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CHAPTER -1
1.1 Introduction
"If you pick the right people and give them the opportunity to spread their wings and put compensation as a carrier behind it, you almost don't have to manage them." - Jack Welch
	Employee retention is an effort by a business to maintain a working environment, which supports current staff in remaining with the company. Many employee retention policies are aimed at addressing the various needs of employees to enhance their job satisfaction and reduce the substantial costs involved in hiring and training new staff. It 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. Retention Strategies helps organizations provide effective employee communication to improve commitment and enhance workforce support for key corporate initiatives(Nazia	 and Begum, 2013)
	According to Get Les McKeon, employee retention is defined as "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. The costs associated with turnover may include lost customers, business and damaged morale. In addition, there are the hard costs of time spent in screening, verifying credentials, references, interviewing, hiring and training the new employee just to get back to where you started.” Also of concern are the costs of employee turnover including hiring costs productivity loss. Replacement costs usually are more than twice the salary of the individual. Therefore, employee retention is effort by a business to maintain a working environment which supports current staff in remaining with the company.
	Employee turnover is a common phenomenon, which many organizations are facing today. Organizations invest immensely in recruiting and developing their employees. Hence employee turnover is a potential loss for any firm. HR managers try to prevent the employee turnover by implementing effective retention strategies.  People leave the organization due to various reasons. The experience of job related stress (job stress), the range factors that lead to job related stress (stressors), lack of commitment in the organization; and job dissatisfaction make employees to quit (Firth, Mellor, Moore, Loquet (2007). Employee can be dissatisfied with the organization due to many reasons. Personal dissatisfaction itself is a major reason for an employee to leave the firm. This dissatisfaction can arise from various factors such as compensation, job security, job autonomy, relationship with the supervisor and other colleagues etc. Turnover intentions can arise from organizational factors as well. Organizational culture itself can be motivating or de-motivating to many employees. Some organizational cultures can be inspiring to their employees and provides an inductive environment to their employees. Organization with strong communication systems enjoy lower turnover of staff (Labov, 1997).
	Voluntary quits represents an exodus of human capital investment for organizations. The subsequent replacement process entails manifold costs to the organizations. Replaced employee has to be inducted, trained and developed, which incur costs. Until one employee is substituted, production is also going to suffer which adds more costs to the firm. In order to minimize the costs associated with the turnover, firms are implementing various strategies. Given that there is increase in direct and indirect costs of labour turnover, therefore, management is frequently exhorted to identify the reasons why people leave organizations so that appropriate action is to be taken by the management. Providing competitive salaries and other benefits, empowerment, providing stock options, flexible work hours are few of such strategies adopted by the firms to retain their staff (James and Mathew, 2012).
	Employee retention (ER) 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. Even though Employee Retention has now become a tough task, it is beneficial for the organization as well as the employee. The job of human resource personnel is done perfect if it places a right person for a right job at a right place in a right time. But retention is more important than hiring. A talented employee will never fall shortage of the opportunities. If a person is not satisfied with the present job, he may switch over to another, of his choice. The top organizations are on the top because they care for their employees and they know how to keep them glued to the organization. Employees stay or leave organizations for many reasons the reasons may be personal or professional. Employees who are satisfied and happy with their jobs are more dedicated and work for organization’s growth. Job satisfaction is something that working people seek and a key element of employee retention which is possible only by making the employee feel comfortable physically and psychologically. The inflationary trends seen in the market economy is causing the job market more competitive. It is getting more difficult to retain employees, as the pool of talent is becoming more-and more tapped-out. A good employer should know how to attract and retain his employees (QadriaAlkandari, 2009). There might be many other strategies to keep the employees comfortable in the present job but motivation strategies boost the employees on day to day basis. Contrary to modern belief, monetary compensation is not the highest employee motivator. According to the Harvard Management Update (June, 1988) nine of ten managers think people stay or go because of money. But, Kaye and Evans (2000) conclude that money and perks matter, but employees are interested in challenging and meaningful work, good bosses, and opportunities for learning and development (Sandhya and Kumar, 2011). 
1.2 Significance of Employee Retention
	Retention is not only important just to reduce the turnover costs or the cost incurred by a company to recruit and train. But the need of retaining employees is more important to retain talented employees from getting poached. There are many factors which show the importance of the employee retention. They may be the turnover cost which includes hundreds of thousands of rupees to the company's expenses. In fact, it is difficult to calculate the turnover cost which includes hiring costs, training costs and productivity loss, industry experts often quote 25% of the average employee salary as a conservative estimate. Company information loss is the next factor which shows the significance of retention. When an employee leaves the organization, he takes with him the valuable information about the organization, the customers, the current projects and also the past history of its competitors to the new employer. Lot of time and money has been spent on an employee in expectation that he works for organizations future return. When the employee leaves the organization the investment is not realized. Customer services are interrupted where customers and clients do business with a company in part because of the people. The relationships between the customers and clients are developed in such a way that encourages continued sponsorship and services of the business. When an employee leaves the organization suddenly, the relationships that employee built for the company are suffered and also could lead to loss of contact with potential customer. Turnover causes to more turnovers because when an employee terminates from the organization the effect is felt throughout the organization where co-workers are often required to pick up the slack. The unspoken negativity from the one who has been terminated often intensifies for the remaining staff. Company goodwill also plays an important role in retaining the employees. The maintenance of goodwill of a company is possible only if the attrition rates are low. By maintaining higher employee retention rates the employer can motivate potentially talented employees to join the organization by creating a secured environment. The problem of regaining efficiency is also seen if an employee resigns. The good amount of time is lost in hiring a new employee and then training him/her which indulges loss of the company directly which many a time goes unnoticed. And even after recruiting a new employee one cannot assure the same efficiency from the new employee as the training imparted to the old employee according to the employers needs goes waste (Sandhya and Pradeep, 2011). 
1.3 Employee Retention in Textile Industry:
	Indian Textile Industry is one of the leading textile industry in the world, through was predominately unorganized industry even a few years back, but the scenario started changing after the economic liberalization in India economy in 1991.The opening up of economy gave the much needed trust to the Indian textile industry, which how successfully become one of the largest in the world. Indian textile industry largely depends upon the textile manufacturing and export. It also plays a major role in the economy of the country. India earns about 27% of its total foreign exchange through textile export further; the textile industry of India also contributes nearly 14% of the total Industrial production of the country. It also contributes around 3% to the GDP of the country. 
	Indian textile industry is also the largest in the country in terms of employment generation. It not generates jobs in its own industry, but also opens up scopes for the other ancillary sectors. Indian textile industry currently generates employment to more than 35 million people. The Indian textile industry contributes about 14% of industrial production, 4% to country’s gross domestic product(GDP) and 17% to country’s exports earnings. The industry provides direct employment to over 35 million people and is the second largest provider of employment after agriculture. Fabric production rose to 60,996 million sq meters in FY 2011 from 52,665 million sq meters in FY 2007.Production o raw cotton grew to 32.5 million bales in FY 2011 from 28 million bales FY 2007 while production of man-made fabric rose to 1281 million kgs in FY 2011 from 1139 million kgs in FY 2007. Production of yarn grew to 6,233 million kgs in FY 2011 from 5,183 million kgs in FY 2007.India has potential to increase its textile and apparel world tread from the current level of 4.5% to 8% and reach US$ 80 billion by 2020.Export of textile grew to USD 26.8 billion in FY 2010 from USD 17.6 billion in FY 2006.India’s textile trade is dominated by exports with a CAGR of 6.3% during the same period.
	Employee retention is an important ongoing process in which the organization retains the employees for the maximum period of time or until the completion of the project. It is a continuing employment relationship. Today, organizations find out that balance of power which has shifted from the employer to employees. Excessive turnover is a sign of fundamental problems within the businesses and it is very important to know that how to retain employees in the particular organization. 
1.4 Industry Profile
	The National Textile Corporation Limited (NTC) is a Central Public Sector Enterprise under the Ministry of Textiles which was incorporated in April 1968 for managing the affairs of sick textile undertakings, in the private sector, taken over by the Government. Starting with 16 mills in 1968, this number gradually rose to 103 by 1972- 73. In the year 1974 all these units were nationalized under the Sick Textile Undertaking (Nationalization) Act 1974. The number of units increased to 119 by 1995 as NTC took over more mills under its control through Swadeshi Cotton Mills Company Ltd. (Acquisition and Transfer of Undertakings) Act, 1986 and Textile Undertakings (Nationalization) Act, 1995. These 119 mills were controlled by NTC(Holding Company)Ltd with the help of 9 subsidiary Corporations, with an authorized capital of Rs 10 crores which was raised from time to time and which is now Rs 5000 crores and the paid up share capital of the corporation is Rs 3062.16 crores as on 31.03.2008. All the 9 subsidiaries of the company have been merged with the Holding Company on 01.04.2006, making it a single entity, economizing the scale of operation. Till now, 76 unviable mills have been closed. 40 mills have been identified as viable. Of these, 22 mills are being modernized by NTC. Till now, 17 mills have been modernized of which Pankaja Mills, Coimbatore is one among them.  This mill was established in the year 1933 and registered under National Textile Corporation in the year 1988. The company has a capacity of 31500 spindles and a production capacity of 158 bags per day. The main products from the company include cotton carded yarn, combed yarn, blended yarn. The company has around 750 employees and an annual turnover of 37 crores approximately. 
1.5 Need of the Study
	Employee retention is a major challenge faced by many organizations nowadays. The company’s success depends on one of the major factors called retention of key employees. Retaining key people provides lot of advantages to the company. The main advantages are: 1) Strong Knowledge Base, 2) Experience, 3) Stability and 4) More Productivity. According to Andrew Carnegie a famous industrialist of the 19th century once said “take away my factories, plant, railroads, shipments, money, but leave my key people, I will have them all again”. These words quoted shows that people are said to be the assets for organizations. But these people leave the organizations due to various reasons.
	Today textile industry is facing few problems regarding power supplies and major of all is the yarn prices. But this is a fact that they don’t give proper salaries and rewards to laborers. Role of human resource practices is very crucial in this regard. Human resource practices can only be applicable to the learning organizations. Employees can be retained and satisfied within those organizations which keep on learning that how to keep their employee’s satisfaction at highest level. Apart from this, there is no proper work in the textile industry in the field of human resource management, because top management never realizes the needs and demands of their employees. There are very few textile mills that are practicing the human resource management in its fullest and they are getting maximum benefits from it. To develop a better understanding of this issue, a research has been carried out to know the benefits of the human resource practices employed by these mills and to implement them in other organizations for positive results. To keep employees and keep their satisfaction levels high, any organization needs to implement each of the three R’s of employee retention: respect, recognition, and rewards.	
	Keeping in view of all these, an attempt was made to study the “Employee Retention Strategies adopted by National Textile Corporation, Pankaja Mills, Coimbatore” with the following objectives:
1. To study the general profile of the respondents
2. To study the job details of the respondents
3. To assess employee retention strategies adopted by the organization
4. To find out the suggestions by the employees to improve retention strategies of the organization






