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Abstract 

Demographic variables play an important role in employee’s retention. This study aims to look at the 

impact of certain demographic variable on the retention practices in Dabur India Limited, Faridabad. 

A sample population of 80 employees comprising of senior and junior level staff in the various 

departments was used. The study found certain demographic variable significantly correlate with 

retention practices i.e., Experience, Monthly Salary& Age.(p< .05) Marital status do not show 

significant correlation with retention. The low correlation observed between problems of retention 

and Gender.  
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Introduction 

In the post colonial period, people with formal employment were considered desirable and sufficient. 

Moreover, once employed, workers used to spend their entire careers in their jobs, except in some 

area with high turnover. New employees could be recruited easily. Similarly, workers were loyal to 

their organizations and stayed on the job until their retirement. Therefore, employers were loyal to 

their employees and used to take care of them in a more paternalistic way. In today scenario, 

organizations are transforming; Workers values, expectations have drastically change and thereby 

the challenge of retention is growing. The rate of expansion, revenue generation, and modernization 

is innumerably has  gone up .But it is quite sad to say that with the advent of such changes business 

houses not able to generate its impact on  employees retention .The lack in business strategies to 

attract people and maintaining them posted a big corporate challenge and their competitive mundane 

.It is quite sad that businesses today are not adopting some of the strategies used in the past to ensure 

that more employees are retained.  

Employees today are different. There is no dearth of skill based talented and experienced employees 

in the market. As a result if they feel dissatisfied with the current employer or with the job and issues 

related to disparity in advancement, opportunities, salary and remuneration and others, they switch 

over to the others. As a result of this, employers lose their valuable assets invested resources on 

training, corporate goodwill is lost, employee-customer relationships are devalued, culture of 

organization is strained and above all the morale of existing staff goes down. It is therefore, very 

important that employers retain their employees, especially the talented and experienced ones. 

Employee retention is a process where employees are encouraged and motivated to remain with their 

organization for the maximum period of time till the organization complete its specific target.( Hom 

,1995). 

The review of the related literature on retention and employees demography acknowledges that 

successful organizations share their  philosophy of valuing and investing in their employees 

(Maguire, 1995; Annand, 1997) and managing retention of promising employees is considered as 

prime importance of  achieving competitive advantage amongst organization (walker, 2001) Kehr 

(2004), explained  the implicit retention factors in unprompted, expressive and pleasurable  behavior 

and can be divided into three variables; power, achievement and affiliation. Power refers to authority 

and social control. Achievement is when excellence in personal endeavor has taken up or prolonged 

affiliation refers to social interpersonal relationships has been established and intensified. Implicit 

and explicit retention factors related to person in a different way, considered important determinants 

of behavior. It has been also found that human resource management play pivotal role in employee’s 
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retention. Human resource management practices in compensation and rewards, job security, training 

and developments, supervisor support culture, work environment and organization justice can help to 

reduce absenteeism, employee retention and better quality work. In a study by Walker (2001), he 

identified seven factors that can enhance employee retention, these are: (i) compensation and 

appreciation of the performed work, (ii) provision of challenging work, (iii) chances to be promoted 

and to learn, (iv) invitational atmosphere within the organization, (v) positive relations with 

colleagues, (vi) a healthy balance between the professional and personal life, and (viii) good 

communications. Previous researches suggested several factors which play crucial role in employee 

retention Cappelli (2000). Found factors which have direct affect retention are; career opportunities, 

work environment, work life balance, justice, and leave policy and organization image. Employee 

often prefer to stay and remain loyal with such organizations for long term where employees have 

value, sense of pride and work to their full potential Cole (2000). Studied organizational reward 

system, growth and development, pay package and work environment and work life balance are the 

main reason of employees to stay in the organization. Hiring of qualified candidate is the most 

important for the organization but employees retaining is the most imperative target for the 

organization because hiring of qualified candidate is essential but their retention is more important 

than hiring. A huge amount money and time being spend on the induction, orientation and training of 

the new employees. Some studies have indicated that a set of workplace norms and practices might 

be taken as inviting employee engagement. Hytter (2007) found that the personal premises of 

loyalty, trust, commitment, and identification and attachment with the organization have a direct 

influence on employee retention. 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 (Hytter 2007). Research indicates 

that the cost of replacing the old with new one is estimated up to twice the employee annual salary. 

When an employee leaves the job, organization do not loose only employee, but also the prospective 

customers & client who were loyal with the employee, his knowledge of production, projects 

undertaken, competitor, and goodwill of the organization. 

