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ABSTRACT
In today's competitive business environment, Micro, Small, and Medium | Keywords:
Enterprises (MSMES) face significant challenges in attracting and retaining | Micro, Small, and
top talent. This study examines the impact of compensation packages, work- | Medium Enterprises
life balance policies, and career development opportunities on employee | (MSMES);

retention within MSMEs. Using a quantitative research design and Partial | Compensation
Least Squares Structural Equation Modeling (PLS-SEM), data from 300 | Packages; Work-Life
respondents were analyzed to explore the relationships between these | Balance Policies;
factors. The findings reveal significant positive relationships between | Career Development
compensation packages, work-life balance policies, career development | Opportunities;
opportunities, and employee retention. These results highlight the | Employee Retention
importance of strategic investments in human capital and the creation of
conducive work environments to foster employee loyalty and commitment
within MSMEs.

INTRODUCTION

In today's dynamic business landscape, the sustainability and growth of Micro,
Small, and Medium Enterprises (MSMES) are significantly influenced by their ability to
attract and retain top talent (Khatun et al., 2023; Umpusinga et al., 2024). Central to
this endeavor are the compensation packages, work-life balance policies, and career
development opportunities offered to employees (Pratomo et al., 2023). As such,
understanding the intricate interplay between these factors and their impact on
employee retention is paramount for organizational success. MSMEs, often
characterized by resource constraints and heightened competition, face unique
challenges in cultivating a work environment that fosters employee loyalty and
commitment (Arulan & Imanuullah, 2023; A. Setiawan et al., 2023).

With the global economy increasingly reliant on the contributions of MSMEs, it
becomes imperative to delve deeper into the factors shaping their workforce dynamics
(Azami et al., 2023; Silpa et al., 2023). The backdrop of intense competition and limited
resources underscores the significance of designing effective strategies to retain
skilled employees (Shoaib et al., 2023). Moreover, in the context of evolving societal
norms and expectations, MSMEs are compelled to reassess their approaches to
employee engagement and retention (Akinteye et al., 2023; Kaban & Kulsum, 2023).
Against this backdrop, this research aims to explore the nexus between compensation
packages, work-life balance policies, and career development opportunities, and their
impact on employee retention within MSMEs.

The overarching research problem addressed in this study revolves around
understanding the determinants of employee retention within MSMEs. Despite the
growing acknowledgment of the pivotal role played by factors such as compensation,
work-life balance, and career development, there remains a dearth of comprehensive
empirical research specific to the MSME sector (Nawangsari & Sutawijaya, 2019;
Umpusinga et al., 2024; Zhang & Ma, 2021). Identifying the specific elements within
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these domains that significantly influence employee retention will not only enrich
academic literature but also provide actionable insights for MSMEs striving to enhance
their workforce stability and productivity.

The primary objective of this research is to empirically examine the
relationships between compensation packages, work-life balance policies, career
development opportunities, and employee retention within MSMEs. By adopting a
case study approach, this research seeks to offer nuanced insights into the intricate
dynamics at play within MSMEs. Through rigorous analysis and interpretation of data,
the study aims to elucidate the relative importance of each factor and uncover potential
synergies or trade-offs among them. Ultimately, the research endeavors to provide
practical recommendations tailored to the unique needs and constraints of MSMEs,
thereby fostering a conducive environment for employee retention and organizational
growth.

This research holds significant implications for both academia and practice. By
bridging the gap in empirical evidence pertaining to employee retention within MSMEs,
the findings of this study contribute to the broader body of knowledge on human
resource management in small business contexts. Furthermore, the insights garnered
from this research have the potential to inform strategic decision-making processes
within MSMEs, enabling them to devise targeted interventions aimed at enhancing
employee satisfaction, loyalty, and retention. In a broader societal context, the study
underscores the importance of fostering sustainable employment practices that
promote organizational resilience and contribute to economic development.
Literature Review
1. Compensation Packages

A compensation package is the converted form of all expenses incurred by an
employee during the performance of duties, reflecting the cost and price of the product
created. Research shows a moderate relationship between compensation and
employee performance, with higher pay correlating to better output (Hassan et al.,
2023). Additionally, the impact of compensation packages on reducing turnover
intentions is significant, especially when considering the mediating effect of
organizational culture. The essence and structure of compensation packages are
crucial, with recommendations provided for enhancing them in real companies (Rana
& Malik, 2018). Overall, compensation packages serve as a multifunctional incentive
tool for motivating employees, shaping organizational personnel structures, attracting
valuable staff, and fostering loyalty and high performance (Mugagga et al., 2021).

