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Abstract

This study investigates the influence and effectdss of Human Resource Management Practices whith w
help organization to sustain the “core-employeeEmployee retention is one of the challenges faciramny
business organizations today. This empirical sexmined the current Human Resource Managemeniqasc

in Higher education institution of Khyber Pakhtumih In particular, the study identifies those elataeof
HRM, which strongly influence the “Core-employeets stay in the organization, because organizations
inclination now days depend on upon knowledge Ibasean capital and due to the emergence of new ®&bli
Private sector universities in Khyber Pakhtunkhwast of the universities are facing employees tuenoln
this study employee of both Public & Private sectoiversities of Khyber Pakhtunkhwa is targetedgrder to
extract information regarding HRM practices thatickhfactor significantly influence these core enyges to
stay in the organization. For this study One huddied thirty participants were selected from tleintd®ublic
and Private sectors universities of Khyber Pakhtwe Through stratified random sampling method. The
constructs of the study were measured using fiuetpdkert rating scale.

Keywords: Employees Retention, HRM Practices, Core employReward and Recognition, Compensation.

1. Background
There is a common proverb that “individuals are mast vital asset” (Birla, 2012). At workplaceseoof the
crucial factors for the organization to achieveamigational performance and enhanced productisitg ifollow
a process in which their own people are handledway, through which they can enhance and mengir dlvn
skills (Parmenter, 2015).To introduce new produgan new technology, and cope up with demographic
changes today most of the Organizations ceaseledalgigle to gain essential inclination: most o th
organizations facing global competition, under ¢anspressure to step up the pace, and at the imegrthey
must make an effort to employ trends towards spdhat is based on information and services (Van\ilal,
2014). Due to this riotous and challenging busirezsgronment, one of the hurdles that confrontliheiness
organizations is the retaining of core employeesy{M2013). Organizations and business inclinatiow days
depend on upon knowledge base human capital asdhtimhan capital plays an important role in orgditpa
affectivity and productivity. An organization caack the loss of critical skills; precious human itdpand
institutional memory due to employee’s turnover £8aze, 2012). For an organization to progress inritiet
direction, the information and skills in their eropées’ heads and hands are a noteworthy part of an
organization. Because of turnover of critical emyples, organizations not only lose the knowledgeckvithese
core employees possess but also face scarcityganiation productivity. Industry strength and weedses,
because products and their customers are knowrese tcore or High-performance employees (Olag@gjis).

The management literature supports the developoferiire competencies because it results in upsurge
of organizational performance and effectivenesshfakand Khan, 2011). So there for it is necestamgtain
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and value these core employees, in order to gepettive advantage (Lepak and Snell, 2002). Strategffing

is considered an important feature in many orgdioiza in order to retain highly talented core emyples for the
future survival of organization Al Arisst al (2014). Employees’ quitting the organization ipensive, since
employee leaving an organization means, that orgéioh has lost investment in talent expansion alsd
increase in the budget of recruiting and understandew talent (Arthur 2012). In many Organizatiche
relationships between employees and managementhareutcomes of their HR policies and practices or
organization may purely formulate those practi¢ed tompact with the ongoing problems (Cornelis26&i4).
From the knowledge and review of the existing &tare, it is observed that today those organizatare on the
path of success, who shares a true and basic ppigsof valuing and spending on their employeesb{&u
2011). For achieving and gaining viable advantageemal research studies have shown that humanroesou
management system plays a vital role (ArmstrongTamdor 2014). Going with this viewpoint, it is mogd that
one of the equally & most vital matter for orgatiaa is to retain their critical core employees (Miay, et al
2013).Retention is considered to be the basic iasdemany organization continues to resist witimat,serious
efforts has been done to overcome this problemmnaady organization and businesses still dependsaesv
increase, bonuses, and perks to prevent turnoveff¢Pand Sutton, 2013). In effect, retention igrameditated
issue & more organizations are now becoming moresaous of dealing with this issue to gain compatit
advantage in the industry (Nauwankas , 2013).

1.1 Purpose of the current study

The basic intention of this study is to seek & explthe existing HR practices and its associatiith the
retention of core employees in Higher educatioissdn Khyber Pakhtunkhwa. Along with this, thadst aims
to recognize those elements of HR practices, whindngly influence the decision for core employeestay in
the organization.