II. REVIEW OF LITERATURE
		The review of literature pertaining to the study on “Employee Retention Strategies adopted by National Textile Corporation, Pankaja Mills, Coimbatore” is discussed under the following heads:
A. Concept of employee retention
B. Strategies adopted for retaining employees
C. Related studies
2.1 Concept of employee retention
		Employee retention refers to policies and practices companies use to prevent valuable employees from leaving their jobs. How to retain valuable employees is one of the biggest problems that plague companies in the competitive marketplace. Employee retention involves taking measures to encourage employees to remain in the organization for the maximum period of time.
Importance of employee retention (Rao, 2014): It’s not only the cost incurred by a company that emphasizes the need of retaining employees but also the need to retain talented employees from getting poached. The process of employee retention will benefit an organization in the following ways:
1. The Cost of Turnover: The cost of employee turnover adds hundreds of thousands of dollars/rupees 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.
2. 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 on him is not realized.
3. Interruption of Customer Service: Customers and clients do business with accompany in part because of the people. Relationships are developed that encourage continued sponsorship of the business. When an employee leaves the relationships that he built for the company are severed leading to potential customer loss.
4. Turnover leads to More Turnovers: When an employee terminates his employment relations, the effect is felt throughout the organization. Coworkers are often required to pick up the slack. The unspoken negativity oftenintensifies for the remaining staff.
5. Goodwill of the Company: The goodwill of a company is maintained whenthe attrition rates are low. Lower retention rates motivate potential employeesto join the organization.
6. Regaining Efficiency: If an employee resigns, then good amount of time islost in hiring a new employee and then training him/her and this adds to theloss of the company directly which many a times goes unnoticed. And evenafter this one cannot assure us of the same efficiency from the new employee.