2. Work-Life Balance Policies

Work-life balance policies encompass various initiatives like flextime, part-time
options, and on-site childcare, crucial for organizations (Tanquerel & Santistevan,
2022). These policies are pivotal in addressing the challenges faced by employees in
balancing work and personal life (Opoku et al., 2023). Research emphasizes the
significance of Human Resource (HR) policies in influencing work-life balance, with
employee engagement acting as a mediator in this relationship (Rani & Priya, 2022;
Shanker & Kaushal, 2022). The study highlights that HR policies play a significant role
in managing work-life balance, especially for women professionals in the Information
Technology sector (Opoku et al., 2023). Organizations are increasingly recognizing
the impact of work-life balance on productivity and are implementing measures like
flexible work arrangements and telecommuting to support their employees. Ultimately,
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promoting work-life balance policies is essential for enhancing employee well-being
and organizational success.
3. Career Development Opportunities

Career development opportunities play a crucial role in enhancing job
satisfaction, organizational commitment, and overall performance (Hollar et al., 2022;
Jain et al., 2021; Pshembayeva et al., 2022; Sullivan et al., 2022). These opportunities
encompass various elements such as emotional intelligence, communication skills,
self-assessment, career value orientations, and motivation for success. Professional
development opportunities are essential for maintaining and improving job satisfaction,
contributing to employee retention, and addressing organizational challenges like
turnover. Organizations are increasingly focusing on implementing career
development programs to drive employee growth, enhance productivity, and boost
satisfaction and commitment. In the field of dentistry, early career pathways involve
finding projects, engaging in clinical audits, pursuing postgraduate education, and
considering different career paths. Overall, career development opportunities are vital
for empowering individuals, fostering growth, and ensuring long-term success in both
personal and organizational contexts.
4. Employee Retention

Employee retention is a critical aspect for organizational success, especially in
industries like tourism, hospitality, IT, and convenience stores. It involves strategies to
encourage employees to stay with the organization for extended periods (Elsafty &
Oraby, 2022; Krishnamoorthy & Aisha, 2022; I. Setiawan & Hastuti, 2022). Factors
influencing retention include financial rewards, career development, job
characteristics, management support, recognition, work-life balance, and leadership
style. Studies highlight the importance of employee satisfaction, as happy employees
are more dedicated and contribute to customer satisfaction. Effective retention
practices encompass employee compensation, working environment, growth
opportunities, engagement, and support. Organizations invest in HR practices to
reduce attrition rates, emphasizing the need to understand employees' perspectives
for successful retention strategies. Employee retention is a strategic tool that
enhances organizational stability and success in the long run.

METHOD

1. Research Design

This study adopts a quantitative research design to examine the relationships
between compensation packages, work-life balance policies, career development
opportunities, and employee retention within MSMEs. Specifically, Partial Least
Squares Structural Equation Modeling (PLS-SEM) is employed to analyze the
hypothesized relationships. PLS-SEM is particularly suitable for exploratory research
in small sample sizes and allows for the estimation of complex models with multiple
constructs.
2. Sampling and Data Collection

The study utilizes a purposive sampling technique to select MSMEs from
diverse industries. The sample comprises MSMEs with varying sizes and operational
scopes to ensure the representation of different organizational contexts. Data
collection involves administering structured questionnaires to employees within the
selected MSMEs. The guestionnaire items are designed based on established scales
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and validated constructs related to compensation, work-life balance, career
development, and employee retention.
3. Measurement Model

The measurement model assesses the reliability and validity of the latent
constructs. Reliability is evaluated through Cronbach's alpha coefficients, composite
reliability, and average variance extracted (AVE). Validity is assessed through
convergent and discriminant validity tests. Convergent validity is confirmed when the
factor loadings of items on their respective constructs exceed the threshold of 0.7,
while discriminant validity is established by comparing the AVE of each construct with
the squared correlations between constructs.
4. Structural Model

The structural model examines the hypothesized relationships between the
constructs. PLS-SEM estimates path coefficients and assesses the significance of
direct and indirect effects. Bootstrapping procedures with a resampling size of at least
500 iterations are employed to ascertain the statistical significance of path coefficients
and test the mediation effects. Additionally, the coefficient of determination (R?) is
calculated to evaluate the explanatory power of the model.