Organizations make numerous efforts to attract few prospective employees and make efforts to 

sustain them in the organization. In today’s business scenario, getting high salary and post and 

position is not sufficient for employees to retain them in the organization, but other factors also play 

important role in their retention. The intent of this research will help the employer to overcome the 

problems of the organizations which are directly or indirectly related to their work and will further 

help in the retention process. These factors are vertical career growth, leave policy, leadership style, 

work climate, compensation & rewards, Organizational policies & practices, and performance 

appraisal, to be taken care in future if they want to survive in the midst of the market with their 

competitors. This research will also be helpful to know the determinant as why employees leave the 

organization and work upon these grey areas to build a better and healthy work place. 

Methodology 

Hypothesis 

H0 - There is no significant relationship between Retention and Experience, Monthly Salary, Age, 

Gender, and Qualification in Dabur 

H0 - There is no significant correlation between Retention and Marital Status  

Measures  

A quantitative research method (survey) was employed to collect data from 80 employees (middle 

level and junior level) working in different departments of Dabur in Faridabad. A 20 item, self 
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assessment scale was developed .A stratified sampling used for this study.The responses were taken 

on a five point scale and yes no pattern. Data were analyzed using descriptive statistics and 

regression analysis .The row data computed in SPSS. 

 

Result & Discussion 

For the analysis of result  certain demographic variables namely experience, monthly salary, age, 

gender, marital status, qualification are taken as independent variables and retention score is taken as 

dependent variable. The data is computed in SPSS .From the table 1,(Descriptive) we draw some 

conclusions: 

 Six independent demographic variables are taken namely Experience in Dabur , Monthly Salary , 

Age , Gender, Marital Status, Qualification .The mean score of Age is maximum at 3.01 followed by 

mean score of qualification and Monthly Salary at 2.86 & 2.85. The mean score for  Experience in 

Dabur is 2.48 , Age and Marital Status has the least score follows at 1.65 and 1.59 respectively 

 

 It was also observed that Experience in Dabur has the maximum St. Deviation at 1.147 followed by 

Monthly Salary is 1.032 and for Qualification is .978.  St. Deviation of Age , Marital Status and 

Gender are .934 , .495 , .480 respectively 

 

The above Table 2, expresses the inter- correlation among the different Independent Variables and 

correlation of independent variables with dependent variable ( the problems of retention like 

Infrastructure, Work schedule, company policies & procedure job security, career growth motivation, 

appraisal system, reward & recognition training opportunities etc).From the table 2 it is clear that the 

Retention score is positively correlate with Experience in Dabur, Monthly Salary ,Age ,Experience, 

Gender but not with Marital Status. The low correlation observed between problems of retention and 

Gender. No significant effect found between marital status and problems of retention. A married and 

unmarried worker perceives the problems in the same manner. 

 Which makes the rejection of null hypothesis and acceptance of alternate hypothesis (P<.05) 

Ho- There is no difference between problems of retention with experience, monthly salary, 

Age, gender and qualifications- Rejected 

Hi-There is a significant correlation between problems of retention with experience, monthly 

salary, Age, gender and qualifications- Accepted.   

In the model summary table-3,the R is .976 for the predictors. The R
2
 calculated is .953, which 

means that 95% variability accounted by the predictors. The adjusted R
2
 is.950, which is less than 

R
2
, which means that some explanatory variables are missing, the 95% variability explained by the 

DV i.e., retention. The independent variable, i.e marital statuses do not significantly correlate. Even 

gender show low correlation with problems of retention The proportion of variability in DV is 

explained by IV. The standard error is positive and it is 1.104. 

From Anova table-4, the F=300.387, for the DF=5.75 is .000 which is P<.05, significant correlation 

which proves the hypothesis 
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In the Coefficient table-5, tells us the relationship between IVs & DV, the t value calculated for 

experience in Dabur is 23.148, which is P<..05, reflects the significant result. This says that 

experience in Dabur is significantly correlated with retention. Similarly monthly salary and age are 

significantly correlated with retention. The t value calculated for monthly salary is 19.014 and t 

calculated for Age is 15.812.The more experienced people face more retention problems like 

company policies and procedure, promotion opportunities, appraisal system, reward and recognition  

training opportunities and career growth. The problem faced due to the monthly salary. The monthly 

salaries of the experienced people were not appropriate and considered major problem in the 

retention. 