The outcome of this research will have a positivgpact on the organization, because the required
result will help in establishing and maintainingfeetive HRM retention programs. For the organizadio
employee’s retention is a highly important strateghol. Because using it a strategic tool, it heths
organization to select those human resources whdadome devoted to their organization and alseaene
the employers’ ability to maintain, motivated arabtly skill employees.

1.2 Problem Statement

In a modern competing world, now a day’s organtatirely upon competent and talented employeesinbut
many cases due to the arrival of new public andiapei universities in the education sector in Khyber
Pakhtunkhwa, most of the universities faces highdver. To address this problem thesis will try:

“To identify the causes of high employee's retentiopublic and private sectors universities of Kagb
Pakhtunkhwa and to determine those factors thaitigely contribute towards'it

1.3 Objectives
The specific objectives’ of this study are:
1. To find the impact of compensation on turnoverrititan.
2. Toinvestigate the effect of Rewards and Recognitio turnover intention.
3. To determine that perceived investment in emplayaiming and career development has impact on
employee’s turnover intention.

1.4 Research Questions
1. The increase in the progressive HR practices hasé#gative association with the employee’s
retentions.
2. How the quality R&D keeps the employees motivatedtay in the organization?
3. The impact of ‘Compensation’ on the decision of &yees to stay with the organization?
4. Measure the impact of T&D over the employees’ denssto stay?

2. Literature Review

2.1 Core employees

Core employees are well distinct by American redezns (Lepak and Snell, 1999) stating their skild a
knowledge as a foundation of active and competithedue to the organizations. Owing to their high
distinctiveness, they are allied to basic procesdegeloped internally and assembled over time; this
distinctiveness might be the result of tacit knalge possessed by these core employees. Core emplaye
mostly considered as permanent workers (Wilkin,30The awareness, skill, experience and commitraént
core employees are necessary for the success afrgiamization. Core employees forming the primatyolr
market binds together an organization.
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2.2 Human Resource Management factors influencetgriion

Maintaining a high-quality human workforce, it isvgtal for the firms to have better HR systems.vikras
studies show that the attaining of best quality kwand achievement of better financial performarmetiie
organization, can be achieved by following and enménting progressive HRM practices such as T&D, &dw
sharing & Compensation, studies reveal that thesetipes can lead to reducing or maintain employaesver
and absenteeism (Krishnaveni, 2008).

Regarding these three variables, one might argae rikward and recognition, compensation and
employees training and development are known ingdiisaof employee’s retention. But this study loaitshe
role of HRM practices i.e. reward and recognitiommpensation and training and development sepgraétteill
highlight the importance and preference of eachtma

2.3 Training and Career Development

According to Hong, Haet al(2012) “Training is defined as the systematic aitjon and development of the
knowledge, skills, and attitude required by empésy¢o adequately perform an assigned job or taslotst
performance in the job environment. Training shaoigart new knowledge and skills if the trainingéevant
and meet employee and organizational needs, effigieand effectively designed and delivered”. While
development refers to the evaluation of employemsgnality, maintaining and improving relationshgosd
abilities that contribute to helping employees terfprm effectively their future job. As developmeist
considered future-oriented it involves those leagntechniques that are not essentially associaiéu tive
employees’ current job (Lange, 2014). Later (Cabrend Cabrera, 2005) found that the training and
development are highly considered and recognizednagmportant part of HR practices. In order tongai
organizational goal and fulfill proficiency gap effective and result-oriented manner, the requifegining
programs play a vital role and successful trainprggrams upshot in increased employee’s satisfactio
organization’s production; & reduce job turnover.

The most organization considers training as ansiment in human capital. Training begins, once new
employees get familiar with their work, the new amtiated learning techniques (training) increaspleyees
job skills (Noe, 2010). Employees are offered iragn program’s according to their required speciékills ,
training is also given to employees in order to aeentheir discrepancies and improve their perforoe ;
while on the other hand in order to avail fututglises, employees are offered or given developtalen
programs. Improving interpersonal communicatiorghtmlogical know-how, improving basic literacy and
problem-solving techniques can be improved or sthalpeugh Skill development (Igbal and Khan, 2011).

