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Abstract: Fast food visage amplified challenges with the retention of employees. A newly established fast-food
brand in a very short time since its commencement in 2009, Pizza Max has become the top brand name in Karachi
even though facing tough and irresistible competition. Due to its extraordinary standards and exceptional service,
Pizza Max already has a loyal customer base, and the brand is expanding each day with 8 branches across Karachi
already. It also opened its branches in other cities of Pakistan. This research study is intended to getting an
understandable and translucent view about employee job retention in diverse Pizza Max branches of Karachi. The
prime intention of this research is to determine the contact and the end result of the selected factors on employee
job retention in Pizza Max, Karachi. This research study brings a close-deduced representation of selected factors
that align with employee retention. All Pizza max branches are tripped for primary data collection. The data was
quantitatively collected with the help of survey questionnaires by using the probability random sampling
technique. However, the data were analyzed via SPSS, and the outcomes were significant. The main reason for this
research is to clarify the association and the result of the selected factors on employee job retention in Pizza Max.
At the same time, findings show that the training has no association with employee retention in Pizza Max.
However, pay and promotion have greatest association on employee retention in Pizza Max, Karachi. This research
will help fast-food organizations enhance employee commitment with the organization along with helping future
analysts and researchers.
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1. Introduction

Maintaining good culture within an organization is very important for any corporate unit.
Organizational culture is an arrangement of communal assumptions, values, and beliefs, which govern
how employees act and perform in organizations (Elsbach & Stigliani, 2018). These communal values have
a consequence on the employees in the workplace. When talking about a position of service, the work
environment involves the substantial geographical place as well as the instant backdrop of the place of
work, such as a production site and administrative center. In general involves other factors linking to the
place of service, such as the eminence of the air, noise point, and added perks and remuneration of service.
An active working environment for the workforce is the common ambition of all excellent managers. Such
a situation has favorable working conditions, sensible management feedback, and consideration of trade
goals and priorities.
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The working condition here refers to all subsisting conditions distressing workers in the workplace.
The working condition also includes the time period of the job, corporeal aspects, legal privileges and
errands. Working condition includes the physical environment in which workers works such as stress and
safety on the job. Good work conditions are necessary for employee minds and corporeal interests. Healthy
working situations are valuable for employees and organizations. Organizations view as imperative to its
undertakings, such as ensure a convenient workload, and promote communication from end to end
unfasten office places and usual group meetings. Employees are at liberty to a safe, risk-free environment,
whose necessities are enchantment. The current study tried to determine how selected factors have a
significant and positive association with employee retention? Moreover, which selected factor has the
greatest impact on employee retention?

Training expenditure can be a massive amount depending on the size of the company (Ross et al,,
2020). Conversely, the needs of employees are underlined to justify these expenditures because they are
supposed to promote employee skills, capabilities, and performance. Training programs attempt to
enhance employee skills and add significant knowledge to help them perform better. Training fills the gap
between new and old employees in terms of their knowledge, skills and competence. Training is an
erudition practice that inquires a moderately lasting change in a person that will advance his/her capability
to do their job effectively. The training concerns with programs that advance employee knowledge and
expertise improves organizational productivity. Training is usually a short time period process.

Pay and promotion are the finest tools for an organization to conscript and preserve quality
workers. Alluring compensation also lends a hand to help the workforce reside and work with motivation
on a daily basis in a given job. Compensation packages potentially attract talented workforce that serves
the organization with zeal and zest. When deciding amid latent occupation offers, workers over and over
again appear to the compensation package first. Various organizations strive to compensate workers to
perform better alongside other fringe benefits to encourage them, such as annual tickets, bonuses, profit-
sharing, healthcare, insurance, etc. This encourages the employees to arrange their efforts in line to the
corporate goals. Compensation may also include several monetary and non-monetary incentives.
Compensation packages in some businesses also include benefits that extend to their families. The
compensation package a business offers to the workforce influences an organization’s recruitment
swiftness, retention rapidity, and job satisfaction of employees. An organization head should comprehend
the substance of compensation and the customary laws to stay behind in the market.

Employees’ communication is a practice that an organization uses to successfully handle all relations
with workers at the end of the day to attain the goals of the association. The human resources section can
play a decisive role in this route. Worker association management has to pay attention to enabling skilled
employees to join on representative roles with decision-making responsibilities for their employers. By
appealing inputs from equal sides of the employee association, it allows workers to construct quality
associations with their co-workers. This can be consummated during the association of informal get-
togethers gone from job, by cheering worker relations. Relationships with co-workers that employees
establish at the workplace have a significant role in job success and career advancement. Organizations in
every corner of the corporate world desire outstanding and energetic employees to increase their
performance and productivity. Employees are assets of any organization. This study will help to determine
the association of selected factors on employees’ retention. This kind of research was not previously done
on Pizza Max. This research will also fill the knowledge gap.

