UG degree. In the organization workers are recruited under basis of educational qualification. Management must focus on recruiting qualified employees excelling with their skills in the work place.
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1.6 EXPERIENCE


The longer an employee has remained on a job the more successful he/she is considered. It is argued that his/her long stay on the job reflects his ability to adjust to the working conditions and satisfaction with the job and similar factors. Experience is the knowledge gained through observation or actually doing the work. This table determines experience wise classification.

TABLE-1.6

EXPERIENCE
	Experience
	NOR
	Percentage (%)

	<1yrs
	4
	4

	1-5 yrs
	24
	24

	5-10 yrs
	32
	32

	>10 yrs
	40
	40

	Total
	100
	100


From the table it is inferred that 40% of respondents come under >10yrs experience, 32% of respondents are under 5-10 yrs , 24% are between 1-5 yrs and 4%  are below 1yrs. Majority of respondents in the organization are well experienced and able to participate in management. Experienced employees will be committed to the organisation and they are well considered by management in the work area.  
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VARIABLES FOR EMPLOYEE RETENTION

2.1 NATURE OF JOB

             Nature of job clearly explains the designation of individual employee and what is expected of him. The level of job satisfaction seems to be related with morale and much more with the organization’s performance. It varies depending upon the employee’s performance and participation.

TABLE-2.1

NATURE OF JOB

	No
	FActors
	H.S
	S
	N
	D.S
	H.D.s
	Mean

	1
	Use skills, knowledge and experience in job
	22
	70
	3
	2
	3
	4.06

	2.
	Job security.
	24
	75
	1
	-
	-
	4.23

	3.
	Flexibility in working hours
	24
	75
	-
	1
	-
	4.22

	4
	Job is interesting and motivated to do it well
	19
	67
	6
	5
	3
	3.94

	5
	Scheduling of work
	9
	22
	21
	28
	20
	2.72


(H.S –Highly satisfied, S-Satisfied, N-Neutral, D.S-Dissatisfied, H.D.S-Highly dissatisfied)


From the above table, it has been concluded that the job satisfaction level is moderate in employees. It has been concluded that for most of the employees can able to use their skills, knowledge and experience in job. Most of the employees believe that their job is secure. It has been found out that employees have flexibility in working hours. Employees feel that their job is interesting and motivated to do it well. Regarding scheduling of work employees are dissatisfied.
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2.2 WORKING CONDITIONS

A pleasant working condition is fundamental to getting the most out of employees. The primary aim is to create an environment that is conducive for work. Healthy workers are more productive and can produce at a higher quality.

TABLE- 2.2

WORKING CONDITIONS

	No
	FActors
	H.S
	S
	N
	D.S
	H.D.s
	Mean

	1
	Proper physical working conditions
	25
	73
	2
	-
	-
	4.23

	2.
	Careful work habits that comply with safety requirement
	24
	73
	3
	-
	-
	4.21

	3.
	Reasonable workload
	30
	60
	5
	3
	2
	4.13



By scrutinizing the above table, one can see that the overall working condition is good. Regarding the physical working conditions of the company the employees are satisfied with the present set up, so also in Careful work habits that comply with safety requirement. Regarding the workload the employees are satisfied.
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2.3 SOCIAL INTEGRATION

The work environment should provide opportunities for preserving an employee’s personal identity and self-esteem through freedom from prejudice, a sense of community, interpersonal openness and the absence of stratification in the organization. There should be equal treatment in the workplace.