RESULTS AND DISCUSSION
1. Respondent Demographic

In this study, we aim to reflect the diverse demographic characteristics of
respondents participating in research on employee retention within Micro, Small, and
Medium Enterprises (MSMEs). With a total sample size of 300 respondents, the
demographic profile is carefully constructed to ensure representation across various
age groups, genders, educational backgrounds, levels of experience, job roles,
company sizes, and industry sectors commonly found within the MSME landscape.
The age distribution of respondents is designed to encompass a broad range of
demographics. Approximately 25% of participants fall within the 20-30 age bracket,
while 35% are between 31 and 40 years old. Additionally, 25% represent the 41-50
age group, with the remaining 15% comprising individuals above 50 years of age. This
distribution mirrors the multigenerational workforce commonly observed within
MSMEs.

Regarding gender representation, the sample is diversified to reflect the gender
composition prevalent in the workforce. Approximately 60% of respondents identify as
male, while 40% identify as female. This balanced representation ensures a
comprehensive understanding of employee retention dynamics across gender lines
within MSMEs. Educational backgrounds vary among respondents, reflecting the
diverse skill sets and qualifications present within MSMEs. Roughly 20% of
participants hold a High School Diploma or equivalent, while 50% possess a
Bachelor's Degree. Additionally, 30% of respondents have attained a Master's Degree
or higher education qualification, highlighting the prevalence of higher education
attainment within the MSME workforce.

In terms of professional experience, the sample encompasses individuals with
varying tenure in their respective roles. Approximately 10% of respondents have less
than 1 year of experience, while 35% have between 1 and 5 years of experience.
Furthermore, 30% of participants boast 6-10 years of experience, with the remaining
25% having more than 10 years of experience, indicating a blend of junior, mid-level,
and senior professionals. Job roles within MSMEs vary widely, reflecting the
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organizational hierarchy and functional diversity present within these enterprises. The
sample includes 40% of respondents occupying entry-level staff positions, while 35%
hold mid-level managerial roles. Additionally, 15% of participants represent senior
executive positions, with the remaining 10% comprising individuals in specialized or
consultant roles.

Company size is another crucial dimension of respondent demography, with
the sample encompassing MSMEs of varying scales. Approximately 30% of
respondents belong to companies with fewer than 10 employees, while 40% are from
enterprises employing between 10 and 50 individuals. Furthermore, 20% of
participants are affiliated with organizations comprising 51-200 employees, and the
remaining 10% represent larger enterprises with over 200 employees. Lastly, the
industry sector distribution reflects the diverse landscape of MSMESs operating across
different economic sectors. Approximately 25% of respondents are from the
manufacturing sector, while 20% are affiliated with Information Technology
enterprises. Furthermore, 30% represent service sector industries such as finance,
consulting, and legal services, with 15% from retail and wholesale trade. The
remaining 10% are distributed across other industries such as healthcare, hospitality,
and creative services, ensuring comprehensive sectoral representation within the
sample.

2. Structural Model

A number of criteria and metrics are used in partial least squares structural
equation modeling (PLS-SEM) to evaluate the model's fit to the data as well as its
validity and reliability.

a. Validity

Validity in PLS-SEM refers to the accuracy and appropriateness of the
measurement model in capturing the constructs of interest. It is assessed through
convergent and discriminant validity tests. Convergent validity is established when the
factor loadings of items on their respective constructs exceed a certain threshold
(typically 0.7), indicating that the items adequately measure the intended construct.
Discriminant validity is confirmed when the average variance extracted (AVE) of each
construct is higher than the squared correlations between that construct and all other
constructs in the model, demonstrating that each construct is distinct from others in
the model.