Both are significant at P<.05.The t value for gender is -.968,the mean value for Gender is 1.59, 

which is smaller than other variables mean values .The value for Gender is calculated , t= -.336, 

which is P<.05, which says that gender(male and female) negatively correlate with retention. This 

indicates that problems are not specific to any particular gender but both males and female perceives 

in the same manner  The t value for marital status is.404, which do not correlate well with retention 

(P>.05) the correlation between marital status and retention is .058 and not significant. Married and 

unmarried people do not vary significantly with the problems of retention the mean score is also 

calculated less for marital status and it is also do not correlate well the retention problems. This 

states that married and unmarried were at par with the problems of retention. Therefore, we accept 

the null hypothesis 

H0 - There is no significant relation between Retention and Marital Status (Accepted) 

When we see the standardizes beta, it has been observed that all positive coefficient (table,5) 

observed between IVs and DV except gender, when one standard deviation is increased in IV i.e., 

monthly salary, experience marital status and Age, the retention score also increased by .615, .483, 

.422,and.010,except gender where one SD unit change in independent variable  i.e., gender there is a 

decrease in .025. This says that gender does not well correlate positively with retention. The marital 

status does not generate the significant impact on retention, which says that married and unmarried 

people perceives the retention problems in the same way. 

 

Analysis and Recommendation  

This study sought to identify the various employee demographic characteristics and their effects on 

retention strategies in Dabour India. Regression analysis and ANOVA test revealed a positive 

association between the dependent and the independent variables. Thus, in the present study, 

retention factors are strongly associated to different demographic characteristics of age, monthly 

salary and experience, but marital status could not generate significant effect. Mid segment 

Industries like Dabur India, have a significant contribution to the economic growth of a country and 

therefore needs better retention strategies to increase retention rates of employees, improve their 

productivity and profitability margins. It is therefore concluded that by understanding certain 

employee centric factors, increases job satisfaction,through good working environment and career 

development opportunities, recognition and rewards and improving communications are some of the 

strategies that can help to retain the employee’s in future.  

The skill of an employee is therefore the key human capital to operate the business efficiently and 

has to be retained for the development of the organization. Moreover, when skilled employees leave 

a company, they can take a lot of know-how with them, and thus the company is at risk of losing 

confidential information to competitors (Frank et al. 2004; Walker 2001). Easton and Goodale 

(2002) reveal that direct and indirect costs arise from the wake of each employee who voluntarily 
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leaves an organization. The turnover of talented employees constitutes the loss of a valued employee 

and costs such as recruitment, training and general administration are incurred that subsequently 

hinder growth and success. This has affected survival not only for small firms but large one as well. 

On the basis of the above study some of the recommendations for the management to manage 

employees towards successful attainment of organizational goals are:  

 Organization needs to further improve its culture to retain its valuable assets (employees).   

 Exist interview system may be introduced which will help management in answering 

their question as why employees leave them, and then work on those areas which influence 

employees to leave their organization.   

 Turnover rate should be monitor and consider it important in policy formulation 

regarding HR and organization factors; it will help management in retaining their    

employees.   

 It is suggested that employees want fair treatment and fair practices regarding the HR 

policies, so organizations need to bring fair policy and communicate it to their                        

employees.      

 Recognition of the employees‟ inputs and outcomes need further improvements. This 

concept may be improved if organization introduced formal recognition system i.e. 

certificates, employee of the year etc.   

 Reward should be awarded on merit and promotion should be on seniority and merit both, 

which help in production and retention.  The salary of employee need to be increased, which 

will not only retain the present employees but will attract employees of other organization as 

well.  

  Organizations should identify those benefits which have more influence on employee 

retention. Furthermore, Organizations need to revise their present benefits package to 

identify those benefits which are not useful in order to replace them. 

   A training program may be established as a regular practice for provision of training and 

retraining (refreshment courses) opportunities for their employees. This would not only 

satisfy employee’s growth need but also enhance employee retention.  

  A counselling system may be established regarding counselling employees for their career 

development, which will enhance employee loyalty with the organization.  Employees need 

to understand that they are in organization, where they are offered multi training and career 

development opportunities so they should avail these opportunities to increase their 

marketability / employability. 

 These Programs. should be implemented under expert guidance and from time to time their 

effectivity should be monitored. 

Conclusion: 

This study was an attempt to highlight and understand about how certain demographic variables 

affect retention of the employees of Dabur India, situated in Ghaziabad. It has emerged from the 

study that gender has less effect on the retention problems. Even Marital status does not significantly 

affect employee’s retention problem. May be the married and unmarried males and females 
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perceives the problems of retention in the same manner. The present findings did not show the 

positive side and support the previous research findings with respect to marital status. 