1.2. Underpinning Theory

According to (Kerlinger, 1979) a theory is a set of interconnected variables, definitions and
propositions of a phenomenon among the variables, with amplification a natural occurrence. There are
various reasons of employee turnover from the organizational perspective. Chiboiwa (2010) states that
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some of these reasons include practices of recruitment, poor working conditions, low compensation,
different styles of management, lack of recognition, job insecurity, job dissatisfaction, lack of promotion,
and inadequate training and development opportunities. This study limits the scope to Herzberg two factor
theories. Because all the above reasons are included in intrinsic and extrinsic motivational factors.

According to the Two Factor Theory of Frederick, Herzberg individuals are affected by two
components. Fulfillment and mental development was a factor of inspiration factors. The disappointment
was an aftereffect of cleanliness factors. They do not prompt more significant levels of inspiration; however,
there is a disappointment without them. Herzberg's inspiration theory is one of the substance speculations
of inspiration. These endeavor to clarify the elements that inspire people by distinguishing and fulfilling
their individual necessities and the points sought after to fulfill these longings. This theory of inspiration
is known as a two-factor theory. In this study, we are considering an effective strategy to retain employees
in an organization. Management must not rely only on intrinsic variables to influence employee retention;
but rather combine both intrinsic and extrinsic variables. The dimensions of HR practices are directly or
indirectly connected with satisfy/motivate and dissatisfy/hygiene advocate by Herzberg (1959). These
factors are known as hygiene factors or dissatisfy and include company policies, salary, co-worker
relations, and style of supervision (Steers, 1991). However, removing the causes of dissatisfaction (through
hygiene factors) would not result in a state of satisfaction; instead, it would result in a neutral state. As
explained later in this study, HR practices of compensation, career development, and work-life balance are
grounded on either intrinsic or extrinsic or both.

2. Literature Review and Research Propositions

Review of the literature highlight many studies that talk about the work factors that can boost
employee retention. Study by Madueke and Emerole (2017) attempted to investigate the role of
organizational culture on employee retention in the commercial banking sector and found significant or
organizational culture and employee retention. The study reported that when employees see a healthy
culture in the business they tend to stay. Leaders have a major responsibility here (Alzyoud et al., 2019) to
boost employee retention through indoctrinating the needed factors in the business. In line with this, Deery
and Shaw (1999) have also reported that if a business fails to sustain a healthy culture, it results in high
employee turnover. In simple, employee retention has heavily dependent on the working culture a business
offers to its employees. Case-based research is also available, highlighting employee retention (Jamaluddin
et al., 2016). The study has showed that employee retention is a concern and different factors may be used
to try and push employees to retain, especially the talented ones.

In addition, training is also found significant in offering significant results in the shape of employee
outcomes (Mihardjo et al., 2020; Sangkala et al., 2016). Research studies have reported that when employees
are provided with training programs to boost their skills and capabilities, it helps them to further their
performance, satisfaction and above all, willingness to stay with the company. Review of the literature in
this case underlines many studies across different occupational sectors. Study by Fletcher et al. (2018) found
the relationship between training and development and employee retention. The study investigated a
mediated model and found that employee training opportunities induce positive attitude towards work
which makes employees to remain with the business. The study has reported that making employees to
work effectively is an organizational responsibility that can be fulfilled by providing them with ample
learning opportunities. This, as a result, pushes them to stay with the company. In addition, studies in the
context of Pakistan have also supported this relationship (Aleem & Bowra, 2020). The authors tested how
employee training in the banking sector of Pakistan would enhance employee retention. The study found
that employees become connected with the business once they see that the organization invests in their
skill and capability building. In sum, these studies confirm the important role of training towards employee

www.acdmbhr.theiaer.org



ACDMHR 2021, Vol. 3, No. 2 54

retention. HR can play an important role in assisting the organization to offer the right set of learning
opportunities to ensure the talented employees stay.

The review of literature also supports the notion of compensation and its relationship with employee
performance, motivation, satisfaction and retention (AlZgool et al., 2021; Nzyoka & Orwa, 2016). The
literature highlights that employees compensation plan is one of the key factors that makes employees
decide to stay or look for another job. Equally, promotion opportunities are also deemed important for
employee retention as it is necessary for individuals to see them having career options to grow in the
business. Study by Bibi et al. (2017) investigated how compensation and promotional opportunities can
influence employee retention and found a significant relationship. The findings concluded compensation
plans are a priority for employees in deciding whether to stay or look for another opportunity followed by
career growth (promotion) opportunities. in the context of Pakistan, the review of the literature shows
similar results. Study by Khan, Aslam and Lodhi (2011) also confirmed the significant relationship between
compensation packages and employee retention. In sum, these studies support the correlation of pay and
promotion with employee retention, suggesting that when employees are satisfied with the pay and
promotion opportunities, it will increase their willingness to stay with the company.