TABLE- 2.3

SOCIAL INTEGRATION

	No
	FActors
	H.S
	S
	N
	D.S
	H.D.s
	Mean

	1
	Treat equally with respect
	24
	75
	1
	-
	-
	4.23

	2.
	Sense of achievement
	25
	65
	5
	2
	3
	4.07

	3.
	Willing to accept new responsibility
	20
	70
	5
	3
	2
	4.03

	4
	Good Social status regarding job among family and in community
	24
	69
	4
	2
	1
	4.13




The above table shows that the employees are satisfied with the Social Integration. The employees feel that they are treated equally with respect. With regard to Sense of achievement towards work and Willingness to accept new responsibility the employees are satisfied. The last factor is Good Social status regarding job among family and in community; here the employees are satisfied.
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2.4 MOTIVATION

Motivation is the set of reasons that determines one to engage in a particular behavior. According to various theories, motivation may be rooted in the basic need to minimize physical pain and maximize pleasure

TABLE-2.4

       MOTIVATION

	No
	FActors
	H.S
	S
	N
	D.S
	H.D.s
	Mean

	1
	Manager appreciate workers
	23
	75
	2
	-
	-
	4.21

	2.
	Manager treat workers
	21
	68
	5
	4
	2
	4.02

	3.
	Manager punish those who do not do their fair share of work
	11
	33
	14
	22
	20
	2.93

	4
	Manager challenge workers
	14
	42
	11
	18
	15
	3.22

	5
	Manager coach workers
	25
	69
	3
	2
	1
	4.15



.


By analyzing the above table, it is very clear that the employees are moderately satisfied with regard to Motivation. Employees feel that their manager appreciates workers and treats workers. With regard to manager punish those who do not do their fair share of work and challenge workers the employees are moderately satisfied. The last factor is Manager Coach Workers; here the employees are satisfied.

CHART 2.4

[image: image11.emf]4.21

4.02

2.93

3.22

4.15

0

0.5

1

1.5

2

2.5

3

3.5

4

4.5

1 2 3 4 5

Factors

MOTIVATION

Mean


1= Manager appreciate workers

2= Manager treat workers

3= Manager punish those who do not do their fair share of work

4= Manager Challenge workers

5= Manager Coach Workers

2.5 OCCUPATIONAL STRESS

            The amount of stress endured by an employee is based on the nature of job performed by him. The following table gives on how the stress level differs based on the nature of job that the employee performs.

TABLE-2.z
OCCUPATIONAL STRESS

	No
	FActors
	H.S
	S
	N
	D.S
	H.D.s
	Mean

	1
	Pressure from superiors for completion of job
	25
	70
	3
	2
	-
	4.18

	2.
	Superior take strict measures on small errors in job
	10
	30
	15
	25
	20
	2.85

	3.
	No opportunity to use and develop abilities
	17
	55
	8
	12
	8
	3.81




The above table shows that the employees are moderately satisfied with the occupational stress in the organization. The employees are satisfied with high Pressure from superiors for completion of job. With regard to Superior take strict measures on small errors in job the employees are moderately satisfied. The last factor there is no opportunity to use and develop abilities; here the employees are moderately satisfied.
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 2.6 PAY STRUCTURE

          The amount of pay endured by an employee is based on the performance and efforts along with the concept of equitable pay are significant factors contributing to Employee Retention

TABLE-2.6

       PAY STRUCTURE

	No
	FActors
	H.S
	S
	N
	D.S
	H.D.s
	Mean

	1
	Pay on the effort and performance of individuals
	18
	56
	7
	13
	6
	3.87

	2.
	Pay is based on the year and experiences
	15
	45
	10
	17
	13
	3.22

	3.
	System of pay is fair
	16
	48
	9
	17
	10
	3.43

	4
	Equally paid
	17
	51
	8
	15
	9
	3.92

	5
	Monetary benefits
	19
	57
	6
	12
	6
	3.71



 
By evaluating the above table, it has been finalized that the employees are moderately satisfied with the pay structure provided by the company. With regard to Pay is based on the effort and performance of individuals and also based on the year and experiences the employees are moderately satisfied. Employees are moderately satisfied with pay system followed by the company. Employees are also moderately satisfied with monetary benefits provided by the company. With regard to equitable pay the employees are moderately satisfied. 
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2.7 TRAINING

Training means planned and organized activity of a consultant to impart skills, techniques and methodologies to organization to assist them in every capacity. Scientific Training method is vital to every organization since it maximizes the efficiency of employees; it also maximizes employee commitment to work.