	Ronald (1996) argued that employee turnover is highest among employees are becoming more scare and difficult to retain, organization need to focus on increasing employee satisfaction.

	Hannay&Northan (2000) argued that future opportunities for the employees also help in retaining employees because these opportunities are associated with more pay, additional work responsibilities, superior work environment and different incentives plans. Money is not sole factor but it has significant effect while recruiting the employee.
	Jean (2002) suggested that companies must adjust their desires and necessities according to the market situation so that retention of employees can be made possible. 
	Hansen (2002) argued that pay more to the employees in order to achieve better financial position and retain those employees who lead from the front to attain business goals. Short and long term incentives should be given according to the goals of business that will help to have more organized and strong management team for long term results
	According to Thite (2008) retention in any industry or occupation is multifaceted and situation specific; accordingly, retention strategies need to be evidence based, grounded in organizational, industry and occupat6ion specific r4ealities and reviewed periodically. There is no silver bullet when it comes to employee retention as it will always be. 
	Punia and Sharma (2008) opined that the employees regard an induction and orientation program as a valuable measure to employee retention and it is given the highest importance among the procurement practices as well. They also state that the “buddy system” pairing new hires with somebody who appears to be like kind and is a\in a leadership position also helps to retain the employees. Their findings reveal that another valuable component of employee retention is weekly feedback. It is also revealed that scientific job analysis as a proficient is an employee retention strategy. A systematic job analysis helps to obtain all pertinent facts about the job and identifies the nature and level of human resources required to perform the job effectively, and that the people appointed to such jobs stay with the company for longer times.	
	Gberevbie (2008) has started that employee retention strategies refer   to the plans and means, and a set of decision – making behavior put formulated by the organizations to retain their competent workforce for performance.
2.2 Strategies adopted for retaining employees:
		Rousseau (1990) described that relationship between employee and employer starts from the recruitment, fostering the long term relationship and loyalty while some organizations emphasize on rewards and performance of the employees.
	Ronald (1996) argued that employee turnover is highest among employees are becoming more scare and difficult to retain, organization need to focus on increasing employee satisfaction. 
	Hannay&Northan (2000) argued that future opportunities for the employees also help in retaining employees because these opportunities are associated with more pay, additional work responsibilities, superior work environment and different incentives plans. Money is not sole factor but it has significant effect while recruiting the employee.
	Corddery(2000)strategies for improving employee retention has arisen as consequence of growing concern within the meat processing industry regarding employee Retention and turnover. This report stated that the increasing difficulties in retaining skilled, effective workers amounted to a looming crisis within the industry, and called for the development of effective workforce retention strategies within the industry.
	Zineldin(2000) has viewed retention as “an obligation to continue to do business or exchange with a particular company on an ongoing basis.”
	According to the Harvard Management Update (June, 1988) nine of ten managers think people stay or go because of money. But, Kaye and Evans (2000) conclude that money and perks matter, but employees are interested in challenging and meaningful work, good bosses, and opportunities for learning and development.
	Hansen (2002) argued that pay more to the employees in order to achieve better financial position and retain those employees who lead from the front to attain business goals. Short and long term incentives should be given according to the goals of business that will help to have more organized and strong management team for long term results.
	Suzan (2002) explained the importance of high employees involvement and how it could enhance their retention and indicated that young employees aremore interested in payment, advancement opportunities and time off, such differences may reflect stages in the career plan or generation differences.
	Casicio (2003); Haneman and Judge (2003); have agreed that an organization’s inability to formulate and implement strategies capable of recruiting competent employees and retaining them to achieve organizational goals is one of the main challenge facing organizations in the area of performance.
	Casicio (2003), Heneman and Judge (2003) have agreed that an organization’s inability to formulate and implement strategies capable of recruiting competent employees and retaining them to achieve organizational goals is one of the main challenge facing organizations in the area of performance. Walker (2001) was of the view that managing and retaining promising employees’ is an important fundamental mean of achieving competitive advantage among the organization. Steel, Griffeth and Hom (2002) added to this view that “the fact is often overlooked, but the reasons people stay are not always the same the reasons people leave.”
	Griffith( 2004) have revealed that extrinsic factors such as competitive salary,goodinterpersonalrelationships,friendlyworkingenvironment,andjobsecuritywerecitedby employees as key motivational variables that influenced their retention in the organizations. The implication of this therefore is that management should not rely only on intrinsic variables to influence employee retention; rather, a combination of both intrinsic and extrinsic variables should be considered as an effective retention strategy.
	Lawler III (2005) stated that in these days organizations are competing for talent rather than counting employees loyalty. They are focusing on attracting, hiring and retaining the required talented persons. For this purpose organizations must utilize those practices which are in favor of both employees and employers leading them towards higher performance levels. It is important to recruit strategy driven and shrewd employees because it creates sense of alignment between employee and organizational values and goals. 
	Khan (2005), retention of Key employees is critical to the long term health and success of any organization. It is a known fact that retaining the best employees, ensures customer satisfaction, increased product sales, satisfied colleagues and reporting staff, effective succession planning and deeply imbedded organizational knowledge and learning. Now days companies are struggling to retain employees. As employee attrition has continuously been on increase, and its coeval phenomenon of employee retention has become an evolving concept. The ultimate solution to the ever increasing employee attrition is to increase employee engagement/ involvement in the organizations.
	Gentry et al., (2007) argued that employees feel connected with the organization if they get support from their supervisors, which lead them to return the favor to the supervisors, and organization through retention.
	Harter (2008) opined that company’s need to pay more to the employees in order to achieve better financial position and retain those employees who lead from the front to attain business goals. Short and long-term incentives should be given according to the goals of business that will help to have more organized and strong management team for long term results.
	Sandhya and Kumar (2011) opined that there might be many other strategies to keep the employees comfortable in the present job but motivation strategies boost the employees on day to day basis. Contrary to modern belief, monetary compensation is not the highest employee motivator.
	Nazia and Begum (2013) reported that retention strategies helps organizations provide effective employee communication to improve commitment and enhance workforce support for key corporate initiatives.
2.3  Related Studies
	According to Osteraker (1999), the employee retention is the key factor for the success of an organization. The retention factor can be divided into three broad dimensions, i.e., social, mental and physical. The mental dimension of retention consist of work characteristics, employees always prefer flexible work tasks where they can use their knowledge and see the results of their efforts which, in turn, helps in retaining the valuable resources.
	Harris (2000) have explained that factors such as competitive salary, friendly working environment, healthy interpersonal relationships and job security were frequently cited by employees as key motivational variables that influenced their retention in the organizations.
	Walker (2001) was of the view that managing and retaining promising employees’ is an important fundamental mean of achieving competitive advantage among the organizations
	Kaliprasad (2006) pointed out that an organizations ability to retain its employees completely depends upon its ability to manage them. He found out four interlinked processes that can be utilized for an effective human resource management system: the motivational process; the interaction process; the visioning process; and the learning process.
	Hytter (2007) found that factors such as personal premises of loyalty, trust, commitment, and identification and attachment with the organization have a direct influence on employee retention. She also explained that workplace factors such as rewards, leadership style, career opportunities, the training and development of skills, physical working conditions, and the balance between professional and personal life have an indirect influence.
	











