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ABSTRACT

Purpose: This study analyzes how employee retention is influenced by factors like safety
health environment, job satisfaction and motivation.

Methodology/Sampling: This research is quantitative in nature, where 250 survey
questionnaires have been distributed within the employees of pharmaceutical industry in
Pakistan. SPSS and AMOS have been utilized to analyze the direct and mediating effect
of variables.

Findings: This study confirms that employee retention is a significant outcome of safety
health environment. Moreover, the levels of job satisfaction and employee motivation
equally mediate the relationship between safety health environment and employee retention.
Practical implications: The findings of this paper suggest that the pharmaceutical firms
in Pakistan and specifically in Lahore should foster the health protection policies, and in
turn it would help enhance the satisfaction and motivation in staff, resulting in the retention
of capable employees.
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1. INTRODUCTION

Employee retention describes the procedures and resources used for encouraging
the employees to remain associated with their firms (Akila, 2012). This phenomenon
isimperative for both the organizations as well asits staff (Akila, 2012). In this global
era, apart from competing with other firmsin terms of innovativeness and technol ogy,
anumber of organizations invest huge amounts of money to train their workforce in
order to develop their skills or competencies (Arnold 2005). The organizations further
desire such efficient employees to be retained (Bernsen et al. 2009). According to
Alkandari (2009) such employee retention programs are highly effective and can retain
or attract employees. Moreover, Klein et a. (1994) suggest that because retention can
happen at numerous positions. However, many firms bear high cost of employee turnover
(Nawaz, et a., 2012). One reason behind this prevailing problem is the retirement of
skilled staff, where expenditure of hiring and training new employeesis high (Hiltrop
1999). Secondly, employees intentionally exit because of dissatisfaction, de-motivation
or other grievances at work (Coff, 1997).

Thisiswhy the concept of safety health environment has emerged as a solution
to employee turnover and a key for employee retention. According to Miller, et al.
(2001) employees obtain benefits from their working environment (safety and health
environment). Moreover, these benefits derive the sense of belonging in employees
and aid in enhancing their motivation level. Therefore, essence of retaining competent
workersisto provide appropriate level of jobs and job environment (Sutherland, 2004).
Furthermore, companies require focusing on ways to boost mental and physical health
of their employees, which in turn will significantly lead to their retention (Lowe, 2003).
Previous researchers on this topic highlight that increasing the safety standards and
levels at work retained nursing staff (Aiken, 2011; Sermeus et al., 2011). Likewise, a
study in medical colleges proved that health, safety and personal well-being of staff
improves the motivation (Saeed and Ahmad, 2014). In the same way, safety and health
concerns by firms can progress the job satisfaction and performance of employees
(Mardiana et a. 2012).

Yet this relationship has not been given due consideration within the framework
of pharmaceutical industry in Pakistan. Nevertheless, examining this notion is vital as,
today, globalization has lead to the need of improving trade and the sectors facilitating
in trade. In this regard, manufacturing sector is considered highly important for any
country, and thus for Pakistan (Ara, |, 2004). Conclusively, this research has developed
following objectives. Firgt, this study extends previous researches and determines the
effect of safety health environment on retention of employeesworking in Pharmaceutical
industry of Pakistan. Secondly, the mediating role of job satisfaction between the
relationship of safety health environment and employee retention is examined. Third,
is explored whether motivation of employees plays any part in mediating the effect of
safety health environment on employee retention.
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2. LITERATURE REVIEW
2.1 Safety Health Environment and Employee Retention

Safety and health needs lie among the five pyramids of Maslow’s hierarchy of
needs. This include health, personal security, and well-being (Maslow, 1943). In case
of employee-employer relationship, awork environment provides suitable physical and
mental conditions for employees. However, lack of these conditions cause issues such
as anxiety or depression, which further deviates the employees from work (Boorman,
2009). Work environment is described as the physical surroundings e.g. noise, equipment,
ventilation and temperature etc (Jain and Kaur, 2014). Employees are more probable
to stay in the company where an expectable job atmosphere is maintained (Zuber,
2001), and with insufficient working situations like poor lighting, unsatisfactory furniture
etc, employees are unwilling to perform for longer periods of time (Shamsuzzoh &
Suman, 2010).

