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Abstract 

 

Today, employee engagement, employee retention and organization performance has become 

one of the important focus for organizations around the world. A blend of experiences of job 

satisfaction, job involvement, organizational commitment and feeling of empowerment makes an 

employee an engaged employee that also helps the organization to retain them. It is a concept 

that is greater than the sum of its parts. Engaged employees lead to sustainable business results 

because they put in more efforts because they care more for the organization, they give better 

services; they are more productive and even stays with the organization longer. However, the 

extent of the impact of practices of the dimensions of the employee engagement such as role of a 

line manager, succession planning, meritocracy, employer branding on employee engagement 

and impact of employee engagement on employee retention and its huge impact over the 

performance of an organization have not been much explored. The aim of this research is to 

achieve this objective.  

Primary as well as secondary data have been used to complete this research. Primary data was 

collected through survey research strategy. The respondents of the survey were employees 

working in Dublin City University HR department, Glasnevin Campus, Dublin Ireland, because 

being an employee at such a prestigious institution such organisations are conducting employee 

engagement surveys on regular basis.  

From the analysis conducted, it has been concluded that Succession Planning, employer 

branding have a positive impact on employee engagement which have a positive impact on 

employee retention and similarly affect the performance of an organisation.  However, there is 

no impact of Meritocracy and Role of Line manager on employee engagement. 
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1 Introduction 

1.1 Background 

All organizations, either small or big strive to be a successful and hence exert their best at every 

footstep. It has been observed that successful organizations are distinct by its most importance 

asset no other than human resources. Employee’s efforts, experiences, initiatives and 

contributions are the cornerstones which expedite organization’s performance. This realization 

has forced organizations to consider their employees the most vital asset and also the competitive 

advantage. (Khan & Iqbal, 2013)But the truth is this that each and every employee is not the 

greatest asset of organization but the great performers are. Hence, organizations want to attract, 

hire and retain the best talent out of the pool and to encourage, motivate and integrate them with 

organizations. Organizations focus on figuring the differentiator employees, high performers. 

Therefore, measures employee performance and figure out performing employees, but how 

employees can perform beyond expectations and how to make them innovative and initiator is 

another concern. (Roy P, 2013) 

Employee engagement refers to the employee’s loyalty and commitment towards the 

organization and the readiness and motivation to do beyond expectations, has become a heart for 

the management. Employee engagement is just not job satisfaction; but it’s really more than that 

because fully engaged employees are aggravated, motivated, committed and enthusiastic to 

making the organization a triumph.  In the simplest way, engaged employees lead to cheerful and 

loyal customers who brings business over and again.  Engaged employees do not only work for 

their own growth and polishes their knowledge, skills and abilities but these employees take 

positive actions those are aligned to organizational reputation and interests. Engaged employees 

are referred as the strategic assets of organizations. Hence, organizations wrestle to retain 

engaged employees. (Markos & Sridevi, 2010) 

This study is conducted in order to identify the relationship of human resource activities which 

serves as the key driver of employee engagement and also to spot retention of engaged 

employees. Study is conducted on Dublin City University based in Dublin Ireland because such 

companies have already implemented Employee Engagement programs with strong processes. 

They are fully aware of the importance of Employee Engagement and drivers affecting the 

results and this study will give insight regarding the impact of key drivers on employee 

engagement which leads to employee retention. Being Large and educational Organization, they 
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follow same practices, processes and procedures which are followed globally and are well 

established. The impact of employee engagement drivers on retention can be measured 

effectively if employees are aware of the concept of employee engagement and drivers 

associated with the same. Questionnaire is based on the concept of employee engagement. 

Dublin City University was accessible and information was collected with proper and formal 

approval of Director HR but confidentiality is considered a must, which is required to complete 

the research effectively and efficiently.  

Keeping in mind, Retention is an immense confrontation as parallel to charter or attain 

superlative talents and adequately distinguished by the level of employee commitment and 

employee satisfaction. Both of these factors are very significant for affluence of an organization 

and share an esteemed confederacy. However, it does not unfailingly exhibit that a satiated 

employee is always being pledged or devoted and therefore will withhold and retain in the 

organization. ( Kennedy & U. Daim, 2010) The main purpose of this research is anticipate to 

acquire a convergence on the loop between employee satisfaction on overall employee 

commitment that leads the desired organization performance in Dublin City University HR 

Department only operated in Dublin, Ireland. 

Organizations identify key and critical positions as per their business and profession. These 

positions cannot be vacant for long time due to the nature of work and also due to the roles and 

responsibilities and operations of the company. For example: post of dyer cannot be vacant for so 

long in a textile industry and position in Multinational companies face complicated issues that 

widen more stimulation by the day. ( Ezaili Alias, Mohd Noo, & Hassan, 2014) New regulations 

revolutionize in technology, government policy, and consumer intentions and likelihood are 

transformational relationships with key stakeholders and colliding operations in unanticipated 

and unexpected ways therefore, due to certain changes and sudden challenges there are some 

critical position that can’t be vacant even for a short period of time. (Gulzar & Durrani, 2014) 

Because these people on these positions are involved in effective decisions considering 

sustainability of the organization and oversee a particular task or business unit or organization. 

Succession planning is a process to ensure that the organization have enough talent available for 

these critical positions considering the upcoming leadership needs. It includes with the 

identification and development of successors for key roles in the organization and their readiness 



10 
 

to take on the key roles. Effects of this practice on employee engagement are a concern, because 

employees consider succession planning as a growth tool. (Shuck, Reio Jr, & Rocco, 2011) 

Meritocracy is a system that every organization values. Organization demonstrate meritocracy 

when decisions are based on talent and merit rather than any class privilege. It refers to the 

organization where people with the best ideas and talent win. Organization looking to foster 

engagement adopts meritocratic approach where every employee feels safe to speak up, 

participate and share their ideas. Performance Management if not based on meritocracy leads to 

indifference & frustration among employees. (Duru-Bellat & Tenret, 2012) 

The theory & practices of employer branding have been evolved over last ten years. It gives a 

significant opportunity to organizations to drive & manage employee engagement. Different 

academic studies have been recognized positive correlation between employer brand and 

employee engagement. The employer brand is identified as a very strong tool to not only attract 

high potential employee but to engage employees because it is crystal clear in defining 

expectations that an organization wants to be an employer. (Burawat, 2013) Employer branding 

is basically affiliated with the marketing and communication tools in order to attract the potential 

employees from the market. But at the same time we need to make sure that the existing 

employee of an organization is also the brand of its organization and which is linked with 

employee engagement, besides this employer branding also depends on the company’s capital 

which is human capital as well as social capital in a market environment. Employer Branding is 

not only help organization to attract talent but also help organization to retain employees so is the 

reason of this study to measure the impact of employer branding on employee engagement with 

employee retention. ( Martin, J. Gollan, & Grigg, 2011) 