In the success of organization, training plays ampdrtant role (Gould, 2009). The levels and
consistency in training and employees turnovetimrersely related: the decrease in the amountadfitrg will
result in higher level of employees turn over. Thiespect is based on an argument that highemtresiment
on training, the longer the employee will stay witie firm. A recent study by Mohamud (2014) indéchthat
those organizations have low turn-over, who sp&db ®f training time in formal training, in contrashose
organizations are facing high turn-over who sp&$tFor instance, poor job performance maybe beaafube
scarcity of proper training, which results in higleb turnover. Those Organizations, which havagpratic
perceptive regarding the fundamental nature ohimgi will have high success ratio and less jolmduer
(Thompson, 2015).

Contrary to these findings and investigations, reigg positive impact of (T & D) on turnover, some
of the researchers are of the view that (T&D) affeganizational commitment and job satisfactiohjolr in
result change or affect staff retention (Garaednal,2012). According to study conducted by Attit, al
(2005).they assume that most of the organizatipnsotlessen job turnover through the stipulatidriraining
programs to its constituent and find training peogs as ways to broaden employees' skills and tgoési
While according to Veum (1997), his research reigardhe impact of training on new recruits reveaak
evidence, that training lessens job turnover. Aapthvestigation carried out by (Elias, 1994) sthgg training
does not provide help in lessening the job turnokiewise Batt, (2002) establishes that theredssignificant
and considerable relationship between job turnewet required training programs. (Pietersen and 2014)
revealed that contribution and implementation aining program alone had no considerable effe@roployee
retention or job turnover, & (Fosfurgt al 2001) concluded that available training practidesnot have any
major effect on job mobility.

According to the findings of Rouleat al, (2012) states that those individuals are momyiko leave
the organization, which are more contented and la@eess to training programs. One probable causthifo
action could be that individuals attend trainingpgmams to increase their job mobility & employment
opportunity. On the other hand, (Morey 2014) reca@nded that there is an association between jolovwarrs
the availability of training programs, but the exacenery of this association is blurred.
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2.4 Employees Reward & Recognition

According to a study by Cravens and Oliver (2006 Reward plays an important role in sustaining of
employees. When employee achievement is acknowdgdbes motivation level improves. As long as
employee’s hard work and inputs are acknowledgebvatued, they will stay with the organization (Bnam,
2012).According to the talent management programgloyers are more blinders towards using of resard
distinguish the rewards of the top performer ipisgressively more pivotal for the organizationeftectively
use their reward budget (Loudon and Carter, 2013).

Some researchers emphasize on the issue of reioogaitd consider it the most important tool for
employee motivation. Giving distinctiveness to themployees and giving meaningful and productivekda
(Crawford, LePineet al 2010).Recognition is articulated in two ways. Fhenary type of judgment, what we
referred to the ‘benefit judgment’, which is definby supervisory personnel, clients or subordsatand
addresses the social, economic and techriealkfits of the employee’s work. And the settype of
judgment is The ‘beauty judgment’, which is maiiggued by peers, who are in a better position #rgone
else to judge the quality of work performed andéeffert put in by the person. While passing thegimeénts, this
group of people distinguishes the person performamrording to his performance at his workplaceteBe
performers are rewarded with special benefits, Wimclude bonuses, pay premiums. Stock options ¢Hoal
Orfield, 2012).0One of the common factor that afeemployees’ satisfaction & their likeliness to tqui
organization was dissatisfaction with rewards &oggation (Ramlall, 2004). Finally, by giving considtion to
employee job satisfaction and low retention, thfougward and recognition, it also has a positivpaat on
organizational productivity and high performanceo{iiay,et al2013).

2.5 Compensation

Compensation is not only in the form of money blsban non-cash form. Benefits, such as pensida,dnd
health insurance, and retirement plans, afldwances that include company cars or subsitli
transportation, represent a significant pay elememhany large firms (Deo, 2014). Gary Dessler is ook
Human Resource Management defines compensatitiese twords "Employee compensation refers to athgor
of pay going to employees and arising from theiplryment.” The phrase ‘all forms of pay' in theinigbn
does not include non-financial benefits, but aé threct and indirect financial compensations (@upd14).
Many studies have revealed that employee workingitipa in the organization and the length of his
employment usually resolute employee wages in tigarozation. Most of the studies have enlightendtth w
proof that one of the HR factor i.e. compensatitayp an important role in employee’s retention (glet al,
2006). A study conducted by DiPietro and CondIyd20 explores that in employees turnover intentioasults