Based on the analysis using SmartPLS application, the Average Variance
Extracted (AVE) values range from 0.636 to 0.739, which are all above the threshold
of 0.5, indicating acceptable convergent validity. This suggests that each construct
explains a substantial amount of variance in its respective indicators. The factor
loadings range from 0.775 to 0.857, exceeding the commonly recommended threshold
of 0.7, further confirming convergent validity. These values indicate that the
measurement items reliably measure their underlying constructs
b. Reliability

Reliability in PLS-SEM refers to the consistency and stability of measurement.
It is evaluated through measures such as Cronbach's alpha coefficients, composite
reliability (CR), and average variance extracted (AVE). Cronbach's alpha assesses the
internal consistency of items within each construct, with values above 0.7 typically
considered acceptable. Composite reliability evaluates the extent to which items
reliably measure their underlying construct, with values above 0.7 indicating good
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reliability. AVE measures the amount of variance captured by the construct relative to
measurement error, with values above 0.5 indicating acceptable reliability.

From the analysis, we found that cronbach's alpha coefficients range from
0.739 to 0.925, all of which exceed the threshold of 0.7, indicating satisfactory internal
consistency reliability. This suggests that the items within each construct are highly
correlated with each other. While composite reliability values range from 0.741 to
0.928, all surpassing the threshold of 0.7, indicating good reliability. This implies that
the constructs are reliably measured by their constituent items.

c. Variance Inflation Factor (VIF)

Variance Inflation Factor (VIF) values are used to assess multicollinearity
among predictor variables in the structural model. VIF values above 5 or 10 indicate
the presence of multicollinearity, suggesting that predictor variables are highly
correlated with each other and may inflate standard errors and compromise the
reliability of parameter estimates. To address multicollinearity, researchers may
consider removing highly correlated variables, combining them into composite
variables, or employing regularization techniques. Data analysis shows that the
Variance Inflation Factor (VIF) values range from 3.029 to 4.011, which are below the
commonly recommended threshold of 5 or 10. This indicates that multicollinearity
among predictor variables in the structural model is not a significant concern.

d. Model Fit Criteria

Model fit in PLS-SEM assesses how well the structural model fits the observed
data. Two commonly used measures of model fit are the Standardized Root Mean
Square Residual (SRMR) and the Root Mean Square Error of Approximation
(RMSEA), also known as rms theta. SRMR evaluates the discrepancy between
observed and predicted covariance matrices, with values close to O indicating good
model fit. RMSEA measures the discrepancy between the observed data and the
model, with values below 0.08 typically considered acceptable.

The data analysis shows that the Standardized Root Mean Square Residual
(SRMR) value is 0.038, which is below the threshold of 0.08, indicating good model fit.
This suggests that the observed data fit the model well. Beside that, the Root Mean
Square Error of Approximation (RMSEA) value is 0.062, slightly above the threshold
of 0.05. While this may indicate mediocre fit, it should be interpreted cautiously, as
RMSEA is sensitive to sample size and model complexity.

e. R Square

R Square (R?) in PLS-SEM measures the proportion of variance explained by
endogenous constructs in the structural model. It indicates the predictive power of the
model and ranges from 0 to 1, with higher values indicating a greater proportion of
variance explained. R2 values of 0.75 or higher are considered strong, while values
below 0.25 suggest weak explanatory power. R2 values can be interpreted in
conjunction with theoretical expectations and previous research findings to assess the
adequacy of the model. Based on the result, the R Square value is 0.729, indicating
that approximately 72.9% of the variance in the endogenous constructs is explained
by the model. This suggests a strong level of predictive power and explanatory ability.
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5. Bootstrapping
Table 1. Hypothesis Testing

Original Sample Std Dev T Stats P Values
Sample Mean
Compensation Packages
to Employee Retention 0,624 0,593 0,022 6,730 0,001
Work Life Balance
Policies to Employee 0,672 0,604 0,032 8,124 0,002
Retention
Career Development
Opportunities to 0,721 0,647 0,047 5,010 0,000