Engaging employees in a way that is according to the willingness to work is for the betterment of 

an organization. Moreover, finding the most important factors that affect the employee 

engagement and how an organization needs to engage their employee so that they could work 

enthusiastically in the betterment of the organization performance is by giving them a chance to 

contribute, support and provide recognition to the employees, empower them and help them to 

grow. Because when it comes to organization performance, employee engagement takes a major 

role towards productivity, profitability& Sustainability of the organization. And it also 

emphasizes on maintaining cordial and healthy relationship between organization and its 

employees which helps in employee retention. (Markos & Sridevi, 2010) 
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1.2 The problem Statement 

Human Resources Management has a fundamental part to play in administrating and managing 

the organisation resources, where most important resources of any organization is considered to 

be its employees and retaining them for a longer period of time is the most difficult aspect in HR 

management. Knowing the importance of employee engagement, it has been observed that some 

of multinational firms and businesses are focusing on employee engagement as per the already 

gauged factors, but there is a gap of knowledge that how does long term planning and strategic 

actions of Human resources effect employee engagement maintaining the growth of the 

organization performance. Realizing this strategic gap has forced me to conduct this study in 

which both strategic and operational factors need to be analyzed. Hence, the aim of this study is 

to identify whether there is a relationship between employee engagement and its dimensions with 

employee retention, Secondly, to identify the impact of the relationship between employee 

engagement and employee retention on organization performance. 

1.3 Research Question: 

How Can Employee Engagement affect Employee Retention & impact upon an Organizations 

Performance at Dublin City University? 

1.4 Variables 

The independent variable of this study is employee engagement. Employee retention is the 

intervening variable and dependent variable is the Organization performance. 

1.5 Hypothesis: 

“Hypothesis is a formal statement that presents the expected relationship between an independent 

and dependent variable.”Creswell, J. W., (1994).  

The hypotheses of this study are mentioned as follows: 

H01: Employee Engagement will have a significant impact on Employee retention. 

HA1: Employee Engagement does not have a significant impact Employee Retention. 

H02: Meritocracy does not have a significant impact on Employee Engagement. 

HA2: Meritocracy will have a significant impact on Employee engagement. 
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H03: Employer branding does not have a significant impact on Employee Engagement. 

HA3:Employer Branding will have a significant impact on Employee engagement. 

H04:Succession Planning does not have a significant impact on Employee Engagement. 

HA4:Succession Planning will have a significant impact on Employee engagement. 

H05:Relationship with the line manager will not have a significant impact on Employee 

engagement. 

HA5:Relationship with the line manager will have a significant impact on Employee 

engagement. 

H06:Employee Retention will have a significant impact on Organization Performance. 

HA6: Employee Retention will have a significant impact on Organization Performance. 

1.6 Justification 

This research is beneficial for Human Resources Professionals, Line Managers and Head of the 

organizations, because this study is focused and helpful to them to understand the relationship of 

key drivers of employee engagement and its affect on employee retention those affect 

organization performance and accordingly implement initiatives which yields better results. It 

enhances value to the researches that has been presided over in the past about the improvement 

in the organization performance. It also benefits academia for identifying further research and 

also to include some of the HR practices in specialized studies. As per CIPD Labor Market 

Outlook for autumn 2017 survey, currently Ireland is facing skill shortage i.e. combined with the 

varying nature of labor, over three-quarters (78%) of respondents in the HR Practices in Ireland 

survey (2017) have practiced skills shortages resulting into employee turnover in their 

organization in the last 12 months. This is in result of changes in demographics, enhanced labor 

flexibility, different requirement of skills set and when we talk about Irish labor market this 

reflects demand for certain skills, increase in job opportunities and voluntary employee turnover. 

Currently and in forthcoming employee engagement and retention in order to enhance 

organization performance is the most essential topic for every organization that will be more 

focused on to retain and engage employees. The concept is to understand and bring up with the 
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solution in retaining employees through different factors that derive employee engagement 

which would lead towards attaining maximum productivity, efficiency and effectiveness in 

performance. 

1.7 Limitations 

This research is limited to the Dublin City University, Glasnevin Campus HR Department only. 

There are only 35 people in the HR Department of the University considering the confidentiality 

of internal HR Practices of the University, this research was only limited to 30 HR Professionals. 

Secondly, Time is one of the limitations of this study. Some employees may be reluctant to 

provide genuine information that cannot be controlled by me. Some proven HR practices such as 

different dimensions of Employee Engagement are not followed in the University and it is 

considered to be one of the limitations of this study but it does not fully eliminate but lessens the 

biasness aspect from selection of the respondents. Even according to Saunders (2009), it is not 

possible to just eliminate all the biasness where the researcher chooses the respondents. 

Saunders, M. et al., (2009). 

1.8 Scope/ Context of the Study: 

The context of this study is based on Dublin City University HR Department, Glasnevin Campus 

only. Dublin City University is ranked among the top Universities in the world and is the first 

Autism Friendly University to come across in Ireland. Dublin City University is the one of the 

Ireland’s most famous university that has the strong links with academics and research in 

accordance to the industry patterns and advancement of technologies. The University offers more 

than 200 degree programmes in different fields and approximately 1200 online distance courses 

with 17,000 students inclusive of 50,000 alumni.  This study was based on Dublin City 

University Human Resources Department. DCU HR attempt to be result attentive, supports and 

builds a far better positive seeking environment and culture through which employees can grow, 

thrive and add to the success of the University goals. The HR department have 35 employees 

comprising of contract team, training and development team, pensions team, recruitment team, 

HR systems team, and HR business partners team. In order to perform this study I was assigned a 

Manager by Director HR for full support and help in conducting my thesis out of 35 employees I 

was provided the list of 30 employees in the HR department that were able to comprehend my 

questionnaire without any error or biasness. The main motive of this research to find out which 



14 
 

of the employee engagement factors i.e. succession planning, meritocracy, employer branding 

and relationship with the line manager affect employees retention that leads in better 

organization performance. 

1.9 Assumptions 

 Assumption of this study is the honesty & truthfulness by respondents. For the questionnaire 

survey each page contained a message for the respondents to leave the question blank if any of 

the question was confusing, irritating or either offensive. 