in improved work environment & non-financial comgation play an important part. If there is no prope
compensation planning, the organizations are ingelamf creating or will result in an unsatisfied rkiog
environment. According to the investigation cadrgait by (Collier and Esteban, 2007) discover #mployees’
commitment to organization relies on organizatioompensation policies. Compensation "is the mastar
issue when it comes to attracting and keeping tal@as, 2002).A fair remuneration or compensai®ihe
foundation stone and agreement between employetsm@ployees. money can influence behavior thaes th
fundamental hypothesis, what the researchers nodays anticipate (Bhattacherjee, 2012).Furthermore,
compensation promotes on-the-job learning @&odsider as a structure lump of learning pizgions
(Tsali, Yenet al, 2007).

2.6 Employees Turnover
Cognizant and purposeful determination to quit nizgtion or firm is said to be the turnover intenti The
required Policies and practices, that organizatiees to prevent valuable employees from quittirejr tfob
refers to Employee retention. For the utmost tinrganizations persuade employees to remain in the
organization by taking some critical steps (Sckuttt009).It is essential for the employer to kinewledgeable
people in the organization. Retention is even mamportant than hiring new knowledgeable employees.
Because the amount of cost related to turn ovetegfstaff (Ratna and Chawla, 2012). Employees teno
overheads can come up with issues such as induetipenses, advertisements of job, test and intervie
procedures, reference checks, safety issues, poalsvorker expenses, rearrangement costs, & fomaiaing
expenses (Buck, 2013) .Other concealed costs ssiatlients negative image about the organizatiossele
moral of employees, and above all, the loss ofiptescorganizational knowledge.

That's the reason that many organizations todayhieyr best to maintain top talent at their workgla
To make certain that employee’s turnover alwaysaiemlow; Managers have to put a lot of effort, dnese top
employees are critical to organization success d8&e014). Many studies have attempted to answsr th
guestion that “what enforce people's intention tit"gup till now; studies shows that there hasadiness in
answering this question. So why individuals lethadr existing post and move to other institut®@ganization,
there might be several reasons for that. Studiesvghat employees’ turnover may result due to, nmach
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pressure of doing job tasks, and employees jolatié¢action (Firthet al, 2004).
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Figure 1: Conceptual frame work of the current gtud

2.7 Hypotheses of the study
H1: There is a significant positive relationshiptlveen employees Compensation & employee’s turnover
intention
« H1la: There is a significant positive relationshiptween employees Compensation & Employees
turnover intention in public sector universities.
« H1b: There is a significant positive relationshiptiieen employees Compensation & Employees
turnover intention in private sector universities.
H2: There is a significant positive relationshiptlveen Reward & employee’s turnover intention
e H2a: There is a significant positive relationshgtviieen Reward & Employee’s turnover intentions in
public sector universities.
e H2b: There is a significant positive relationshigtweeen Reward & Employee’s turnover intentions in
private sector universities
H3: There is a significant positive relationshiptiveen employee’s Training & Development and emglsye
turnover intention
 H3a: There is a significant positive relationshigtieen employee’s Training & Development and
employee’s turnover intention in public sector wngities.
« H3b: There is a significant positive relationshiptweeen employee’s Training & Development and
employee’s turnover intention in private sectorvensities.
H4: The impact of HRM practices has same and egawmidss public and private sector universities.

3. Methodology and Measures

To test the hypotheses of this study, a crosses@ltsurvey questionnaire was administered in a8hieg staff

of public and private sector universalities of KheytPakhtunkhwa. The questionnaire used in the stwaky
already validated from the literature, however,réBability was tested which was 0.82 which is sidered a
good reliability statistics (Gaitet al 2000). The constructs of the study were measusety five-point Likert
rating scale. For this study One hundred and tlgesticipants were selected from thirteen publid anivate
sectors universities of Khyber Pakhtunkhwa. Throaghtified random sampling method. Only 105(80.76%
questionnaire was returned, out of which five wereomplete, so the final sample for this study &g
questionnaires. The required primary data which wakected through the questionnaire filled by the
participants, that initial data were entered intBSS version 16.0. The demographic information & th
respondents in terms of percentage includes thgongients Gender, Age, Qualification, and Desigmatio
Current position and his/her working experiencedurrent institutions.