TABLE-2.7

   TRAINING
	No
	FActors
	H.S
	S
	N
	D.S
	H.D.s
	Mean

	1
	Initial training
	24
	75
	1
	-
	-
	4.23

	2.
	Ongoing training
	25
	71
	9
	-
	-
	4.21

	3.
	New methods of training
	25
	71
	4
	-
	-
	4.21



.

The above table shows that the employees are highly satisfied with the training provided by the organization. The employees are highly satisfied with the initial training provided by the company. With regard to ongoing training the employees are highly satisfied. The last factor is new methods of training; in this the employees are highly satisfied.
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2.8 COMMUNICATION

           Accurate clarification given while engaging in effective dialogue with others through committed listening, speaking, observing, writing or delivery of presentations are important factors for proper communications. By increasing the level of communication, employees can conveys information and ideas clearly, concisely and logically. 

TABLE-2.8

COMMUNICATION

	No
	FActors
	H.S
	S
	N
	D.S
	H.D.s
	Mean

	1
	Management communication to staff
	24
	75
	1
	-
	-
	4.23

	2.
	Communication between

departments
	22
	70
	3
	3
	2
	4.07

	3.
	Communication with co-workers
	27
	69
	2
	1
	1
	4.20




The above table shows that the employees are satisfied with the communication. The employees are satisfied with the Management communication to staff. With regard to Communication between departments employees are satisfied. The last factor Communication with co-workers; here the employees are satisfied.
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2.9 ADVANCEMENT

   Advancement means gradual improvement or growth or development. Career advancement is the lifelong psychological and behavioral processes as well as contextual influences shaping one’s career over the life span. As such, career development involves the person’s creation of a career pattern, decision-making style, integration of life roles, values expression, and life-role self concepts.

TABLE-2.9

ADVANCEMENT

	No
	FActors
	H.S
	S
	N
	D.S
	H.D.s
	Mean

	1
	Opportunity to use and develop abilities
	24
	62
	6
	5
	3
	3.99

	2
	Clear path for career advancement
	22
	56
	8
	8
	6
	3.80

	3.
	Career growth and development
	25
	65
	5
	3
	2
	4.08



Presenting the above table, it has been finalized that the employees are moderately satisfied with Advancement. Maximum numbers of employees are satisfied with Opportunity to use and develop abilities. Secondly, employees are also moderately satisfied where they have Clear path for career advancement. With regard to Career growth and development the employees are satisfied. 
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2.10 RECOGNITION

Employee recognition is a communication tool that reinforces and rewards the most important outcomes people create for your business. When you recognize people effectively, you reinforce, with your chosen means of recognition, the actions and behaviors you most want to see people repeat. An effective employee recognition system is simple, immediate, and powerfully reinforcing.

TABLE-2.10

       RECOGNITION

	No
	FActors
	H.S
	S
	N
	D.S
	H.D.s
	Mean

	1
	Receive appropriate recognition
	25
	66
	5
	3
	1
	4.11

	2.
	Good Social status regarding job among family and in community
	22
	56
	8
	8
	6
	3.80

	3.
	Manager recognizes and acknowledges for good performance
	24
	62
	6
	5
	3
	3.99

	4
	Recognized in front of everybody
	24
	74
	2
	-
	-
	4.22




The above table shows that the employees are satisfied with the Recognition. The employees are satisfied with appropriate recognition they receive. With regard to Good Social status regarding job among family and in community the employees are moderately satisfied. Employees feel that they are recognized and acknowledged for good performance. The last factor Recognized in front of everybody; here the employees are satisfied.
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FINDINGS 

The findings of the study “EMPLOYEE RETENTION” will help the management to reduce turnover and increase efficiency, productivity, and profitability.

· Department

    Majority of the respondents belongs to assembly department.

· Age (in years)

     Majority of the respondents belongs to 31-40yrs of age groups.

· Gender
            Majority of the respondents are male.

· Marital status 

Majority of the respondents are married.

· Qualification

Majority of the respondents possess educational qualification to perform job.

· Years of experience 

 
Majority of the respondents have more than 10yrs of work experience.