Employees leave organizations for many reasons, often these reasons are not known to their 

employers. When a valuable employee leave the organization the loss company faces is innumerable. 

Employers need to listen to employees’ needs and implement retention strategies to make employees 

feel valued, happy and engaged. These retention methods can have a significant and positive impact 

on an organization’s turnover rate. After all, the employees are the most vital assets of the company. 

On the other hand when employees are not able to use their full potential and not heard and valued, 

they are likely to leave because of stress and frustration. They need transparent and effective work 

environment to work which creates a sense of achievement and belongingness, they can best utilize 

their potential and realize their skills. This study would be effective from the perspective of 

employers to make effective practices if they want to retain their valuable employees to sustain in the 

competitive environment.  
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Table-I  Descriptive 

 

 N Mean 

Std. 

Deviation 

Experience in Dabur 80 2.48 1.147 

Monthly Salary 80 2.85 1.032 

Age 80 3.01 .934 

Gender 80 1.65 .480 

Marital status 80 1.59 .495 

Qualification 80 2.86 .978 

Valid N (list wise) 80   

 

 

 

 

 

 

 

 

 

 

 

 

 

Correlations 
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Table II 

Correlations 

  

Experien

ce in 

Dabur 

Monthly 

Salary Age 

Gende

r 

Marita

l 

status 

qualificati

on 

Retentio

nscore 

Experience in 

Dabur 

Pearson 

Correlation 
1 -.035 .290

**
 .122 -.052 .115 .717

**
 

Sig. (2-tailed)  .756 .009 .282 .648 .308 .000 

N 80 80 80 80 80 80 80 

Monthly Salary Pearson 

Correlation 
-.035 1 .094 .020 .075 .795

**
 .501

**
 

Sig. (2-tailed) .756  .408 .857 .506 .000 .000 

N 80 80 80 80 80 80 80 

Age Pearson 

Correlation 
.290

**
 .094 1 .095 .093 .057 .644

**
 

Sig. (2-tailed) .009 .408  .404 .410 .613 .000 

N 80 80 80 80 80 80 80 

Gender Pearson 

Correlation 
.122 .020 .095 1 -.136 .058 .098 

Sig. (2-tailed) .282 .857 .404  .230 .609 .385 

N 80 80 80 80 80 80 80 

Marital status Pearson 

Correlation 
-.052 .075 .093 -.136 1 -.014 .058 

Sig. (2-tailed) .648 .506 .410 .230  .902 .611 

N 80 80 80 80 80 80 80 
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qualification Pearson 

Correlation 
.115 .795

**
 .057 .058 -.014 1 .499

**
 

Sig. (2-tailed) .308 .000 .613 .609 .902  .000 

N 80 80 80 80 80 80 80 

Retentionscore Pearson 

Correlation 
.717

**
 .501

**
 .644

**
 .098 .058 .499

**
 1 

Sig. (2-tailed) .000 .000 .000 .385 .611 .000  

N 80 80 80 80 80 80 80 

**. Correlation is significant at the 0.01 level 

(2-tailed). 

      

 

 

 

 

Table-III  Model Summary
b
 

Model R R Square Adjusted R Square 

Std. Error of the 

Estimate 

1 .976
a
 .953 .950 1.104 

 

a. Predictors: (Constant), marital status, Experience in Dabur, monthly Salary, 

Gender, Age 

 

 

Table-IV ANOVA
b
 

Model 

Sum of 

Squares df Mean Square F Sig. 
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1 Regression 1829.653 5 365.931 300.387 .000
a
 

Residual 90.147 74 1.218   

Total 1919.800 79    

 

a. Predictors: (Constant), Maritalstatus, ExperienceinDabur, monthlySalary, 

Gender, Age 

b. Dependent Variable: Retentionscore    

 

Table-V Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 41.982 .781  53.731 .000 

Experience in 

Dabur 
2.642 .114 .615 23.148 .000 

Monthly Salary 2.307 .121 .483 19.014 .000 

Age 2.227 .141 .422 15.812 .000 

Gender -.255 .264 -.025 -.968 .336 

Marital status .103 .256 .010 .404 .687 

a. Dependent Variable: Retention score    
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Table-V Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 41.982 .781  53.731 .000 

Experience in 

Dabur 
2.642 .114 .615 23.148 .000 

Monthly Salary 2.307 .121 .483 19.014 .000 

Age 2.227 .141 .422 15.812 .000 

Gender -.255 .264 -.025 -.968 .336 

Marital status .103 .256 .010 .404 .687 
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