4. Data analysis and Results

The descriptive findings conclude the followingnimie in the demographic analysis of the sample asrsin
the table 1 below.
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Table 1: Respondent's demographic information.

Category Classification Frequency Percentage
Gender Male 86 86%
Female 14 14%
Respondents | Lecturers 65 65%
designation Assistant Professor 21 21%
Associate Professor 9 9%
Professor 5 5%
Quialification MBA 28 28%
MS/MPHIL 43 43%
PhD 29 29%
Current Contract 35 35%
position Permanent 65 65%

The male participants out of 100 respondents wérg88%), and the female respondents were 14 out of
100, which makes (14%) of the total study. Among thtal participants, there were 65 lecturers(63%),
Assistant professors(21%),9 Associate professorgé®fb 5 professors(5%) of different public andvate
sector universities. In 100 participants, thereen®® respondents (60%) who are having working éxpee less
than 5years, and those who’s working experiendbeir respective institution lies in the range frém0 years
were 26 participants (26%) there were 9 persongvdfb have worked in the institutions and having kirng
experience for 11-15 years, 5 respondents (5% weyse who have worked for the institution andirfg
working experience more than 16years.of the 10pamdents, 35 persons(35%) were having contractiposi
and 65 persons(65%) having permanent status. Ragafte participant's qualification, of the 100pesdents
28 persons (28%) were having MBA, 43 participadt3®) having MS/Phil degree and 29 respondents (29%)

having Ph.D. degree.

Table 2: Empirical results of Public Sector Univergies.

variables Coefficients SE t-stat p value
(Constant) 0.347 0.188 1.845 0.07
COM 0.26 0.129 2.024 0.048
RWD 0.264 0.145 1.821 0.074
T&D 0.313 0.088 3.547 0.001
R square 0.741

F-Stat 38.156

The above table 2 shows the value of R-square,hniki®.741.which means that 74% of the dependent
variable of retention can be explained by its 3epehdent variable i.e. reward, employees compemsatid
employees training and development. It also shdwas 26% (100%-74%) of DV of retention is explairezy
other factors Table above determines the satisfactsult. This means that p-value is less thab,(afid at 95%
confidence level. There are 3 independent variablethis study (Compensation, reward and recogmitio
training and development).our alternate hypotheseee, that this three variable has an associatidth w
employees turnover intention(DV).Statistically #@O05,then Alternate hypotheses will be accepBad.here
result shows that value of reward and recogniti®or(.074) has highly insignificant that is p>0.05 %%
confidence interval. So statistically, in this €all2a will be rejected and other two hypothesasadhe Hla and

H3a will be accepted.

Table 3: Empirical results for Private sector univesities.

variables coefficients SE t-stat p value
(Constant) 0.021 0.271 0.078 0.938
COM 0.085 0.166 0.514 0.611
RWD 0.594 0.214 2.77 0.009
TCD 0.336 0.137 2.457 0.019
R square 0.676

F-Stat 36.104

The above table 3 summarizes private sector uriyersalysis; the above model shows the value of R-
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square, which is 0.676.which means that 67% ofdéygendent variable of retention can be explainedsh$
independent variable i.e. reward , employees cosgiem and employees training and developmentlst a
shows that 33 % (100%-67%) of DV of retention iplained by other factors.

The table above determines satisfactory resultighfe sector universities. As the significanceelesf
the model is not over than 0.05. Thus, a model tisad in this research is satisfactorily good. &€hare 3
independent variables in this study(compensatieward and recognition and training and developmaunt)
alternate hypotheses state that this three variahdées an association with employees turnover
intention(DV).Statistically if p<0.05,then Alterreahypotheses will be accepted. The above modelsitioat
value of compensation is(.611)which is highly iméfigant that is p>0.05 at 95% confidence intérv&o
statistically in this case H1b will be rejected asttier two hypotheses that are H2b and H3b wilabeepted
having a value of (.019) and (.009).which is léemnt0.05.