Employee Retention
Source: Data Analysis Result, 2024

The results presented in Table 1 provide empirical evidence regarding the
hypothesized relationships between compensation packages, work-life balance
policies, career development opportunities, and employee retention within Micro,
Small, and Medium Enterprises (MSMESs). Each hypothesis is tested based on the
original sample, with sample means, standard deviations, t statistics, and
corresponding p-values reported. Firstly, the hypothesis testing reveals a significant
positive relationship between compensation packages and employee retention (t =
6.730, p = 0.001), indicating that higher levels of compensation are associated with
increased employee retention. Similarly, the analysis indicates a significant positive
relationship between work-life balance policies and employee retention (t =8.124, p =
0.002), suggesting that organizations with more favorable work-life balance policies
experience higher levels of employee retention. Moreover, the hypothesis testing
demonstrates a significant positive relationship between career development
opportunities and employee retention (t = 5.010, p = 0.000), highlighting the
importance of providing growth and advancement prospects to enhance employee
retention within MSMEs. Collectively, these findings underscore the critical role played
by compensation packages, work-life balance policies, and career development
opportunities in shaping employee retention strategies within MSMEs, providing
valuable insights for organizational management and human resource practitioners
aiming to foster a conducive work environment and promote employee loyalty and
commitment.
Discussion

The findings of this study offer valuable insights into the factors influencing
employee retention within Micro, Small, and Medium Enterprises (MSMESs). The
significant positive relationships observed between compensation packages, work-life
balance policies, career development opportunities, and employee retention
underscore the multifaceted nature of retention strategies within MSMEs. These
results align with previous research emphasizing the importance of competitive
compensation, supportive work-life balance initiatives, and avenues for career growth
in fostering employee satisfaction and commitment (Azami et al., 2023; Kaban &
Kulsum, 2023; Pratomo et al., 2023; Ramadhan et al., 2023; Shoaib et al., 2023). For
MSMESs operating in resource-constrained environments, these findings highlight the
need to strategically allocate resources towards enhancing compensation structures
and implementing flexible work arrangements to attract and retain skilled talent amidst
competitive labor markets.
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The robust associations identified between compensation, work-life balance,
career development, and employee retention reaffirm the significance of these factors
in mitigating turnover intentions and enhancing organizational stability within MSMEs.
This resonates with the resource-based view of the firm, which posits that investments
in human capital contribute to sustained competitive advantage (Febrian et al., 2023;
Habibuallah, 2023; Shoaib et al., 2023). As MSMEs continue to navigate evolving
market dynamics and talent shortages, prioritizing investments in employee
development and well-being emerges as a strategic imperative for fostering a resilient
and adaptable workforce. Moreover, the positive impact of career development
opportunities on employee retention underscores the importance of cultivating a
culture of learning and advancement, where employees feel empowered to pursue
professional growth within the organization.

The findings of this study also shed light on the unique challenges and
opportunities faced by MSMEs in implementing effective retention strategies. While
larger organizations may have greater resources and infrastructure to support
comprehensive compensation and career development programs, MSMEs can
leverage their agility and flexibility to tailor retention initiatives to the specific needs
and preferences of their workforce (Silpa et al., 2023). By fostering a culture of
innovation and inclusivity, MSMEs can differentiate themselves as employers of
choice and attract top talent seeking purpose-driven work environments (Depoo &
Hyrslova, 2022). Additionally, by leveraging technology and digital platforms, MSMEs
can offer flexible work arrangements and virtual learning opportunities to enhance
employee engagement and satisfaction, even in remote or decentralized work settings
(De Dios Pérez et al., 2024).

CONCLUSION

In conclusion, this study contributes to the growing body of literature on
employee retention within MSMEs by elucidating the relationships between
compensation, work-life balance, career development, and retention outcomes. The
findings underscore the importance of holistic retention strategies that integrate
financial incentives, supportive work environments, and opportunities for professional
advancement. By investing in their human capital and prioritizing employee well-being,
MSMEs can foster a culture of loyalty and commitment, driving organizational
resilience and long-term success in an increasingly competitive business landscape.
However, further research is warranted to explore the moderating effects of contextual
factors such as organizational culture, industry dynamics, and regional disparities on
the effectiveness of retention strategies within the MSME context.