III. RESEARCH METHODOLOGY
	Research methodology is a way to systematically solve the research problem. It gives an idea about various steps adopted by the researcher in a systematic manner with an objective to determine various manners. The methodology pertaining to the research on “Employee Retention Strategies adopted by National Textile Corporation, Pankaja Mills, Coimbatore” is divided into following heads:
A. Title of Study
B. Objectives of Study
C. Research Design
D. Selection of Industry
E. Selection of Sample
F. Sources of Data
G. Selection of the Method and Tool
H. Collection of Data
I. Obtaining ethical clearance of the study
J. Data Analysis and Interpretation
K. Limitations of the study
3.1 Title of the study
	The study was entitled “Employee Retention Strategies adopted by National Textile Corporation, Pankaja Mills, Coimbatore” considering the need of the study and collected literature in related fields. 
3.2 Objectives of study
The investigation was undertaken with the following objectives: 
1. To study the general profile of the respondents
2. To study the job details of the respondents
3. To assess employee retention strategies adopted by the organization
4. To find out the suggestions by the employees to improve retention strategies of the organization

3.3  Research Design
The research design for the particular study was Descriptive Research. The descriptive research attempts to describe, explain and interpret conditions of the present i.e. “what is’. The purpose of a descriptive research is to examine a phenomenon that is occurring ata specific place(s) and time.
3.4  Selection of industry
	The industry selected was National Textile Corporation, Pankaja Mills, Coimbatore. This mill was established in the year 1933 and registered under National Textile Corporation in the year 1988 and has around 750 employees at present.
3.4 Selection of sample
	Sampling is concerned with the selection of a subset of individuals from within a statistical population to estimate characteristics of the whole population. Two advantages of sampling are that the cost is lower and data collection is faster (Miller, 2009).
Simple random sampling is also known as Chance sampling or Probability sampling where each and every item in the population has an equal chance of inclusion in the sample and each item in the possible samples, in case of finite universe, has the sample probability of being selected (Kothari,2008). Out of the 750 employees in the National Textile Corporation, Pankaja Mills, Coimbatore 80 employees were selected as respondents for the particular study. 
The following inclusion and exclusion criteria were followed in selection of the respondents.
Inclusion criteria: All the permanent employees are selected 
Exclusion criteria: Training workers are excluded from this.

3.5 Sources of Data
	Primary sources are original sources from which the researcher directly collects data that have not been previously collected. Primary data are first hand information collected through various methods such as observation, mailing and interviewing (Krishnaswami,2000).The required information were collected by interview method.
3.6 Selection of the Method and Tool 
	According to Young (2005), Interview Schedule may be regarded as a systematic method by which a person enters more or less imaginatively with life of comparative strangers. Interview method was used in the study, for collecting required information from the employees.
3.7 Collection of Data
	Data collection is one of the most important aspects of research. For the success of any research accurate data is very important and necessary. The information collected through research methodology must be accurate and relevant. The required information was collected by interview method.
 3.8 Obtaining ethical clearance of the study
The application form explaining the design and the protocols used in the research study was subjected to the Institutional Human Ethics Committee and Ethical Clearance was obtained (Annexure II).
3.9 Analysis and Interpretation of Data
	The data thus collected were consolidated, tabulated and analyzed with appropriate statistical tools such as
· Frequency and percentage
· Five points Likert scale


Frequency and Simple percentage:

To calculate the simple percentage method, the following formula used.
Simple percentage = (Number of responses/Total number of Sample) ×100
Likert Scale technique: Scaling describes the procedure of assigning numbers to various degrees of opinion, attitude and the level of satisfaction. In this study the scaling technique used is Likert scale with dimensions such as strongly agree, agree, neutral, disagree and strongly disagree.
3.10  Limitations of the study:	
The following are the limitations faced by the researcher during the period of the study.
· Due to time constraints an in-depth enquiry could not be conducted.
· The study was undertaken only in Pankaja mills so the findings of the study may not be generalized to any other organization.











IV. RESULTS AND DISCUSSION
	The result pertaining to the study entitled “Employee Retention Strategies adopted by National Textile Corporation, Pankaja Mills, Coimbatore” is discussed in this chapter. Keeping in view the objectives of the study, information was collected from the respondents, classified, tabulated, analyzed and presented in a systematic way as per the following heads:
A. General profile of the respondents
B. Job details of the respondents
C. Employee Retention Strategies adopted by the organization
D. Suggestions by the employees to improve retention strategies of the organization
A. General profile of the respondents
The general profile of the respondents is presented in Table I and Figure 1.