Main focus of organizations has remained on offering better jobs to employees
aswell asto retain them by providing good work environment (Sutherland, 2004). For
this purpose, firms generate and maintain a setting where employees feel comfortable
to work and find growth opportunities (Winterton, 2011). This essential environment
is created for the needs of current as well as future employees, and specifically
organizations involve their high performing employees during downturnsin economy
(Ongori, 2008). Minimizing the occurrence of workplace violence and availability of
health care facilities aid in employees’ retention (Clements et al., 2003; Lowe et al.,
2003). This forms the basis of first hypothesis of this paper, which is:

H1: Thereissignificant relationship between safety health environment
and employee retention.

2.2 Safety Health Environment and Job Satisfaction

Job satisfaction represents the perception and evaluation of employeesregarding
their jobs (Ivancevich et al. 1997; Paul, 2001; Akyncy, 2002). A pleasing work
environment creates satisfaction (Spector, 1985), in turn the employees experiencing
cheerful feelings at work give more consideration to job tasks (Davies, Sirett & Taylor,
2001). The changes in safety and health concerns have a potential effect on various
aspects of job satisfaction (Spurgeon, 2003). For current time as well as for long term
(Amador, et a., 2008). Moreover, an improved internal control report regarding health
and safety activities devel ops satisfaction in employees. However, this satisfaction is
observed more for mental health as compared to physical safety (Gaupseth, 2000).
Furthermore, researches of (Luddy, 2005; Makie and Smit, 2006; Mariani et al., 2003)
point out that unsafe working conditions, over bearing workloads and other job related
environmental fundamentals are liable for dissatisfaction of professionals, and this
dissatisfaction can also prompt employees to search for better work opportunities. Yet,
this ineffective management and safety/health procedures which roots poor working
for employees, can be improved by considerable contributive factors (Akerstedt et al.,
2002). Thus, our second hypothesisis:
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H2: Thereissignificant relationship between safety health environment and job
satisfaction.

2.3 Safety Health Environment and Motivation

Motivation is one of the most important success factors of any company (Johnson,
2000). It isdefined in many different ways. Shief (2001) state that motivation isadrive
or stimulus through which employees achieve the organizational goals. In this regard,
Maslow's hierarchy of needs theory, which is regarded as the most accepted theory of
motivation denotes that employees are motivated by their want to satisfy specific needs
(Hansia, 2009). Motivation is derived from pleasure of work itself, from monetary
achievement, promotion at job or by successfully completing tasks (Elnaga, 2013).
Likewise, employees obtain benefits through working environment (safety and health
environment), which give an appropriate level of sense of belongingness to employees.
This association further resultsin having control on workspace, and due to such control
employees can enhance their motivational level (Miller, et al., 2001). In the same way,
it isreported that bad health deficiency islesser in extremely aggravated, unavailable
and well managed employees, who are working in premium jobs (Coats and Max,
2005). Therefore, third hypothesisis postulated as.

H3: There is significant relationship between safety health environment and
motivation.

2.4 Job Satisfaction and Employee Retention

A number of studies have been carried out to prove the relationship of job
satisfaction and retention (Firth et al., 2004). They specify the factors of dissatisfaction
which create desire to quit from an organization. Samuel and Chipunza (2009) state
that for mental satisfaction, employees give agreat amount of importance to workplace
and socia factors such as consistency in economic conditions and salary. Further studies
establish a powerful evidence of linking job satisfaction with retention of workers. Job
satisfaction is considered an imperative factor for employee retention (Wetprasit, 2006),
where employees with good performance when feel contended with their workplace,
do not intend to switch jobs (Mc Shane & Glinow, 2005). Positive perception with jobs
retains employees and negative perception increases turnover rate (Light, 2004). Hence,
fourth hypothesisis established as:

H4: There is significant relationship between job satisfaction and employee
retention.