Lastly, communication is also found significant in heightening employee retention. Employee
satisfaction with communication in the organization is also an important factor. Tanius et al. (2017) studied
and reported a significant relationship between employee satisfaction with communication and their plans
to stay with the business. The study also reported that organizational communication policy and
procedures have an important role to play which also helps employees to see their organization as a
responsible workplace.

3. Conceptual Framework

Based on the review of the literature above, the present study investigated the following framework.

ORGANIZATIONAL
CULTURE

TRAINING

EMPLOYEES RETENTION

PAY & PROMOTION

COMMUNICATION

Figure 1. Conceptual Framework

4. Research Methodology

This research study brings a close deduced representation of selected factors as imperative factors that
align with employee retention. All Pizza max branches are targeted data collection. The data was
quantitatively collected with the help of survey questionnaires by using the probability random sampling
technique. After data collection, the data was analyzed to decide the relationship between the endogenous
and exogenous variables. The total size of the population was 220, and a sample of 140 employees of Pizza
Max, Karachi city of Sindh province in Pakistan, was analyzed through SPSS.

4.1. Data Analysis

Multiple regression is a statistical approach used to obtain the value of a measure as of various
predictor variables on an explanatory variable. It is the instantaneous amalgamation of numerous factors
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to evaluate how and to what level dependent variable affected by various predictor variables. Regression
is used to determine the value of a dependent variable based on the value of two or more predictor
variables. In this study we checked the impact of selected variables on dependent variable.

Table 1. Model Summary

Mo R R Adjusted R Std.Error of Change Statistics
del Squar Square Estimate
R R Square = F Change Dff df2 Fig. Change
change
1 .8072 .599 .584 .63088 599 32.134 5 161 .000

a. predictors: (constant), organizational culture, training, pay and promotion & communication
b. dependent variable: employees’ retention

Table 2. Anova

Model Sum of Squares Df Mean Square F Sig.
1| Regression 45.282 5 9.056 32.134 .000P
Residual 45.375 161 282
Total 90.656 166

a. dependent variable: Employees’ retention

b. predictors: (constant), Organizational culture, training, pay and promotion and communication.

Table 3. Coefficients

Model Unstandardized Standardized T Sig
Coefficient Coefficient
B Std. Error Beta
1 (Contant) 1.832 398 4.606 .000
ORGANIZATIONAL CULTURE 439 .084 230 3.221 .000
TRAINING -.032 099 -.022 -325 745
PAY & PROMOTION 437 .069 501 6.344 .000
COMMUNICATION 283 .105 217 2.701 .008

a. Dependent Variable: Employees’ Retention

5. Findings

The above table: 1 shows that 58.4% of employees’ retention is explained by all independent variables,
such as organizational culture, training, pay and promotion, and communication. Whereas, ANOVA table
clearly shows that the model is significant. However, the coefficient table shows that pay and promotion
have the greatest impact on employees’” retention. While training has no relation with employee retention
in Pizza Max. Hence, this study concluded that employees’ retention in Pizza Max branches of Karachi.
The results discussed in the tables above show that majority of the factors investigated in the present study
were significant in their relationship with employee retention, apart from training. The findings suggest
that pay and promotion is the most important factor to encourage employees to stay. This finding confirms
the results of Bibi et al. (2017) that pay and promotion opportunity play a major part in making employees
to stay in business. Furthermore, organizational culture was also found significant in its part towards
employee retention. The study supports the findings of Madueke and Emerole (2017) that organizational
culture increase retention rates. In addition, the results of the present study also confirm the findings of
Tanius et al. (2017) on the role of employees’ satisfaction with communication in the organization and their
retention rates.
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5.1. Conclusion

This study is intended to getting a clear view about organizational culture, training. Pay and
promotion & communication on employee’s job retention in diverse Pizza Max branches of Karachi. This
research aimed to clarify the association and end result of the selected factors on employee job retention in
Pizza Max. Whereas finding shows that training has no association with employee’s retention in Pizza Max.
However, pay and promotion have the greatest association on employees’ retention in Pizza Max, Karachi.
This research will help the fast-food organizations to understand how to enhance employee loyalty and
retention with the organization. This study will also help future researchers to apply similar models to
investigate retention.
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