Table 1: General profile of the respondents

	S. No.
	Characteristics
	Frequency
	Per cent
(n=80)

	1.
	Age

	
	Below 35 years
	35
	44

	
	35 to 50 years
	39
	49

	
	Above 50 years
	06
	08

	2.
	Gender

	
	Male
	49
	61

	
	Female
	31
	39

	3.
	Annual Income

	
	Up to` 1,00,000
	39
	49

	
	` 1,00,000 – ` 2,00,000
	35
	44

	
	Above `  2,00,000
	08
	06

	4.
	Educational Qualification

	
	Up to SSLC
	40
	50

	
	Up to HSC
	32
	40

	
	Undergraduate
	06
	08

	
	Postgraduate
	02
	03

	5.
	Marital Status

	
	Married
	75
	94

	
	Unmarried
	05
	06



	It is evident from the above table that 49 percent of the respondents were of the age group between 35-50 years, 44 percent of the respondents were of the age group below 35 years, 8percent of the respondents were above 50 years.
	It is observed from the above table 61 percent of the respondents were male and 39 percent of the respondents were female.
	Majority (49 per cent) of the respondents had an annual income of uptoRs. 1,00,000, whereas 44 percent had income from Rs. 1,000,000 to Rs. 2,00,000 and only 6 percent of the respondents had income above Rs. 2,00,000.
	The table shows that 50 percent of the respondents were educated up to SSLC, 50percent of them were educated up to higher secondary level, 40 percentof them had undergraduate level and only 8 percent of them were educated up to postgraduate level. It is clear that educational level is not a criterion for employment in this factory.
	A vast majority (94 per cent) of the respondents was married and only 6 percent of the respondents were unmarried.









B. Job details of the respondents
The job details of the respondents are presented in Table 2and Figure 2.

Table 2: Details of job of the respondents
	S. No.
	Characteristics
	Frequency
	Per cent
(n=80)

	1.
	Years of service

	
	Up to 5 years
	10
	13

	
	6 to 10 years
	36
	45

	
	11 to 15 years
	21
	26

	
	16 to 20 years
	13
	16

	2.
	Designation

	
	Worker
	78
	96

	
	Security
	2
	3

	
	Supervisor
	1
	1

	3.
	Department

	
	Spinning
	25
	31

	
	Mixing
	15
	19

	
	Rowing
	1
	1

	
	Cording
	5
	6

	
	Winding
	7
	9

	
	Packing
	12
	15

	
	Drawing
	4
	5

	
	Simplex
	7
	9

	
	Cotton
	2
	5

	
	Weaving
	2
	5



		

It is evident from the above table that 45 percent of the respondents had 6-10 years of experience, 26percentof respondents had 11-15 years of experience and 16percentof respondents had 16-20 and 13percent of the respondents had experience more than below less than 5   years. Most of the respondents were experienced and working for long time in the factory.
	Out of the total respondents, 31percentof them were working in spinning department, 19percent in mixing department, 1 percent in rowing department, 6percentin cording department and 9 percent in winding, 15percent in packing department, 5percent in drawing department, and 9 percent in simplex department and percent in cotton department and percent were working in the weaving department.





















C. Employee Retention Strategies adopted by the organization
The employee retention strategies adopted by the organization is presented in the following tables.

Table 3: Employee Retention Strategies available in the organization
	S. No.
	Strategies
	Highly Satisfied
%
	Satisfied
%
	Neutral
%
	Dissatisfied
%
	Highly Dissatisfied
%

	1.
	Job security
	87
	13
	0
	0
	0

	2.
	Promotion opportunity
	32
	68
	0
	0
	0

	3.
	Welfare measure
	74
	22
	4
	0
	0

	4.
	Working
Environment
	50
	26
	20
	4
	0

	5.
	Job rotation and new assignment
	13
	21
	42
	22
	0

	6.
	Helps in career development
	20
	37
	28
	12
	3

	7.
	Location transfer opportunity with promotion
	8
	44
	21
	23
	4

	8.
	Management supports for higher education
	17
	24
	17
	32
	10

	9.
	Training and development program
	13
	37
	18
	21
	11

	10.
	Workers participation in management activities
	9
	37
	28
	18
	8

	11.
	Rewards and recognition
	62
	26
	5
	6
	0


	
		It is observed from the above table that 87 of the employees of National Textile Corporation, Pankaja Mills are highly satisfied with the job security, 68 percent are satisfied with the promotion opportunity and 74 percent are highly satisfied with the welfare measures adopted by the Corporation. 50 percent of the employees opined that they are highly satisfied with the working environment whereas 42percent are neither satisfied nor dissatisfied with job rotation and new assignment.37 percent of the respondents are satisfied with the organization’s help in career development.44 percent are satisfied with the location transfer opportunity with promotion whereas 32percentare dissatisfied with the management supports for higher education in the Pankaja Mills and 37 percent are satisfied with the training and development given to the employees.37 percent are satisfied with the workers participation in management activities and 62 percent are highly satisfied with the rewards and recognition given to the employees.











Working Environment in the organization
The working environment in the organization including the ecological environment and working places presented here in table 4.

Table 4: Working Environment in the organization

	S. No.
	Provisions
	Strongly Agree
%
	Agree
%
	Neutral
%
	Disagree
%
	Strongly Disagree
%

	
	Ecological Environment

	1.
	Provision to avoid sound in plant is good
	27
	52
	18
	3
	0

	2.
	Ventilation facilities are better.
	72
	23
	5
	0
	0

	3.
	Cleanliness is good.
	66
	25
	9
	0
	0

	4.
	Working temperature is satisfactory.
	49
	42
	6
	3
	0

	
	Working Place

	5.
	Environment is working comfortable
	43
	54
	3
	0
	0

	6.
	Communication system is good
	55
	32
	10
	0
	3

	7.
	Employee are treated with due respect
	64
	23
	5
	5
	3

	8.
	Employee suggestion and grievance considered
	12
	37
	28
	15
	8

	9.
	Good work appreciated
	72
	18
	10
	0
	0

	10.
	Fair treatment of employees
	58
	32
	10
	0
	0

	11.
	Better coordination among co workers
	29
	55
	5
	11
	0



		It is observed from the above table that 52 percent are satisfied with the provision to avoid sound in plant, 72 percent are highly satisfied with the ventilation facilities and 66 percent are highly satisfied with the cleanliness, 49 percent are highly satisfied with the working temperature.
	It is observed from the above table that 54  percent are satisfied with the comfortable working environment, 55 percent are highly satisfied with the communication system, 64 are highly satisfied with the due respect given to employees, 38 percent are  satisfied with the consideration of employee suggestion and grievance,71 percent are highly satisfied with the appreciation of good work by the organization, 58 percent are highly satisfied with the fair treatment of employees and 55 percent are satisfied with the coordination among co-workers in the organization.





