2.5 Motivation and Employee Retention

Bevan et a (2009) concludes that absence of sickness can also effect employee
retention. The employees who are de-motivated from their work or stressful and poor
working relationships with other colleagues are more probable to resign from their
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posts (Bevan et al., 2009). However, long term illness and chronic conditions of
employees can be rehabilitated. Wilson, Brown & Cregan (2008) further prove that at
present, it has become important for organizations to restore work in order to create
excellence in jobs, primarily to increase employee motivation. Similarly, Miner, et al.
(1995) state that motivation is a psychological process, and the environment of
competitive problems is mostly motivational. The attitude, perception, learning and
motivational part of the behavior effects employee retention. Conclusively the fifth
hypothesis is developed as:

H5: Thereissignificant relationship between motivation and employee retention.

3. RESEARCH METHODOLOGY

Based upon the above discussed review of literature, a theoretical framework
has been developed and presented in Figure 1. It is formed to examine the effect of
safety health environment on employee retention and to determine the mediating role
of job satisfaction as well as motivation in deriving this relationship.

3.1  Sampling and Data collection

Since 1947, Pharmaceutical industry in Pakistan has undergone immense
development. According to the National Drug Policy of Pakistan, there are 338 national
and 30 multinational Epharmaceutical firms currently operating in Pakistan, and out of
the total 368 firms, 104 are functioning in Lahore. Therefore, based upon convenient
sampling technique, we sampled the employees of Pharmaceutical companies of Lahore.
Data was primarily collected by distributing a survey questionnaire to the work force
employed in these companies. Before getting the final questionnaires filled, a pilot
study was carried out on 30 employees. The result did not show any deviation, thus
approving the questionnaire for whole sample. Total of 250 questionnaires were
distributed and 213 were received back. However, because of missing dataand incomplete
information, only 200 questionnaires were used for analyzing the data. The informants
were gpproached after taking permission from the concerned authorities of Pharmaceutical
firms, they were assured of confidentiaity of dataand also they wereinvited to participate
upon their own consent.

3.2 M easures

Survey instrument used in present study has been adopted from (Parasuraman,
Zeithaml, & Berry, 1988). It consisted of 24 questions. First three questions measured
demographical characteristics of employees and the remaining measured variables;
Safety Health Environment (SHE), Job Satisfaction (JS), Motivation (MOT), and
Employee Retention (ER). All variables were operationalized on a five-point Likert
scale (strongly agree=5 to strongly disagree=1). Further, safety health environment was
determined through 7 items, job Satisfaction has been measured using 5 items, four
guestions were incorporated to measure the employees level of motivation, and responses
for employee retention were collected through 5 items respectively.
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4, RESEARCH FINDINGS

Before analyzing the data, all necessary tests for checking linearity, normality,
heteroskedasticity, autocorrelation, detection of outliers and multicollinearity were
applied. Results of all tests were proved satisfactory, therefore we proceeded further
for reliability and regression analysis. The reliability statistics for all included variables
was measured using Chronbach’s alpha, and for all variables it was evidenced to be
above 0.7, proving adequateness (Fornell & Larcker, 1981). Furthermore, SPSS 18 and
AMOS 18 have been utilized to perform correlation, regression and path analysis
(Suliman, 2002).

4.1  Descriptive Statisticsand Correlation

Descriptive statistics of data shows that the sampled population consists of 176
(88%) male and 24 (12%) female employees of pharmaceutical companies. Similarly,
based upon the age, respondents have been classified in 4 groups including. 8 (4%) are
less than 25 years old, 49 (24.5%) are between 25-35 years, 57 (28.5%) are fall among
35-45 yearsold, and 58 (29%) are 45 plus. These results show that most of our informants
belong to the age group above 45 years. With respect to qualification level, 12 (6 %)
employees have degrees bel ow matriculation, 50(25%) employees have studied up to
intermediate, 75 (37 %) are bachelor degree holders, 47 (23%) are having masters
degree, while remaining 16 (8 %) lie in the category of other education. On average
the employees are graduates. Since, the data was normally distributed and linear
relationship existed between variables, thus Pearson correlation was used to assess the
link. Correlation coefficients indicate a significant positive relationship between all
variables such as SHE and JS (r =0.497, p<.01), SHE and MOT (r= 0.337< p<0.01),
SHE and ER (r=0.526, p<0.01). Moreover, JS and ER aso have same positive relationship
(r=0.650, p<.01), ISand MOT (r = 0.418, p<.01). In addition, MOT and ER are further
significantly correlated (r=0.579, p<0.01).