Variables for employee retention

	S.NO
	FACTORS
	MEAN
	INTEPRETATION

	1
	Nature of job


	3.83
	Almost all the employees are satisfied with the job they perform

	2
	Working conditions


	4.19
	Most of the employees are satisfied with the present working conditions in the organization.

	3
	Social integration


	4.12
	Majority of the employees feel that they are among one in the company

	4
	Motivation


	3.70
	Majority of employees feel that they are motivated to perform their job.

	5
	Occupational stress


	3.81
	Almost all the employees feel that their talents are utilized by the company.

	6
	Pay structure


	3.83
	Most of the employees are satisfied with the company pay.

	7
	Training
	4.21
	Majority of the employees are  satisfied with the training provided by the company

	8
	Communication
	4.16
	Majority of the employees are satisfied with the effective communication provided by the company.

	9
	Advancement


	3.95
	Majority of the employees feel that there is clear path for career advancement

	10
	Recognition
	4.03
	Most of the employees feel that they are recognized well in the organization.


SUGGESTIONS

On the basis of the study “Employee Retention” the following measures are suggested to the management of the company to retain the employees.

· To feel the job interesting, employees shall be given cross training.

· Most of the employees were ready to accept new responsibilities. Hence, it is suggested that the management can allot responsibilities to the workers.  

· Majority of the employees feel that their manager does not challenge workers. Hence, it is suggested that management can assign new challenging task.

· Arranging meditation classes and entertainment programs for the employees can minimize occupational stress.

· More awards should be offered to employees for the better performance of work.

· Communication system should be made effective among the employees.
· To make the job challenging, the management shall involve the employees in some of the key decision making or at least asking them to advise while making a key decision which will give them a feel that their opinion also counts.

· Management shall Acknowledges & appreciates employees of even a small good work in public.
· The company shall provide more financial incentives like monetary reward and non-financial incentives to enhance the efficiency of employees.

· Employees shall be heard for their differences of opinion
· More awards shall be offered to employees for better performance of work.

CONCLUSION

Effective employee retention is a systematic effort by employers to create and foster an environment that encourages current employees to remain employed by having policies and practices in place that address their diverse needs.

Employee retention is a process in which the employees are encouraged to remain with the organization for the maximum period of time or until the completion of the project.

The review of literature has assisted the researcher to have a broad picture of various facets/determinants that retain the employees.

The research instrument used was a questionnaire for data collection process and the design is descriptive in nature. The factors that influence employee satisfaction are nature of job, working conditions, social integration, motivation, occupational stress, pay structure, training, advancement, communication, recognition.
The analysis was using percentage; mean score value method enumerates the various factors that were taken into consideration with the use of a questionnaire.

The major findings of the study and contribution made through descriptive research may be of some help to the management to increase employee retention.
 From the study the researcher suggests that the management may conduct special programs, to utilize their employee potential while contributing to the aims of the enterprise, heightening their morale, meet the technology changes and attain results satisfying the customer expectations.
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Questionnaire

Employee Retention in SKS Accessories, Coimbatore
  PERSONAL DATA

  1. Name: ______________________

  2. Department

  ( ) Machine shop   ( ) Winding   ( ) Assembly    ( ) ISI Testing


  ( ) Pump Testing   ( ) Packing ( ) Service section

  3. Age (in yrs):

  ( ) below 30             ( ) 31-40              ( ) 41-50            ( ) 50 & above


  4. Gender
  ( )  Male    ( ) Female

  5. Marital status: 

  ( ) Single ( ) Married           

  6. Educational qualification:

  ( ) below 8th         ( ) 8th           ( ) matric         ( ) UG        ( ) PG

  7. Years of service:

  ( ) Below 1yrs         ( ) 1-2yrs        ( ) 2-5yrs       ( ) above 5 yrs

(tick any one)
        5-Highly Satisfied 4- Satisfied 3- Neither satisfied Nor Dissatisfied 2- Dissatisfied 

                                            1- Highly dissatisfied

I NATURE OF JOB

	S.no
	Variables
	5
	4
	3
	2
	1

	a.
	I am able to use my skills, knowledge and experience in my job
	
	
	