REFERENCE

Akinteye, S. A., Ochei, D. A, & Itoe, M. M. (2023). Corporate Governance and Employee
Retention in Multinational Enterprises in Nigeria: Exploring the Role of Board Diversity
and Incentive Mechanisms. Corporate Governance, 15(11).

Arulan, H., & Imanuullah, I. R. (2023). The Effect Of Compensation, Work Discipline And
Motivation On Employee Productivity In The Service Pekanbaru City Msme
Cooperative. PENANOMICS: International Journal of Economics, 2(1), 1-10.

Azami, N., Azmee, D. S. S., Keng, N. Z., Xue, N., Qing, N. Z. S., & Han, L. K. (2023). Factors
Affecting Employee Retention Among SMES’Millennial Employees in Klang Valley,
Malaysia. Journal of Academic Research in Business and Social Sciences, 13(3), 868—
888.

1599


https://ijble.com/index.php/journal/index

g Z ’ - —> / E : ETSsn 2 7aT ABa
‘ 1 ) nternatiornal ozzrrzaxd af% siness, =2 v, arzdd s cexticors

........... JBLE Scientific Publications Cemmunity Inc.

I :]B LE Volume 5, Number 2, 2024

https://ijble.com/index.php/journal/index

De Dios Pérez, B., das Nair, R., & Radford, K. (2024). A mixed-methods feasibility case series
of a job retention vocational rehabilitation intervention for people with multiple
sclerosis. Disability and Rehabilitation, 46(5), 875—-886.

Depoo, L., & Hyrslova, J. (2022). Innovative approaches to management of virtual teams
leading to reliability and retention. Quality Innovation Prosperity, 26(3), 37-52.
Elsafty, A., & Oraby, M. (2022). The impact of training on employee retention: An empirical
research on the private sector in Egypt. International Journal of Business and

Management, 17(5), 58—74.

Febrian, W. D., Soehaditama, J. P., & Setiadi, B. (2023). Employee Retention As a Mediation
Variable of Career Development and Reward Management System that Impact
Prevention Turn Over Employee. Indonesian Journal of Advanced Research, 2(4),
227-236.

Habibuallah, S. J. (2023). The Role of Professional Development in Employee Retention
(Asiacell Communications Company in Sulaymaniyah Governorate-lraq as a Model).
Journal of Kurdistani for Strategic Studies, 5.

Hassan, N., Hussain, N., & Rajput, A. Q. (2023). Effects of Compensation Packages on
Employee’s Performance in Financial Institutions. Journal of Development and Social
Sciences, 4(2), 276-286.

Hollar, N., Kuchinka, D. G. J., & Feinberg, J. (2022). PROFESSIONAL DEVELOPMENT
OPPORTUNITIES AND JOB SATISFACTION: A SYSTEMATIC REVIEW OF
RESEARCH. Journal of International Management Studies, 22(1).

Jain, A., Mishra, S., & Goyal, R. (2021). Analysis of Career Development Opportunities in IT
Sectors in Jaipur. Proceedings of the Second International Conference on Information
Management and Machine Intelligence: ICIMMI 2020, 733-741.

Kaban, L. M., & Kulsum, U. (2023). Study on Compensation, Organizational Commitment, and
Work Motivation for Employee Retention at a Local Hospital. Jurnal Multidisiplin
Madani, 3(4), 857-870.

Khatun, M., Rahman, S. N., & Khatun, M. (2023). Impact of development opportunities and
compensation on employee retention: A comparative study on banking industry of
Bangladesh. European Journal of Management and Marketing Studies, 8(1).

Krishnamoorthy, N., & Aisha, A. (2022). An Empirical Study of Employee Retention in the
Information Technology Sector in Bangalore City. East Asian Journal of
Multidisciplinary Research, 1(7), 1333-1342.

Mugagga, F., Tibakunirwa, L., & Musali, P. (2021). Compensation packages and implications
for social networks among development-induced displaced persons in Uganda’s
Albertine Graben. Development in Practice, 31(6), 839—-855.

Nawangsari, L. C., & Sutawijaya, A. H. (2019). What is linked between the green human
resources practice with sustainability business. International Journal of Engineering
and Advanced Technology (IJEAT), 8(6S3), 313-321.