4.2  Structural Equation Modeling (SEM)

After we confirmed the relationship between all variables, structure equation
modeling (SEM) had been utilized to check the theoretical model and to measure the
dimensionality and validity of Safety Health Environment (SHE), Job Satisfaction (JS),
Motivation (MOT), and Employee Retention (ER). The proposed framework is given
in Figure 2. The model fit indices were computed as a result of SEM. Values
indicate that all indices fall within the acceptable criteria (Hu & Bentler, 1999), where
standardized RMR and Root Mean Square are less than 0.1 (Browne and Cudeck, 1993;
Kline, 2010). Values of GFI=0.95, CFI= 0.92, NFI=0.92, EFI =0.902, IFI=0.93, RFI=
1.1, RMR= 0.94 and alpha=0.934 are above the value 0.9. Furthermore, RMSEA=0.13
iIsalsoin acceptable range asit isequal to 0.1.

Values given in Table 1 illustrate that employee retention is significantly and
positively influenced by safety health environment. That iswhen safety health environment
increases by one unit, employee retention also rise up by 0.246 units. This result shows
the proposed hypothesisH1 is accepted. Also, safety health environment is significantly
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and positively impacting job satisfaction, and when safety health environment increases
by one unit, job satisfaction also rise up by 0.592 units. This result too shows that the
proposed hypothesis H2 is accepted. Furthermore, theimpact of safety health environment
on motivation issignificant and positive, that is when safety health environment increases
by one unit, motivation also rise up by 0.261 units. This result again proves H3.
Likewise, job satisfaction is significant and positively affecting employee retention,
when job satisfaction increases, employee retention also rise up by 0.397 units. Hence,
H4 is also proved. Similarly, motivation creates significant and positive impact on
employee retention by 0.512 units, thus confirming H2. Finally, these results state that
positive significant relationship between safety health environment and employee
retention is direct, as well as indirect, through mediations of job satisfaction and
motivation in pharmaceutical industry of Lahore Pakistan.

5. CONCLUSION

This study was intended to investigate the impact of safety health environment
on employee’s retention with the mediating role of motivation and job satisfaction
within the manufacturing sector (pharmaceutical industry) of Pakistan. Globally, alot
of literature is present about employee retention. Yet within the context of Pakistan, a
limited amount of research is available on this subject. Previous studies have explored
the association between safety health environment and employee retention and also
motivation as mediating variable, however, a gap is observed that motivation as well
as job satisfaction as mediators in relationship between safety health environment and
employee retention are not studied. The current research issignificant as, in pharmaceutica
industry, the health and safety (H& S) of employeesis avital issue, where health and
safety policies are concerned with protecting the employeesin organization’s activities.
(Toole, 2002). With increasing industrialization, consequent increase in industrial
accidents and exposure to dangerous chemicals have health implications for employees
(Waring, 1996; Lingard et al, 2010; Pollitt, 2011). Lowe (2003) studies that retaining
the workers are important for their mental and physical health, thisiswhy, and companies
need to focus on workplace, which is suitable for workers according to their health.
Provided the safety welfare by management, employees stay satisfied with their job
and perform well (Logasakthi & Rajagopal, 2013). In general, health and safety
environment given by company tends to reduce employee turnover and on the other
side increases retention.

51 Direction for futureresearch

For future studies, the researchers suggest an enlargement of the sample size
to give effect to a possible generalization of findings; this study can be extended to
other countries, and comparative examination of the private and public sectors. My
study consists on some specific variables but here may be many other variables which
can affect this study, so others (researchers) should also study all other variables for
further research in the future. And utilize research information to devel op recommendations
for an employee retention programs.
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Regression analysis of variables includedRegression analysis of variablesincluded

Association in the model Hvpotheses | Estimate | P Remarks
safety  health  environment—employee | H1 246 #%% | Accepted
retention

safety health environment=job satisfaction H2 392 #%% | Accepted
safety health environment=motivation H3 261 #=%* | Accepted
job satisfaction= emplovee retention H4 397 #%% | Accepted
motivation—= employee retention H3 312 #%% | Accepted
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