1.10 Definitions of Key terms 

 Succession planning refers to a process, which identifies and develop prospective internal 

people those can fill key leadership positions of any business or a company. It ensures the 

availability of knowledgeable and competent employees those are prepared for these 

roles. (Gulzar & Durrani, 2014) 

 Meritocracy eradicates racial discrimination because it emphasizes on the basis of ability 

and potential on merit bases. If an organization is preferring meritocracy for the selection 

and recruitment, they need to make sure that the assessment is done in a valuable way 

like clearly defining job description, knowledge ability and skills, in order to set 

transparency in an organization. (Duru-Bellat & Tenret, 2012) 

 Employer branding refers to a process of identifying a company or an organization as an 

employer of preference. For this purpose organizations can only attract contemporary and 

prospect employees if it has an identity that is factual, trustworthy, significant, 

distinguishing and ambition. ( Park & Zhou, 2013) 

 Line manager refers to the employee’s reporting manager who sets objective, gives 

feedback & evaluates performance of employee at the year end. (Alfes, Truss, Soane, 

Rees, & Gatenby, 2013) 

 Employee engagement refers to a state or a relationship between organization and its 

employees. In this state, employees are fully fascinated and passionate about their work 

and take positive actions those are aligned to organizational reputation and interests. 

(Shuck, Reio Jr, & Rocco, 2011) 

 Employee retention refers to the capability of an organization to keep their engaged 

employees. (Asif Khan, Ur-Rehman, -Ur-Rehman, Safwan, & Ahmad, 2011) 
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 Organizational performance is the ultimate goal for any organization in attaining 

profitability in recognition of better efficiency and effectiveness in the performance 

outcome with significant financial results. (Hatum A, 2012) 

1.11 Ethical Consideration 

This research was highly considered towards international and data protection laws. Respondents 

were acknowledged about the purpose of the research and the personal information, which was 

not relevant to the study were not asked.  The rights of the respondents were highly respected. 

While conducting this research honesty, confidentiality, objectivity and transparency was highly 

considered. All the respondents were offered a chance to remain unidentified and all the 

information gathered from the responses was to be treated with strict privacy. Furthermore, this 

research is only to be assessed and reviewed by the Dublin Business School for dissertation and 

examination purpose only, if incase the matter of publication of the dissertation arises at a later 

stage, authorization will be required from the Dublin City University.(Bell, 2005) 

2 Literature Review 

The main purpose of this literature is to study, explore and identify the various scholarly and 

academic data accessible and related on the research topic. This chapter goal to study scholarly 

information related with the ideas of employee engagement affecting employee retention and 

their impact upon organizational performance. Employee Engagement is the state of emotional 

and intellectual involvement and commitment that leads people to do their best work, this state 

happens when an individual employee’s intellectual, emotional and behavioral state leads 

towards the desired organizational outcome as defined by Shuck, Reio Jr, & Rocco, (2011). 

Same idea further encouraged byChalofsky, (2010) that engagement means something for each 

and every individual in the organization. Research however suggested that organizations that 

emphasis toward developing engaged employees reap significant benefit from their effort.  

Highly engaged employees are more easily retained with the organization, which in turn enables 

them to develop greater knowledge of the business, put forth more discretionary effort, meaning 

they are more willing to go above and beyond to help others. (Corporate Leadership Council, 

2014). It has been observed that significance engagement is declining worldwide (Shuck, Reio 

Jr, & Rocco, 2011).  
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The term employee engagement have various dimensions but most preferred by authors and 

depending upon the study on Dublin City University, few factors are being discussed keeping in 

mind the current strategic issues which are the Role of supervisor, Meritocracy, succession 

planning and employer branding. In accordance to these dimensions different authors have 

enlighten these terms in their studies. First dimension as discussed by the authors 

Rangriz&Pashootanizadeh (2014), Desirable System Requirements for Employee Performance 

Evaluation to Establishment of Meritocracy and Continuous Improvement by using TQMPE and 

AHP Model, i.e. implementing meritocracy manage human resources effectively to gain 

competitive advantage. Secondly, Employer Branding because it’s important that the 

employment brand does not focus on promising everything, but focuses on a few critical areas 

which stand out and can be delivered. Research has suggested that there was a positive 

relationship between employer branding and employee engagement.  Third dimension i.e. 

Succession Planning is part of company’s strategic planning. The process of succession planning 

requires strong commitment from the Senior Management along with resources which includes 

time, effort and funds to develop individuals for the next level position. The relationship between 

practice of succession planning and organization found to be positive. Mary Avanesh, A study on 

succession planning & its impact on organizational performance in the IT sector, (2011). 

Organizations those enjoy better economic performance believe in development of recruiting 

process, managing talent, continuous improvement of reward and recognition, and employer 

branding, managing diversity, increasing employee engagement and making HR as a strategic 

partner. Research shows a significantly positive relationship of talent management and strategic 

knowledge management and helps the organization to direct them towards sustainable growth. 

Daraei & Vahidi, (2014). Fourth would be the role of line manager/ supervisor in order to retain 

and engage employees for better organization performance. 

2.1 Employee Engagement: 

Witemeyer(2013) conceptualized and defined Employee engagement via three dimensions of 

attitude theory that employee engagement, is an attitude of an employee towards the work in an 

organization which contain approach of vigor, devotion and absorption; cognitive assessment of 

psychological empowerment and the motivation to do something within and extra aligned with 

the organization’s goals. Roy (2013) paralleled to the above definition says that employee 

engagement is to engaging the employees in a course which is according to their willingness to 
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work for the progress of an organization and the way an organization needs to engage their 

employee so that they could perform and work devotedly is by giving them a chance to endorse, 

support and provide gratitude to the employees, authorize them and help them to nurture. Markos 

& Sridevi(2010) explained management needs to make sure that their employees are given 

proper training, encouraging their feedbacks, as to how effectively they need to do their job, and 

most importantly establishing leadership in a way which makes an organization’s mission, vision 

and values crystal clear to the employees. Further to explain Roy 2013 emphasized that when it 

arises to organization performance, employee engagement plays a key role to productivity, 

efficiency and profitability. Khan & Iqbal (2013) stated in their study there are contrasting types 

of rewards which are surrounding to break through the organization’s productivity and reform 

and upgrade employee engagement.  

Roy P. (2013) explains it further that engaged employees have an impingement on productivity, 

abundance, growth and financial performance of the organization. Contradiction to this study, 

Khan &Iqbal (2013) also further elaborated that it has also been said that motivational factors 

whether Intrinsic or extrinsic factors could be a helpful and profitable tool for employee 

engagement. 

Adequate and masterly leadership and resultant and virtuous management can take place if 

originating exemplar and standard like engaging employee in an appropriately manner which is 

not ambiguous and is put into practice. The most essential HR Practices of an organization which 

plays the uppermost and leading role in serving the employees to walk the extra mile and 

perform better and faster and be more productive. Emphatic and operated employee engagement 

is the key fundamental and intrinsic for amended and reformed organizational performance. 