Welfare measure undertaken by the organization
The welfare measures undertaken by the organization is presented the following table. 
Table 5: Welfare measure undertaken by the organization
	S. No.
	Provisions
	Strongly Agree
%
	Agree
%
	Neutral
%
	Disagree
%
	Strongly Disagree
%

	
	Health and safety measures

	1.
	Clean drinking water is available.
	43
	53
	4
	0
	0

	2.
	There are better health facilities.
	55
	33
	10
	0
	2

	3.
	Restroom and canteen are available.
	64
	24
	5
	5
	2

	4.
	Food is offered at subsidized rate
	12
	38
	28.
	15
	8

	5.
	Safety and health instruction course conducted by the organization is  good
	71
	19
	10
	0
	0

	6.
	First aid box is available
	58
	33
	10
	0
	0

	7.
	Fire fighting methods are good
	28
	55
	5
	11
	0

	
	Family welfare measures

	8.
	Prevailing good staff quarters is good
	33
	51
	8
	8
	0

	9.
	Education loans for wards and self are appreciated
	18
	46
	18
	16
	2

	10.
	Provision of job opportunities for family members
	17
	26
	13
	36
	8

	11.
	Company have tie ups with hospitals
	14
	23
	12
	31
	20

	12.
	Health camps facilities for employee family measure.
	23.
	28
	15
	22
	11

	13.
	Insurance scheme provided by the organization is good
	40
	33
	11
	7
	9

	14.
	Retirement benefits are available.
	58
	26
	5
	4
	7



		It can be observed from the above table that 53 percent of the respondent employees of National Textile Corporation, Pankaja Mills are satisfied with the drinking water facilities, 55 percent are highly  satisfied with health facilities, 64 percent are highly satisfied with the restroom and canteen facilities and 38 percent of the employees opined that they are satisfied with the food is offered subsidized rate whereas 71 percent are highly satisfied with the safety and health instruction course conducted by the organization, 58 percent of the respondents are highly satisfied with the first aid facilities and 55 percent are satisfied with the fire fighting methods.
	Regarding family welfare measures offered by the company it can be observed from the above table that 51percent of the respondents agree that prevailing staff quarters is good,46 percent are satisfied with the education loans for wards but 36 percent are dissatisfied with the tie ups with hospitals and 28 respondents are satisfied with the health camps facilities for the employees. 40 percent of the respondent employees are the highly satisfied with the insurance scheme provided by the organization and 58 percent of the respondents are the highly satisfied with the retirement benefit.










Rewards and Recognition in the organization
The rewards and recognition offered by the organization is presented the following table. 
Table 6: Rewards and Recognition in the organization
	S. No.
	Provisions
	Strongly Agree
%
	Agree
%
	Neutral
%
	Disagree
%
	Strongly Disagree
%

	1.
	Salary structure
	48
	42
	6
	4
	0

	2.
	Provision for group insurance scheme
	47
	38
	12
	3
	0

	3.
	Over time salary
	45
	38
	11
	5
	0

	4.
	Yearly bonus scheme
	57
	31
	8
	3
	0

	5.
	Performance based incentive
	21
	67
	6
	3
	3

	6.
	Performance appraisal system in practice
	38
	32
	15
	12
	3

	7.
	Benefits provided by the company are good
	40
	32
	18
	7
	3

	8.
	Compensation paid for work during layoffs or with the company are satisfactory
	28
	35
	15
	10
	10



		It is evident from the above table that 48 percent of the respondent employees of National Textile Corporation, Pankaja Mills are highly satisfied with the salary structure of the organization, 47 percent are highly satisfied with the provisions for group insurance scheme, 45 percent are the highly satisfied with the over time salary, 57 percent are the highly satisfied with the yearly bonus scheme provided to the employees,67 percent are the satisfied with performance based incentives,38 percent are highly satisfied with the performance appraisal system in practice,40 percent are the highly satisfied with the benefits provided by the company and 35 percent are satisfied with the compensation paid for work during layoff.

Training and Development Strategies
The training and development strategies adopted by the organization are presented the following table. 
Table 7: Training and Development Strategies
	S. No.
	Provisions
	Strongly Agree
%
	Agree
%
	Neutral
%
	Disagree
%
	Strongly Disagree
%

	1.
	Our company provides on the job training
	28
	50
	10
	7
	5

	2.
	Our company provides leadership training
	27
	42
	18
	6
	.6

	3.
	Our company provides off  the job training for employees
	35
	30
	23
	12.
	0

	4.
	Our company support employee for getting higher qualifications.
	32
	37
	20
	5
	5



	It can be observed from the above table that 50 percent of the respondents agree that the organization provides On The Job Training,42 percent agree that there is Leadership Training in the organisation,35 percent are agree to the provision of Off the Job training for employees and 35 percentof the respondents agree that organization support employees for higher qualification.









Organization Culture
The organizational culture of the National Textile Corporation, Pankaja Mills is presented in the following table
Table 8: Organization Culture
	S. No.
	Provisions
	Strongly Agree
%
	Agree
%
	Neutral
%
	Disagree
%
	Strongly Disagree
%

	1.
	The working environment is open and trustworthy.
	20
	56
	15
	9
	0

	2.
	Morale in the company is high.
	9
	45
	27
	16
	3

	3.
	Supervisors spend good deal of time in listening to employees ideas.
	18
	30
	4
	18
	4

	4.
	Employees are allowed to take responsibility and authority.
	15
	55
	11
	12
	7

	5.
	Communication is effective at all levels.
	41
	45
	4
	5
	5

	6.
	Safe working environment is provided.
	56
	31
	7
	3
	3



		It can be observed from the above table that 56percent of the respondent employees agree that he working environment is open and trustworthy, 45 percent agree that there is high morale in the company and 30 percent opined that supervisors spend good deal of time in listening to employees ideas.55 percent of the respondent employees agreed  that employees are allowed to take responsibility and authority whereas 45 percent agree that here is effective communication at all levels. 56 percent of the respondents opined that there is safe working environment in the organization.