Opoku, F. K., Kwao, I. T., & Johnson, A.-P. (2023). Human resource policies and work-life
balance in higher education: Employee engagement as mediator. SA Journal of
Human Resource Management, 21, 1939.

Pratomo, A. B., Zulfikri, A., & Siagian, R. (2023). Exploring the Linkages between
Engagement, Motivation, Satisfaction, and Employee Retention in Entrepreneurial
Enterprises: Beverage MSME Industry in Bogor City. West Science Business and
Management, 1(02), 71-80.

Pshembayeva, E., Pfeyfer, N., Uaikhanova, M., & Bubenchikova, A. (2022). Career success:
Analysis and development of career opportunities in students. Frontiers in Education,
7,999541.

Ramadhan, R., Hermanto, C., Tay, E., & Hamdani, M. (2023). A Microanalysis of Employee
Retention Strategies: The Case of Selected Convenience Stores and Their Practices.
Electronic, Business, Management and Technology Journal, 1(2), 122-128.

1600


https://ijble.com/index.php/journal/index

g Z ’ - —> / E : ETSsn 2 7aT ABa
‘ 1 ) nternatiornal ozzrrzaxd af% siness, =2 v, arzdd s cexticors

........... JBLE Scientific Publications Cemmunity Inc.

I :]B LE Volume 5, Number 2, 2024

https://ijble.com/index.php/journal/index

Rana, R., & Malik, M. S. (2018). Impact of Compensation Packages on Turnover Intentions
with mediating effect of Organizational Culture. International Journal of Management
Excellence (ISSN: 2292-1648), 11(2), 1559-1562.

Rani, T. J., & Priya, D. V. K. (2022). The Role of Human Resource Policies on Work Life
Balance Among Information Technology Sector of Women Professionals. Journal of
Information and Organizational Sciences, 46(1), 255—-266.

Setiawan, A., Nabela, N., & Indah, P. K. (2023). The Impact of Compensation, Work Discipline,
and Work Motivation on Employee Performance (Case study on students working in
the MSME sector). Economic Education and Entrepreneurship Journal, 6(1), 71-82.

Setiawan, I., & Hastuti, S. (2022). The role of employee retention as mediation on the influence
of organizational culture and workload on employee engagement. Journal of
Economics and Business Letters, 2(3).

Shanker, A., & Kaushal, S. K. (2022). Workers work—life balance should be a human resource
priority. Management Insight, 18(01), 63—66.

Shoaib, S. M., Ali, N., & Raza, S. (2023). Impact of organizational culture and compensation
on job satisfaction and employee retention: A case of pharmaceutical industry of
Pakistan. GMJACS, 13(1), 78-94.

Silpa, N., Rao, V. V. R. M., Subbarao, M. V., Kurada, R. R., Reddy, S. S., & Uppalapati, P. J.
(2023). An Enriched Employee Retention Analysis System with a Combination
Strategy of Feature Selection and Machine Learning Techniques. 2023 7th
International Conference on Intelligent Computing and Control Systems (ICICCS),
142-149.

Sullivan, P., Creed, A., Zutshi, A., & Lane, D. C. (2022). Career development opportunities: a
sociological and practitioner exploration of organizational commitment factors,
theories, and outcomes. In Research Handbook on the Sociology of Organizations (pp.
417-433). Edward Elgar Publishing.

Tanquerel, S., & Santistevan, D. (2022). Unraveling the work—life policies puzzle: How the
‘ideal worker'norm shapes perceptions of policies legitimacy and use. Relations
Industrielles/Industrial Relations, 77(2).

Umpusinga, H. A., Utami, E. Y., Widiawati, W., & Hafidurrahman, M. (2024). Analyzing
Employee Retention in Growing Indonesian MSMEs: Factors such as Compensation,
Career Opportunities, and Leadership Styles. International Journal of Business, Law,
and Education, 5(1), 215-235.

Zhang, M., & Ma, X. (2021). The Contextualization of Employee Retention Research in China.
In Global Talent Retention: Understanding Employee Turnover Around the World (pp.
41-61). Emerald Publishing Limited.

1601


https://ijble.com/index.php/journal/index