Witmeyer (2013) further explains that employee engagement is conceptualized by work 

engagement that is defined as energy, enthusiasm and interest. Moreover, Helping and serving 

the employees apprehend the organization’s direction and strategic goals from their very first day 

of joining, and the implications and understanding of their role in order to achieve and meet the 

goals is essential. Engagement appears when sufficiently and presentably skilled employees are 

trained and to provide them the direction of meeting their organization’s financial and strategic 

goals. Roy P, (2013) 

Organizations are developing a combination of both short term and long term strategies for 

attaining the successful employee motivation. These strategies are also required to maturate to 
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expedite employee engagement at work place. Employee engagement is “an individual 

employee’s subjective, intellective, emotional, and behavioral state aimed and sponsored towards 

desired organizational results and conclusion. Khan & Iqbal, (2013) 

2.2 Dimensions of Employee Engagement: 

Most important identified factors and dimensions of the employee engagement out of many 

others that are mainly significant as per authors in relation to employee engagement are 

meritocracy, employer branding, succession planning, and the relationship with the line manager, 

these factors could lead to employee retention that could help organizations perform better and 

more productive and they are all elaborated below: 

2.2.1 Meritocracy 

An organization that does not encourage discrimination and make their decisions on complete 

merit basis is considered to be an idol organization to work with i.e. employees in such 

organization feel safe and are more committed and engaged to their work due to cultural equality 

which clearly stated the positive connection between meritocracy and employee engagement. Liu 

(2011) Merit is not tangible, it’s a conceptual quality which can be determined and understood 

by circumstances. Wealth, ancestry, gender, age, creativity, economic competence, technical 

knowledge, power, momentum and so forth can be measured while looking towards meritocracy. 

Meritocracy is not defined in definite terms but still it refers to something positive and good. 

While on the other hand, same concept has been distributed among two approaches and Duru-

Bellat&Tenret, (2012) has analyzed meritocracy in a subjective manner instead of other studies 

which more focus on objective approach. Objective approach, in which social positions are 

questionable, that either the distribution is on academia based or not because education is the 

measuring tool of person’s knowledge, skills and abilities. While subjective approach is divided 

in two proportions; to observe the perception of people towards social inequalities and to explore 

the functioning of meritocracy as a desired function of justice. Pashootanizadeh & Rangriz, 

(2014)says implementing meritocracy manage human resources effectively to gain competitive 

advantage. 

Duru-Bellat & Tenret(2012) is explaining the philosophy behind the meritocracy and mentioning 

that it is due to the benefits that individuals sketch from their education as they considers 

education an investment to get returns and he further mentioned that Meritocracy at both 



19 
 

individual and country levels may be different due to higher education leads to strong belief in 

value of meritocracy. Liu (2011) explains the meritocracy and says that education, skills and 

abilities should be considered in organizations rather than any other factor especially wealth and 

social class. Duru-Bellat&Tenret(2012) identifies the facts that most of the individuals in their 

regions believe that people are not being awarded appropriately as per their skills and education 

and very few people think that to reward education is not an essential matter. North American 

people believe that their efforts are being worth and they are getting rewards as per their efforts 

while French people have less reliable ways of meritocracy. Liu (2011)further underlines that the 

myth of meritocracy cannot cover the grounds of social justice especially for those who have 

been discriminated or systematically composed inconveniences. Meritocracy eliminates ethnic 

discrimination because it underlines on the basis of ability and prospective on virtue origins. 

(Pashootanizadeh & Rangriz, 2014) 

Duru-Bellat&Tenret(2012) found that individuals don’t consider education entirely to determine 

the meritocracy in their professional life and hence other factors also get consideration which 

includes hard work, excellence of work and accountability. 

2.2.2 Employer Branding: 

Transformative business change, innovations social capital building and authenticity of 

organizations can be constructing by the employer branding as explained byMartin, J. Gollan, & 

Grigg(2011).  Burawat(2013) describes while discussing the effectiveness and its effects author 

says employees who are highly engaged feel the brand promise is lived out in the organization. 

They see that the promises being made to new and current employees are delivered upon through 

HR systems and processes and through leaders. Employer branding is being more focused on 

special targeted employees. F. Love & Sing, (2011)Research has endorsed that there was a 

positive connection concerning employer branding and employee engagement. A global survey 

on emerging trend in employer branding showed by Mary (2001)the benefit of employee 

engagement (ninety one percent) (Burawat, 2013).  

Martin, J. Gollan, &Grigg, (2011), has defined the employer brand as a general recognition for 

being known among the circle of key stakeholders to provide quality employment and 

experience, and a unique organizational identity that employees value, connect with and sense 

confidence and glad to endorse to others. Referring to the Martin, J. Gollan, &Grigg, (2011) 

elaborated the Employer branding it is the process in which branding notion and promotion, 
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communications and connections and HR tools and techniques get applied to create an employer 

brand. Burawat(2013)explains employer Branding is about identifying and understanding a 

common and compelling promise to employees. There is a strong link between innovation and 

reputational capital. Martin, J. Gollan, &Grigg, (2011) says being innovative is not enough for 

any firms instead known for being innovative, is a part of employer branding. Study suggest 

eight themes to work for possessing employer brand, which are training and development, best 

HR practices, strategic plans, employee communication, physical workspace, performance 

management, inspired leadership and corporate citizenships.F. Love & Sing, (2011). To which 

Martin, J. Gollan, & Grigg(2011) saysEmployer branding encouraged, after recession due to the 

changes circumstances of employment due to the tense labor markets and talent management. 

But now this is a tool of strategic aims. Delivering on promises builds employee trust and 

inspires employees to contribute their part of the employment deal.Burawat ( 2013) 

HR techniques, marketing and branding, communications all collectively works to create an 

employer brand. Martin, J. Gollan, & Grigg (2011). Another study resembling employer 

branding with marketing to clarify its concept and says that the brand indicates a reputation 

which individual believes for any particular and specific product and service, and employer 

branding is reputation that is attached to employer name for being good in employment relations 

explained by F. Love & Sing(2011). Employer branding effects external labor market, every 

employer wants to attract and retain high potential employees, and how well is organization 

portrayed comes from the employer branding hence it helps to talent management.Martin, J. 

Gollan, & Grigg(2011). As per best employer research Hewitt Associates, organizations those 

are recognized for employer brand over decades are due to the these qualities, common focal 

point on employee practices and sustainability, doing few core things well, and adaptable 

organizational culture. F. Love & Sing, (2011).Another study says that organizations use an 

employer brand to help attract and retain employees. Employees have choice in today’s 

employment market; they know what type of employer they want to work with, and they choose 

organizations with a strong brand over those which are less able to articulate the deal they offer 

employees. Burawat (2013). 

2.2.3 Succession Planning: 

Gulzar & Durrani (2014)Explains in their research the importance of in Succession Planning for 

organizations sustainability because it benefits in identifying the right person for the key 
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positions, where all the business related decisions are to be taken. If implemented effectively. 