D. Suggestions by the employees to improve retention strategies of the organization:
		As a part of the study, the investigator took a note of the suggestions given by employees of National Textile Corporation, Pankaja Mills, and Coimbatore to improve its retention strategies which is presented here.
· The company has to come up with the improving technology, thus it has to make use of more machineries to reduce the delay in production.
· The present welfare policies are good and they can provide little more incentives and bonus to motivate the workers further.
· The employees are not satisfied with the organization climate this suggested the organization to provide clean and safety environment to the reduce the stress. Most of employees are expecting for a yearly vacation tour thereby reducing their stress.
· The company needs to provide safety equipments for the employees to prevent the employees from diseases.
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V. SUMMARY AND CONCLUSION
	Employees are the part of organization. An organization cannot survive if the individuals are not focused and serious about their work. The success and failure of any organization depend on the hard work put by the employers to achieve the targets of the organization. It is a common observation that employees who spend a good amount of time in the organization to know more about it and thus contribute effectively. They develop a sense of loyalty expectation from the management.
	The Employee retention strategies are a concurrent process that starts with an examination of the reason that employees join an organization. Employee retention refers to various policies and practices which let the employees stick to an organization for a longer period of time and It helps organizations provide effective employee communication to improve commitment and enhance work force support for the key corporate initiatives.
	The study on “Employee Retention Strategies adopted by National textile Corporation, Pankaja Mills, Coimbatore” was undertaken with the following objectives:
1. To study the general profile of the respondents
2. To study the job details of the respondents
3. To assess employee retention strategies adopted by the organization.
4. To find out the suggestions by the employees to improve retention strategies of the organization
	The sample drawn for the study was 80, using simple random sampling method. Interview schedule was the tool used for collecting data for the study.



The findings of the study are summarized under the following heads:
A. General profile of the respondents
B. Job details of the respondents
C. Employee Retention Strategies adopted by the organization
D. Suggestions by the employees to improve retention strategies of the organization

A. General Profile of the Respondents:
· Majority (45 percent) of the respondents come under the age group of 35 to 50 years 
· Majority (61 percent)of the respondents were male.
· Majority (49 per cent) of the respondents had an annual income of upto Rs. 1,00,000.
· Half (50 percent) of the respondents had education qualification upto SSLC.
· A vast majority (94 percent) of the respondents are married.
B. Job details of the respondents
· Almost half (45 percent) of the respondents were having a job experience of 6-10 years.
· 96 percent of the respondents were workers.
· 31 percent of the respondents were working in Spinning Department.
C. Employee Retention Strategies adopted by the organization:
· Majority (87 percent) of the respondents were satisfied with job security.
· Nearly three fourth (72 percent) of the respondents were satisfied with ventilation facilities.
· Three fourth (72 percent) of the respondents were satisfied with good work appreciation.
· Nearly three fourth (71 percent) of the respondents were satisfied with safety and health instruction course.
· More than half (58 percent) of respondents were satisfied with retirement benefits.
· Majority (67 percent) of the respondents were Satisfied with performance-based incentives.
· More than half (50 percent) of respondents were satisfied with on the job training.
· More than half (56 percent) of respondents were satisfied with working environment.

D. Suggestions by the employees to improve retention strategies of the organization
· The company has to come up with improved technology, thus it has to make use of more machineries to reduce the delay in production.
· The present welfare measure are good and they can provide little more incentives and bonus wages to motivate the workers further.
· Some of the respondent employees were satisfied with the organizational climate suggesting the organization to provide clean and safety environment for the employees.
·  Most of employees are expecting for a yearly vacation tour thereby reducing their job stress.
· The company needs to provide safety equipments for the employees to prevent the employees from diseases.
· The company should improve the canteen facilities and proper toilet facilities, and also improve the present restroom facilities..






Conclusion
	Employee Retention refers to the techniques employed by the management to help the employees stay with the organization for a longer period. Employee retention strategies go a long way in motivating the employees so that they stick to the organization for the maximum time and contribute effectively. Sincere efforts must be taken to ensure growth and learning for the employees in their current assignments and for them to enjoy their work. Employee retention has become a major concern for corporate in the current scenario. Individuals once being trained have a tendency to move to other organizations for better prospects. Lucrative salary, comfortable timings, better ambience, growth prospects are some of the factors, which prompt an employee to look for a change. Whenever a talented employee expresses his willingness to move on, it is the responsibility of the management and the human resource team to intervene immediately and find out the exact reasons leading to the decision.
	The interpretation from the present study entitled “Employee Retention Strategies adopted by National Textile Corporation, Pankaja Mills, Coimbatore” throws light to the fact that employee retention has become as important as employee recruitment. The current labour force demands for better facilities at job place and this has to be fulfilled by every company. As far as the textile industry is concerned, there are lot of health and safety related problems faced by the employees which has to be immediately addressed. This study helps organizations to understand the value of their employees and reasons to retain them because greater turnover means that employees are using organizations as a stone to step further and experience they are gaining with them is important. To retain employees, the organizations must review their career plans and reorganize those plans according to the market so that intelligent and talented employees could serve more and would be benefitted in the long run.
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EMPLOYEE RETENTION STRATEGIES ADOPTED BY NATIONAL TEXTILE CORPORATION, PANKAJAMILLS, COIMBATORE
QUESTIONNAIRE
Personal details:
Name                                                  :
Age                                                     :
Gender                                                :      a. Male             b.female
No. of years of service                         :     a. less than 5    b. 6-10
                                                                  C.11-15            d.16-20
Designation                                         :    ___________
Monthly income                                   :    ___________
Department                                          :    ___________
Educational background                      :    a. sslc                    b.Hsc
c. Under graduate d. postgraduate
Marital status                                         :   a. Married b. unmarried
	

	

	


















1. Employee Retention Strategies:
Please indicate the strategies that are available in your organization:
	s.no
	strategies
	Highly satisfied
	satisfied
	neutral
	Dissatisfied
	Highly dis satisfied