Table 4. Mean Comparison of public and private sedr universities.

variables Coefficients SE t- stat p value
(Constant) 0.265 0.148 1.789 0.077
COM 0.191 0.096 1.992 0.049
RWD 0.373 0.114 3.269 0.002
T&D 0.322 0.071 4521 0.000

R square 0.696

F-Stat 73.311

The above model describes the value of R-squaréchwis 0.696.which means that 69% of the
dependent variable of retention can be explainedtdy independent variable i.e. reward and redammi
employees compensation and employees training enelabment. It also shows that 31 % (100%-69%) ¢f D
of retention is explained by other factors. Theultlefrom the ANOVAs analysis shows that the model i
satisfactory fit. The table shows that all thredeipendent variable i.e. compensation, reward acolgrétion
training and development are highly significant.

The above result shows that maximum value of betat® that, which independent variable is mostly
inclined or the most significant variable toward®/j. From the table above, the (IV) reward and ggttion
have the maximum beta value of 0.383, this meanthie independent variable of reward and recagnitias a
stronger effect toward the retention, if congptr others (IV),both at public and private sectoiversities.
This model also proves our fourth hypotheses ttRMHactors entail differs in public and private weisities.
So there for H4 is supportedl. Discussions and Conclusion
H1: There is a significant positive relationshiptiveen employees Compensation & employee’s turnover
intention

From the above findings, it is concluded that thé (.e. employees compensation have a positive and
significant relationship between (DV) i.e. employestention. The derived value 0.049 designate that
compensation is positively and significantly asatam with retention (p< 0.05). Therefore, H1 ismed.

From the literature, it is observed that fair andsonable compensation system is critical to aitighc
and retain top competent employees. If employeega@ed salary and compensation they get a feeliagthey
are appreciated by the concerned organizationheir twvork which they perform (Honget al 2012). As a
result, they are aggravated to perform betterteirtorganization. When they feel that their waskvalued they
tend to stay in the organization. In employees wewpensation is not only the achievement of achged and
benefit they receive for their work, but it alsoitates their accomplishments (Ali, 2009).

H2: There is a significant positive relationshiptlveen Reward & employee’s turnover intention.

From the hypotheses testing, concluded that thgi{@/reward and recognition have the positive sigdificant
relationship between (DV) i.e. employees retentiime derived value 0.002 designates rewards ardyn&on
is positively and significantly associated withertion (p< 0.05). Therefore, H2 is supported.

Some researchers emphasize on the issue of reioogaitd consider it as most important tool for
employee motivation (Mathauer and Imhoff, 2006)imiv distinctiveness to their employees and giving
meaningful and productive tasks. (Scott and Da®i52 certainly, giving recognition to employeesphttlem in
personal development and folder vibrant indulstglation .it is also establish from the previoesearch that
employee recognition is important for employeesllattual strength. In fact, Cummings (2011) fouhalt to
be deficient in employee’s recognition, it représiéme second-largest risk factor because of whiopleyees
face psychological distress in the workplace.

H3: There is significant relationship between emyplke's Training & Development and employee’s turnove
intention.
From the above findings, it is concluded that thé {.e. employees training and development hamsitive
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and significant relationship between (DV) i.e. eoygles retention. The derived value 0.00 desigrizaé t
investment in employees training and developmepbistively and significantly associated with reien and
its p-value is 0.00 (p< 0.05). Therefore, H3 ispsued.

In order to increase the capability to solve protdewhich employees face during their work, job-
related training plays an important role (McQuait d_indsay, 2005). Once employees get confidenak an
motivation to do their task and perform well, itliwiesult in employees’ job commitment and will leaa
negative effect on the turnover rate. In order &®k employees updated & confident to current task o
operations, the organization should provide sugtanld appropriate training & development programs.

All the way through training, employees are capatflevorking with more commitment and they
require little supervision (Ahlfors, 2011). A studeleased by APTA (American Public Transportation
Association), it recommended that associations musinge adequate training program for workers ritgtto
hold employees. Thus, it shows that employee mgird development is imperative and critical for diag
workers in any organization (Association, 2009).