When we talk about employee engagement, Succession Planning is a tool used to identify the 

right person at the right time and at the right place, specifically in the context of top 

management. Succession Planning is vital for any organization, because it helps in bringing the 

right person forward to the key positions. If implemented effectively, Succession Planning can 

bring high level of employee engagement in the organization, which is also a key business driver 

for any firm. Gulzar & Durrani(2014). (Hewitt, 2013)in their paper links the culture of 

engagement with succession planning. Succession planning helps in planning, gauging and 

evaluating hands-on workplace guidelines and practices that aid fascinate and keep talent with 

services and competencies essential for development and sustainability of the association. 

Succession Planning can bring high level of employee engagement in the organization, which is 

also a key business driver for any firm. Research found that there is positive relationship between 

Succession Planning and Employee Engagement. Gulzar & Durrani(2014) 

On the other hand, Organizations used to have managerial levels, and the managers used to 

spend large aggregate of time in tactical tasks such as enhancement of processes, instructions, 

training & development and guiding. Employees used to stay with their organization for decades 

with expectation that after spending a decade of service, organization will invite them to join the 

managerial level. Having so many managerial levels, managers had time and resources to 

witness direct reports on many circumstances and coach and mentor employees with high 

potential toward future available prospects by Avanesh (2011). 

In real, there is a shortage of skilled employees and the difference between the supply and 

demand is getting bigger day by day. Organizations tremendously quote the mismatch between 

available applicants and the desirable practical proficiency and employable expertise and 

abilities as a key interruption in satisfying vacancies. In-demand abilities differ by regions but 

worldwide the requirement for accomplished trade labors is extreme, shadowed by engineers and 

sales agents. Liberal leaders appreciate that a hard talent counter is fairly and literally the link to 

their upcoming achievement. Hence emerging high abilities is a dynamic aspect of a company’s 

profit-making approach, as it directly sustains or decreases the gathering of aptitude capable of 

satisfying forthcoming senior leadership posts. (Hewitt, 2013) 

In order to define the above concept, The National Academy of Public Administration (NAPA) 

succession planning is a considerate and organized procedure to plan leadership requirements, 
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classify a pool of high prospective aspirants, mature leadership proficiencies in those aspirants 

through numerous expansion understandings, and excellent front-runners from the pool of 

potential leaders. Avanesh(2011)says that it has become significant to recognize and mature 

leaders known as successor within the Organization and authorize them with added 

accountability to shoulder increasing stages of leadership.  

Gulzar & Durrani(2014)obviously states the character of succession planning to classify and 

recognize accurate people at the accurate time and at the accurate place, precisely in the situation 

of Top management. Considering the most worldwide establishments, leadership expansion 

enterprises are considered a vital portion of the business approach. Global human resources 

referring firm Hewitt Associates had piloted a management study previously this year which 

exposed that 91 percentages of the topmost 20 companies have a procedure for primary 

identification of front runners associated with 61 percentage of the respite; also, 82 percent of the 

top most establishments have official mentoring databases in evaluation to partial of the others. 

(Avanesh, 2011).  

2.2.4 Relationship with Line Manager 

Furthermore, keeping in mind the importance of employee engagement, Globalization has 

increased the employee's flexibility and the expectations of employees have been increased 

employees more from their organization than they previously did. The behavior of employee is 

depended upon the relationship between Line Manager & employee, from the experience of an 

employee. Nowadays organizations are more focused on talent which has forced employers to 

amend their business model so that they can engage and empower their employees. Everyone 

with an organization should have a specific job description, objectives or roles to perform in a 

given time period and these will provide line managers to hold employees accountable for their 

performance. Research has proved that when a line manager provides clarity in terms of 

employees’ role and objective, it will lead to positive relationship. The empowering behavior of 

a leader has impact on the clarity of employees perceived job in a positive way. Leaders should 

provide support and guidance about the task which brings less uncertainty.Mendes & W. 

Stander(2011). 

The majority of researched regarding organizational relationships and trust deals directly with 

line managers and their direct reports (immediate). There are five types of behavior which 

capture the diversity of reasons that influence employees' perceptions of their line manager’s 
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trustworthiness: behavioral integrity, behavioral consistency, delegation of control and sharing, 

demonstration of a concern & communication. A large number of previous studies on 

information receiving focus on the communication exchange between line managers & their 

subordinated. Feedback from managers on time with adequate explanation on decisions is also 

associated with trust at a higher level, as is the case with open, honest and accurate 

communication between line managers and their direct reports.Ellis & Shockley‐ Zalabak, 

(2009) 

Another research which favors the relationship of Line manager behavior with employee 

engagement is Alfes et al., (2013). It was found in the study that the perception of employees 

regarding the behavior of line manager and HRM practices are positively impacting to levels of 

employee engagement, and that engagement, in turn, facilitated the link with the performance of 

individual which leads to performance of organization. Researchers have argue that HRM’s 

influence on performance consequences is therefore indirect rather than direct, and that the 

emphasis of Human Resources Management efforts should be primarily on the effectives 

selection, placement, and performance management of managers with people reporting and then 

the focus should be on developing & supporting line managers to make sure the consistent and 

fair performing of intended HRM practices, and then the focus should be on employee 

engagement by developing and implementing strategies of employee engagement. These factors 

together can create a virtuous sequence fostering performance of high level. 

Gillet et al., (2012) research found that Line managers supportive behavior and encouragement 

with regular feedback leads to self-directed motivation in employees. Hence, it has been proven 

that the support of line manager is required in motivation of employees.Prakash Pati& Kumar, 

(2010) supports the argument that the support of line manager is required to initiate and sustain 

employee engagement among employees. 

2.3 Employee Retention: 

Globally speaking, it is said that capable people are in short supply globally, which accounts for 

fierce competition between organizations to attract and retain these skilled resources. Most 

companies don’t really measure why people are leaving and why people stay. Keeping critical 

employees motivated and dedicated is one of the most important demands on management today. 

Sometimes it’s not who you hire that counts; it’s who you keep. stresses the fact that it is a lot 

cheaper to keep current employees than to hire new ones, so the real issues for corporations 
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becomes the continuous, ongoing effort to identify and keep all their top performers, whether 

they are old, middle aged or young.Kennedy & U. Daim,(2010). 

Employee retention is termed as the beneficial process composed of various activities and tasks 

that helps employer to ensure that their employees do not leave their organization Laddha et al., 

(2012).The human is the most important asset for organizations, especially in the era of 

competitiveness where management cannot be able to afford the loss of potential employees. It is 

pragmatic challenge for HR practitioners to make it possible by utilizing the human potential in a 

way to make them knowledgeable worker and productive for organization and society as well. 