	1.
	job security

	
	
	
	
	

	2
	promotion opportunities 

	
	
	
	
	

	3
	welfare measure

	
	
	
	
	

	4
	working environment

	
	
	
	
	

	5
	job rotation and new assignment

	
	
	
	
	

	
	helps in career development 

	
	
	
	
	

	6
	location transfer opportunity with promotion 
	
	
	
	
	

	7
	management supports for higher education 

	
	
	
	
	

	8
	training and development program

	
	
	
	
	

	
	workers participation in management activities

	
	
	
	
	

	9
	rewards and recognition

	
	
	
	
	









2. Working Environment
A. Ecological Environment:
	S.No
	      provision  
	Highly satisfied
	Satisfied
	Neutral
	Dissatisfied
	Highly dis satisfied

	1
	Provision to avoid sound in plant is good
	
	
	
	
	

	2
	Ventilation facilities
	
	
	
	
	

	3
	Cleanliness
	
	
	
	
	

	4
	Working temperature
	
	
	
	
	



3. Working place:
		S.No
	                Provision
	Strongly Agree
	agree
	Neutral
	Dissatisfied
	Highly dis Satisfied

	1
	Working Environment Is Comfortable
	
	
	
	
	

	2
	Communication  System Is Good
	
	
	
	
	

	3
	Employee Are Treated With Due Respect
	
	
	
	
	

	4
	Employees Suggestion And Grievance Considered
	
	
	
	
	

	5
	Good Work Appreciated 
	
	
	
	
	

	6
	Fair Treatment Of Employee
	
	
	
	
	

	7
	Better Coordination Among Co Work
	
	
	
	
	


		






4. Welfare Measure
a. Health and Safety Measure:
	S.No
	   Provision
	Strongly Agree
	Agree
	Neutral
	Dissatisfied  
	Highly Dis Satisfied

	1
	Drinking Water

	
	
	
	
	

	2
	Facilities

	
	
	
	
	

	3
	Restroom And Canteen

	
	
	
	
	

	4
	Food Is Offered Subsidized Rate
	
	
	
	
	

	5
	Safety And Health Instruction Course Conducted By The Organization Good
	
	
	
	
	

	6 
	First Aid Box

	
	
	
	
	

	7
	Fire Fighting Methods Are Good
	
	
	
	
	


5. Family Welfare Measure:
	S.No
	Provision
	Strongly Agree
	Agree
	Neutral
	Dissatisfied  
	Highly Dis Satisfied

	1
	Prevailing Staff Quarters Is Good 
	
	
	
	
	

	2
	Education Loans For Wards And Self Are Appreciated
	
	
	
	
	

	3
	Provision Of Job Opportunities For Family Members
	
	
	
	
	

	4
	Company Have Tie Ups With Hospitals
	
	
	
	
	

	5
	Health Camps Facilities For Employee Family Measure
	
	
	
	
	

	6 
	Insurance Scheme Provided By The Organization Are Good
	
	
	
	
	



6..Rewards and Recognition:
	S.No
	               Provision
	Strongly Agree
	Agree
	Neutral
	Dissatisfied  
	Highly Dis Satisfied

	1
	Salary Structure

	
	
	
	
	

	2
	Provision For Group Insurance Schemes
	
	
	
	
	

	3
	Over Time Salary 

	
	
	
	
	

	4
	Yearly Bonus Scheme

	
	
	
	
	

	5
	Performance Based Incentive

	
	
	
	
	

	6 
	Performance Appraisal System In Practice
	
	
	
	
	

	7
	Benefits Provided By The Company Are Good
	
	
	
	
	

	8
	Compensation Paid For Work During Lay Off’s Or With In The Company Are Satisfactory
	
	
	
	
	



7. Training and Development Strategies:
	S.No
	Provision 
	Strongly Agree
	 Agree           
	Neutral
	Dissatisfied  
	Highly Dis Satisfied

	1
	Our Company Provides On The Job Training
	
	
	
	
	

	2
	Our Company Provides Leadership Training
	
	
	
	
	

	3
	Our Company Set Hours Of Training For Employees
	
	
	
	
	

	4
	Our Company Support Employee For The Higher Qualification
	
	
	
	
	




8. Please Rate the Following Statements With Reference To Organizational Culture on A Scale between 1to 5
	S.No 
	Provision 
	Strongly Agree
	Agree
	Neutral
	Dissatisfied  
	Highly Dis Satisfied

	1
	The Working Environment Is Open &Trust Worthy
	
	
	
	
	

	2
	Morale In The Company Is High 
	
	
	
	
	

	3
	Supervisors Do Spend Good Deal Of Time In Listening To Employee Ideas
	
	
	
	
	

	4
	Employee Are Allowed To Take Responsibility And Authority
	
	
	
	
	

	5
	Communication Is Effective At All Levels
	
	
	
	
	

	6 
	Safe Working Environment Is Provided
	
	
	
	
	



9. Training Program:
Have You Attended Any Training Programs Conducted By Your Company?
                   Yes[  ]                                                No [   ]
10. If Yes How Many Training Programs You Have Attended
11. What Is The Type Training Program?
                   On the Job Training                    (   )
                  Off the Job Training                     (   )
12. Please Specify Any Other Strategies That the Company Should Include [Or] Improve To Retain Its Employee for A Long Period (Suggestions From The Employees)
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44
49
8

Age	35below 	35 to 50	50 above	35	39	6	



Gender	male	emale	49	31	
13
45
26
16

No of years service	lessthan5 	6 to 10	11to 15	16to 20	10	36	21	13	


1

designation	worke	security	supervisor	78	2	1	



above 1,00,000	1,00,000-200,000	above 2,00,000	6	
above 1,00,000	1,00,000-200,000	above 2,00,000	49	44	

31
19
6
9
15
5
3
3

department	spinning	mixing	rowing	cording	winding	packing	simplex	cotton	weaving	25	15	1	5	7	12	7	2	2	

50
40
8
3

Educational qualification	sslc	hsc	ug	pg	40	32	6	2	Educational qualification	sslc	hsc	ug	pg	
94
6

marrital status	married	unmarried	75	5	
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