	
	

	b.
	I believe my job is secure
	
	
	
	
	

	c.
	I have flexibility in my working hours
	
	
	
	
	

	d.
	My job is interesting and I'm motivated to do it well
	
	
	
	
	

	e
	I programme my own work schedule
	
	
	
	
	


II WORKING CONDITIONS

	S.no
	Variables
	5
	4
	3
	2
	1

	a.
	My company provides me proper physical working conditions
	
	
	
	
	

	b.
	Company ensures careful work habits that comply with safety requirement
	
	
	
	
	

	c.
	My workload is reasonable
	
	
	
	
	


III SOCIAL INTEGRATION

	S.no
	Variables
	5
	4
	3
	2
	1

	a.
	At workplace where I work I am treated equally with respect
	
	
	
	
	

	b.
	I drive a sense of achievement from my work
	
	
	
	
	

	c.
	I am willing to accept new responsibility
	
	
	
	
	

	d.
	I have good social status regarding my job among the family and in the community
	
	
	
	
	


.
IV MOTIVATION

My manager….

	S.no
	Variables
	5
	4
	3
	2
	1

	a.
	…..appreciate workers for their individual strengths
	
	
	
	
	

	b.
	…..treat workers as they would like to be treated themselves
	
	
	
	
	

	c.
	…..punish those who do not do their fair share of work
	
	
	
	
	

	d.
	….challenge workers
	
	
	
	
	

	e
	….coach workers
	
	
	
	
	


V OCCUPATIONAL STRESS

	S.no
	Variables
	5
	4
	3
	2
	1

	a.
	I felt high pressure from superiors for completion of job
	
	
	
	
	

	b.
	My superiors take strict measures on small errors in my job
	
	
	
	
	

	c.
	There is no Opportunity to use and develop my abilities while working in the company
	
	
	
	
	


VI PAY STRUCTURE
	S.no
	Variables
	5
	4
	3
	2
	1

	a.
	Company pays on the effort and performance of individuals
	
	
	
	
	

	b.
	Company pay is based on the year and experiences
	
	
	
	
	

	c.
	System of pay followed in the company is fair
	
	
	
	
	

	d.
	I am paid equally to others who are doing similar type of work
	
	
	
	
	

	e
	Monetary benefits are provided by the company(overtime wages, incentive etc)
	
	
	
	
	


VII TRAINING

	S.no
	Variables
	5
	4
	3
	2
	1

	a.
	Company provided as much initial training as I needed
	
	
	
	
	

	b.
	Company provides as much ongoing training as I need
	
	
	
	
	

	c.
	My company provides new methods of training using modern tools
	
	
	
	
	


VIII COMMUNICATION

	S.no
	Variables
	5
	4
	3
	2
	1

	a.
	Effective management communication to staff
	
	
	
	
	

	b.
	There is adequate communication between departments
	
	
	
	
	

	c.
	There is adequate communication with your co-workers
	
	
	
	
	


IX ADVANCEMENT
	S.no
	Variables
	5
	4
	3
	2
	1

	a.
	I have good opportunity to use and develop my abilities
	
	
	
	
	

	b.
	I have a clear path for career advancement
	
	
	
	
	

	c.
	Management shows interest in our Career growth and development
	
	
	
	
	


X  RECOGNITION

	S.no
	Variables
	5
	4
	3
	2
	1

	a.
	I received appropriate recognition for my contributions
	
	
	
	
	

	b.
	I have good social status regarding my job among the family and in the community
	
	
	
	
	

	c.
	My manager recognizes and acknowledges my good performance
	
	
	
	
	

	d.
	I am recognized in front of everybody
	
	
	
	
	


  Give your suggestion for improving Employee Retention:

……………………………………………………………………………………………………

……………………………………………………………………………………………………

…… THANK YOU ……
MSV=3.83











MSV= 4.19











MSV= 4.12











MSV= 3.70











MSV= 3.81











MSV= 3.83











MSV= 4.21











MSV= 4.16











MSV= 3.95











MSV= 4.03














PAGE  
3