Literature review says that it is certain that engaged employees will stay with the organization 

and research shows positive and significant relationship between employee engagement and 

employee retention. The findings of the study also explained, when employees being provided 

with satisfactory talent management practices (managerial support, employee career 

development and rewards and recognitions), they will be more engaged with the job and 

organization, and therefore, they tend to remain in the same organization for a long run. Ezaili 

Alias et al.,(2014). 

2.3.1 HR Best Practices & Employee Retention as per Pfeffer (1998): 

Employee retention has played the strategic importance in HR Practices i.e. according to              

Pfeffer (1998) the ‘best practice’ gives the impression to work on the theory that workers take a 

long term perception of their firm’s prospects with seven principles: 

2.3.1.1 Employment Security: 

This is pertaining to employee retention strategies, letting employees stay committed for a longer 

period of time in the organization with the confirmed job security and career progression. As 

linked above in succession planning. 

2.3.1.2 Selective hiring and Selection: 

This means recruiting and retaining best talents or skilled employees of the organization in the 

most effective way which could include proper interviewing and recruiting practices and 

succession planning for retaining them into the organization. 

2.3.1.3 Broad Training, Learning & Development: 

The continuous level of improvement of employees to work productively and effectively in the 

organization for gaining better competitive advantage through continuous training, improvement 
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and development knowing the basis of the organization and its vision and mission which also 

helps to build relations with the employers as well. 

2.3.1.4 Employee Participation, information sharing &worker’s Voice: 

This indicates towards an open communication between an employer and its employees as 

discussed by Purcell. Involving the employees in the decision making matters pertaining to 

finance, different and operational strategies which help the employees to contribute and keep 

them engaged and committed towards their organization. 

2.3.1.5 Team working: 

Purcell conceptualizes the importance of team work and leadership for building commitment and 

dedication in the employees for their work and organization. 

2.3.1.6 High Reward Depending Upon Performance: 

Compensation and benefits as per Purcell is an important aspect for an organization to engage 

and retain the best pool of potential talents along with providing employees performance related 

reward which help them boost their work performance. 

2.3.1.7 Reduction of Status Differentials: 

This brings better team work and flexibility with an open management culture with encouraging 

coordination as discussed earlier in meritocracy. 

2.3.2 HR Best Practices & Employee Retention as per Fombrun et al. (1984): 

Further to explain, Fombrun et al. (1984:37) associated HRS in accordance to the strategy and 

structure of an organization which according to their view directs to successful systems for 

running human resources showing the way to better effectiveness within the business and these 

HR systems can be internally linked and aligned to the business strategy.The model of Fombrum 

et al. discovers the assortments of fitting HR strategic choices that include selection and 

recruitment, appraisal, compensation, rewards and recognition, and development that are reliant 

leading a firm’s tactical and structural configurations. HR Practices help in increasing stronger 

human resources as a foundation of gaining continuous competitive advantage by producing and 

developing a pool of high quality human capital for an organization. The possibility of HR 

practices for instance: 

 compensation,  
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 training & development,  

 Career prospects,  

 work-life balance and rewards and  

 recognition are significant practices and techniques 

for retaining valuable employees in the company that hold up each other maintaining friendly 

and cordial relationships with employee, employee engagement, and employee encouragement in 

decision making, self-sufficiency and empowerment. Research have found that HR practices that 

includes security, reward and compensation, training & development, evaluation method and 

performance management certainly impacts on a firm’s capability to gain competitive advantage 

and in reducing employee turnover. The purpose of best practice aligning with HR practices is to 

progress dedication and motivation which will enhance both financial and economic 

performance and employee progress so that workforce will turn out to bedevoted to the business 

and from this time forth gives the association a competitive gain. Bhutto et al., (2016). The 

paramount of human resource practices are generally successful related to high level of 

commitment i.e.  employee retention and the efficiency that gives more proficient outcome to the 

organizations. Further to explain high participation in an organization that may boost the 

employee performance may lead to optimistic effects that are linked to organizational 

performance.  Greenhaus, J.H. , (2004). 

2.3.3 Relationship between employee engagement and employee retention: 

Accomplishing organizational success is the vital persistence to be attentive by any organization 

that takes massive struggle to enhance employees’ task with effectiveness, obligation, and 

enduring essential inspiration to perform well in tough times. This is the reason as the present 

struggles of an organization are to develop and enhance organizational performance with the 

positive concepts of engaging and retaining employees. Koyuncu, (2006). 

The disclosure in regards to the HR challenges arrives from the year 2016 where SHRM and 

Globoforce Employee Experience Survey was sent to almost 738 Human Resource professionals 

and leaders where the research analysis in accordance to the report of more than a million 

workforces illustrated that vastly engaged firms have lesser rate of absenteeism and turnover. 

The different types of engagement SHRM supports are united to organizational and managerial 

values knowledge, practice, experiences and understanding, which the survey outcomes exhibits 

http://go.globoforce.com/rs/862-JIQ-698/images/SHRM-Employee-Experience-As-Business-Driver-.pdf
http://go.globoforce.com/rs/862-JIQ-698/images/SHRM-Employee-Experience-As-Business-Driver-.pdf
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the importance of employee engagement and employee retention. As per this study in 2016, the 

survey further emphasized on the statistics that 60% of organizations had a values-based 

recognition program as compared to the previous years in the year 2015 it was 50% and is 

expected to increase every year hence, there are some organizations that are still below the 

adoption curve. However, those companies that spend at least 1% or additional of payroll on 

such appreciation programs employees are far more motivated in order to stay in the organization 

and are productive on their work responsibilities. The same survey was performed in the year 

2018 with 738 HR professionals and 89 percent say their employee engagement programs assists 

and aligns with employee values and experiences and helps build the organization and employee 

relationships along with improving organizational culture and 84 percent say it helps better with 

employee engagement along with strengthening firm’s values. Usually there are various reasons 

behind employees leaving the organization as mainly explained in employee engagement. Many 

organization tend to also overlook the concept of employee engagement which could lead them 

to better performance. Employees who are not motivated enough to work in an organization 

leave due to job dissatisfaction, their role of line manager or supervisors and ineffective training 

and development and salary incentives. Kemelgor, (2008).As elaborated in employee 

engagement Gillet et. Al (2011) found through their research that the Line manager plays a very 

pivotal role in employee engagement and employee retention via providing proper feedback to 

the subordinates that could keep the employees satisfied on their assignments and would help 

them b motivated and committed towards the organization. 