H4: The impact of HRM practices implies differs@s public and private sector universities

However, this study is carried out in both publidgorivate sector universities faculty members. Shely
shows some interesting facts. The HR practicestwaie tested here, that is employees’ Compens&ienward
and recognition and employees training and devedsppmRegarding public sector universities, one haf t
independent variable that is reward and recognitidrich is not positively associated with the rétam of core
employees, our findings suggest that the teachiaff ef public sector universities in Khyber Pakhithwa
appears not to be motivated by reward and recagniti

This may be due to the organization culture andcigsl, According to Roberts (2005) that there are 3
types of rewards and recognition. One is verbaispravhich is done by the supervisor and other leadéhe
other two are salary increase & gifts certificatdfie required increase in salary shows an empleyee’
performance over the year, effectively achievingirtiasks and responsibilities, and the gifts fiedies were
for local stores, restaurants or movie ticketstfair outstanding teamwork and taking extra resibditg for
completing the given tasks. But giving these typégrivileges to the employees, it needs fair rudesl
regulation and free from favoritism. Some orgarn@a have exhibit feature of discrimination andsbacts
which have damaged their representation and agg@vemployees to move into the new organization.
According to Boxall and Purcell (2011), The HR mensel should play an important role to ensure Haindling
of all employees needs and wants? Depending oletet of work and work quality, HR personnel mussere
proper salary and wages structure, which is fait systematic and work out to plan reward systenchvim
result ropes organization norms and culture oftgqui

While our research regarding faculty members ofigieé sector universities, our research findings
shows that, that one of the independent varialhlasdre employee compensation is negatively agsdcigith
employee’s retention, one of the reasons for thidccbe that most of the private sector universitee located
in developing areas, and employers give much peater to rewards and recognition instead of compiemsa
Because in private sector universities job secudgpends on upon achievements of tasks and getting
recognition. Most of the private sectors univeesithave a centralized system, some of the faatopsivate
sector universities that affect the retention ofplypees is management style they have to adoptlasid
empowerment to the employees. A significant feaituisatisfying the needs of employees is to offient with a
job design & job description they are satisfiedhwithe compensation system should also be faideagnate
by research participants. This means that theraldhm® a salary scale that shows that one is paidrding to
one’s job performance. Therefore, there is a neatksign or create effective compensation strategyrder to
compensate the employees. For intelligence —ingemtiganization like education institution, it isagssary to
design an effective compensation program. Becausavledgeable and proficient employees are the core
resources to the organization (Lovelock, 2011).

5.1 Implication of the current study
This research investigates how employees recoghizeamportance of employee compensation, reward and
recognition and employee training and developmet their characteristics when they make assessorent
decision to stay in an organization. Now a dakisse aspects and characteristics are critical ssgh#al HR
tools that are often been used by most of the dzgton to assist their strategic management. Basethe
statistical findings, the given end result showsl@se association between these (IV) & employeentitn.
Therefore, the heads of the organization must beoresive to the needs of employees in learning sielg &
knowledge through training and development, agpingor recognition and competitive compensation.

The results of the study assume that, in the cowtethese aspects, if an organization fulfills éoype
satisfaction, there is a high possibility that teeention rate would improve in that organizatibtoreover, this
research exposes the prospect for the organizegiamfluence these three aspects of HRM to attaact gain
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potential talents. By creating a good reputatibe, arganization will straightforwardly become fait®s among
the workers. In order to increase productivity gadh high value, the organization must have skilsotivate
its employees’ in a coordinated manner.

6. Conclusion

As far as what the current investigation has shavat there is overall significant association,wesn the
factors of training and development, reward andoge&ion and employees compensation on employees
retention of public and private sector universitiéde factor of reward and recognition is not digantly
related to employee’s retention in public sectoiversities, and factor of compensation is not digantly
associated with employee’s retention at privatetaseaniversities, this depicts the major findings tbis
research, that how different demographic changdshalilave an impact on employee’s expectations diggr

job satisfaction & retention.

But at the end ,by comparing and getting the mesmparison of public and private sector universjties
the current study give pragmatic evidence thatpedeent variables significantly affecting tlemployee
retention. Most of the social scientist are of $hene opinion with this proclamation as given terkture review
by providing all the pragmatic verification, thdtese factors are positively associated towards @rapls
retention. Therefore, the device hypotheses est@blished according to these researchers’ atifiimdings as
the foundation and waited to be experienced ariddés later stages through this current studyssiite

As the conclusion, the overall research produgfivetognizes that training and development, reward
and recognition and compensation are the criticel fundamental concern for universities teachiraff st
retention decision. While reward and recognitioa kss fundamental to teaching staff in the pubdictor, on
the other hand, compensation is perceived as leskafmental to the teaching staff at private saatorersities.
This consideration and variation can be attributedifferent organization culture and policies.
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