2.3.4 Employee Retention and Organization Performance: 

Donald, S.M, Catt,E, (1989) However explained that high levels of employee commitment in an 

organization will have considerably higher productivity, operating margins and profits as 

compared to those organizations with low employee commitment. Employee Retention saves an 

organisation from various difficulties and strategic issues including finances/budgets, 

replacement costs, training costs and various other expenses and loss. Organizational Culture 

covers apparent images towards organizations, associations and relations among workers, 

approach towards established ways of performing responsibilities When a company loses 

workforce, it loses talent, knowledge and experiences. The extent and nature of these losses is a 

significant and serious management risk and issue that majorly affects an industries productivity, 

output, profitability, and quality of company’s product and services. For workers the high 
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number of turnover can unenthusiastically influence employment affairs, morale and workplace 

security. Bratton, J., & Gold, J., (2003). Mendes & W. Stander, (2011) enlightened that 

employee retention as an imperative progression for organisation performance in order to remain 

and gain competitive advantage. Consequently, for Organizations to stay viable, they need to 

retain employees who are focused, operational with valuable skills and loyal to their work which 

explains that creating and executing retention practice is a center purpose of Human resource 

management which helps all the companies to gain understanding of employee’s expectations at 

workplace.  Any organization that has an ability to retain their employees is a sign of successful 

corporation and also indicates that there is an affirmative consequence on their performance and 

level of productivity. The globe is an incorporated marketplace where comparative advantage 

relies on the skilled talents, education, experience and technical aspects and competence that 

comprises a firm’s workforce. Therefore, keeping in mind in terms of organizational 

performance, highly talented, experienced and educated labour force enhances labour efficiency 

in boosting organization performance that differentiates it with the rest of the market. Because 

retaining employees lead to cost saving of training new employees as a result of retaining 

existing employees who have better skills and knowledge of the organization’s internal and 

external processes, and are familiar with goals and objectives that would help the company to be 

more productive and perform competitively Scullion, H. & Collings, D. G., (2010). Barney, J. , 

(1991) emphasizes on the significance of the insubstantial resources and potential of an 

organization in the perspective of the competitive atmosphere while evading and finding 

competitive solution to any weak points are most liable to progress its performance in the 

market.  

The morale of work-forces efficiency and productivity, are all impaired by inadequate retention 

practices. Organizations that want to prosper should have positive influence on their workers and 

develop processes to retain them. Heneman, (2006).Although knowing the importance of 

Employee Retention, it is unfortunately still stated as the most disregarded subject by the HR 

Professionals and including the large organisations which are growth oriented. Further to explain 

employee retention is dependent on leadership and managerial skills and is most effective 

Human resource strategies that an organization would affluence in their business and managing 

their talent. Vasquez, (2014) stated Employee retention facilitates and contributes well in terms 

of the economic steadiness in numerous phases like job security, saving of additional or extra 
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expenses on job advertising and recruitment and selection process. Retaining the employees in 

any organization be it small or large is the most critical aspect for the economic development of 

the industry. Employee retention is a major part of talent management as well where the 

organization takes effective measures in order to retain its talents Bittante, (2007). Retaining and 

helping employees progress throughout all stages and phases of an organization is significant and 

indicates for long term accomplishment of the company.  Retention is considered to be a major 

factor unquestionably in the notable low unemployment rates today. Quinn, (2018). Most of the 

organization in order to retain their talented workforce, pay attention toward recruitment and 

selection, proper and time to time training and development ensuring the continuous growth of 

their employees and paying the employees high incentives as compared to the market enabling 

them to remain and committed towards their work in the firm. As per globoforce and SHRM 

survey in the year 2018, the survey exhibits that 47% of HR professionals and influential 

perceives employee retention and turnover as their top employees management challenge and 

dispute. In the end, the management or the higher authorities must comprehend the disparity and 

distinction between a valuable employee and an employee shifts promptly and doesn’t contribute 

to the company either. Genuine efforts must be considered to support and persuade such workers 

so they stay motivated, engaged and happy with their responsibility and don’t consider change. 

High turnover of workers majorly impacts the even operation status of an establishment. If there 

is a high rate of employee turnover in a company in general, it is considered as an addition to 

being a costly problem and can unconstructively impact the company as well as employees in 

various ways because when the employees consider to leave the company at their beginning or 

middle stage it causes a company to acquire further expenses towards recruiting and advertising 

for new employees and also costs time as well for job placement processes. 

2.4 Organizational Performance: 

Organizational distinctiveness is a planned implementation for attaining its aims, vision and 

mission. Furthermore, the uniqueness of an organizational is linked to all the experiences, 

knowledge m understanding and thoughts in general employees have about the establishment and 

its business. Organization’s Performance is majorly related to the effectiveness of the 

communication and relationship between all the subordinates and supervisors which directly 

show the way to construct more positive place of work and superior dedication and loyalty to the 

worth of service. Hatum A, (2012)Organizational performance is the ultimate success and 
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accomplishment of an organization which would include such as accomplishments of certain 

profitability covering the period of time in which it has been achieved and the recognition of 

efficiency and effectiveness in the performance along with remarkable financial results. No 

matter how many employees does the organization have but the organizational performance is 

always been a major concern therefore It becomes the most important part in short the DNA of 

the organization. The performance of an organization could be identified to know how the 

organization is doing as compared to its competitors, other firms and in the market. Accordingly, 

it is an indication of the level of efficiency and productivity of employees of an organization 

which is precisely described in terms of earnings, profit, stability, expansion and development of 

an establishment. In order to survive and compete in the market all types of organization, be it 

small, medium or big struggle for continued existence. To guarantee their achievement, business 

must execute well. When it comes to achieving organizational goals and objectives eventually, 

performance is based in the heart of decision-making, administering and executing process of 

building an organization to the higher level of output. Furthermore, executive performances 

comprise of compound actions and activities that assists in founding the aim of the establishment 

and further observing and carefully monitoring the growth and evolution towards the aim. 

Johnson, M, (2000). 

2.4.1 Measuring Performance: 

Organizations with a better performance are those that attain improved outcomes as compared to 

the opponent or competent organizations through corrective measures and aptitude to adjust to 

any market transformations and however are always attentive with the quick comeback to these 

market unexpected changes, organizations with such extended terms produce a management 

formation consistent and with determination where their priority is also based on incessant 

development and progress in various functional, operational key features inclusive of an 

appropriate conduct with their subordinates or employees. Bayazi et al. (2009) besides, to 

achieve all these key features and  awareness it is compulsory for an establishment to correctly 

measure their performance on the continuous basis and also discuss this with their employees 

understandably, showing them the importance of their feedback. Diversity of organizations 

intensifies problems of work place that hinder organization performance. Studies demonstrate 

that each employee’s issues or problems can be connected towards their individual capability to 

perform a task, even whether it is in regards to the management concerns of control and guidance 
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or any kind of personal trauma to cope up with the workload. Businesses are liable to make any 

decisions based on financial aspects of workers to complete and realize prompt way towards 

accomplishing organizational goals and objectives. Therefore, both the factors are to be 

considered by the organizations i.e. financial and non-financial factors in accordance to boost 

their performance. Despite the fact that the organization is large or small considering both factors 

lead and could benefit in attaining maximum organizational performance. Further to explain, 

Kazimoto, (2016) according to this report specified that measuring the employee engagement 

could actually assist the company to realize the needs and ways in order to build organization 

performance. Studies signify that giving importance and understanding the key to employee 

engagement to measure the company’s performance is equivalent and encouraging to provide 

employee with opportunity towards suggesting their ideas, views and feelings. This makes the 

workers realize their worth and importance in the organization and this helps the company to 

perform at par. The perception of worker’s behavior and commitment towards the business 

described by Kazimoto, (2016) emphasized that engaging and retaining high skills performers or 

any employee entails undertaking performance that is based on the foundation of action 

approaches and outlook of the worker itself because it all depends upon the change and attitude 

of an organization showing the importance to their labors. It depends how a manager does or the 

management consider their subordinate concerns and opinion. Therefore, it is great when the 

organization take a step towards improving employee engagement and retention and measuring 

the progress of it because measurement is the initial step corporation should take sooner than 

they can execute important actions to perk up engagement and retention which also requires to 

measure the right things in the right way and at the right time, focusing on engaging and not 

letting their employees leave the organization can assist firms resist and prosper during harsh 

economic or financial period because it is crystal clear that well performing employees are 

determined with high motivation, commitment and values to make sure to accomplish 

constructive outcome for the company. 

2.4.2 Employee Engagement & Organization Performance: 

Such companies who engage their employees and gain their trust have their commitment for a 

longer period of time because they feel that they are valued by the company by involving them 

into decision making and provision of feedback, continuous training, succession planning, 

treating them on the basis of meritocracy and continuous performance feedback from their 
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supervisors on this basis employees feel that the organization is taking continuous effort to retain 

them and they feel their future is secured and therefore they perform better. The organization’s 

height of performance falls and clashes when a high skilled key workers are no longer working 

in the organization to recommend their proficiency, knowledge and expertise and experience in 

solving the problems or coming up with an effective decision. James, (2012). Employees of an 

organization are considered to be the encouraging factor for their engagement towards the firm’s 

performance. Therefore, the recognition, managing, engagement and retaining employees is a 

central function in contribution toward organization’s performance because employees that are 

willing and are performance well indicates high level of motivation in the firm that creates an 

optimistic outcomes and this could help the organization withstand. Markos & Sridevi, (2010)  

also confirmed in their research that engagement and retention have relationship with the 

organizations performance and outcomes where it has been explained that more the employees 

are engaged and committed to their work the better the performance of the organization becomes 

stable because engagement and retention emphasizes on the positive culture an organization 

holds and where organizations encourages continuous improvement of their staff leading towards 

the maximum business productivity. Not only financial factors are considered by the 

management for better outcomes, employees engagement are also taken into notice by the 

management which is a non-financial factor. Many studies reveal the better and continuous 

coordination between the managers/management and their subordinates are related to the better 

organizational performances.  

2.4.3 Employee Retention& Organization Performance: 

Employees with much higher commitment towards their work lead to retention that reduces 

many declining factors including absenteeism and staff turnover which helps and benefits the 

organization towards sustainability and productivity. There is a relationship between employee 

expectations and organization’s responsiveness considering the external and internal factors that 

shows the performance of the company while broadening the range of assessment analytics, 

understanding employee’s point of view, focusing on long term approaches and strategies along 

with measurable and realistic actions. As explained in the employee engagement above the role 

of the managers and leaders are to consider and judge on employee’s apprehension to sustain 

organization performance. Employee feelings and attitude is a major affirmative factor for their 

engagement and reason to retain in to organization. Therefore, the acknowledgment and 
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appreciation of employee attitude and work is an essential component for all the struggle a 

company has to go through to add into organization profitability. Where there is importance and 

retaining of skills are concerned this is the part of strategic plan that leads toward the maximum 

profitability and enhancement in the performance of a company. Furthermore, well-being of 

employees is an understanding towards their maximum input for organization performance. 

Moreover, employee retention approaches and strategies go an extensive way in encouraging the 

staff so that they stay with the organization for the utmost occasion and add efforts towards an 

effective and sincere contribution.  

2.4.4 HR Policies & Strategies for improving Organization Performance: 

For any establishment in order to be affluence in their business their functions and methods of 

performing and doing so should be well defined and smart. It is significant for an organization to 

build such strong approaches and strategies that are planned in the order of the expertise that 

would boost the performance of an organization. Especially when it comes at running 

performance necessitates business to merge caring, managing and raising their people with 

guaranteeing that functional and organizational plans and objectives are attained. Every business 

that is able to evaluate and appraise their position and circumstances and implement such 

management response is imperative to managing organization’s personnel. Managing, engaging 

and retaining skilled employees will guarantee performance of an organization as well. It is 

central to be acquainted with a primary reality that organization performance verifies its survival 

and continuation in the spirited world of trade. Hence for this reason it is vital to create an effort 

to attract, build and retain creative, skilled and high performance workforce which will transform 

the business into far above the ground performance all the way through improved market share 

and conquering a competitive gain and advancement. Releasing the acquaintances and talents of 

the organization’s workers will guarantee that as establishment can compete in present market 

and knowledgeable system. In short, getting the most out of the workforce will direct to 

better organizational effectiveness over the long period of time. Moreover, getting the best out of 

all the employees is critical to prosper in the present advanced, viable, competitive and rapid 

moving economies. Therefore, in this term the organization is responsible to create an approach 

or strategy that brings the maximum organizational performance and effectiveness that begins 

thorough thinking of employees and their interest and expectations. Earnest hard work should be 

carefully considered to make certain the firm’s growth inclusive of continuous improvement and 

http://www.forbes.com/sites/edwardlawler/2014/02/11/hr-should-own-organizational-effectiveness/#27c25adf7074
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learning for the staff in their existing work responsibilities along with their maximum dedication, 

interest and some fun because out of various concerns many firms also need to consider that 

individuals once well trained have a higher propensity to shift to another organizations for their 

superior forecast which includes, greater position, well-paid salary, flexibility, improved culture 

and ambience, growth prospects and these are some of the aspects and reasons which rapidly 

change an employee’s mind to shift to another and better firm. Therefore, it is the liability of the 

management to get involved directly on any occasion when a capable employee conveys his or 

her keenness to move to another company and research on causes and the human resource 

department should find the possible reasons via proper feedback leading to this decision of an 

employee because a capable and high skilled employees have a tendency to take all the 

strategies, policies and procedure along with all the important and confidential work techniques, 

data, information and statistics learned from the present organization to a new job that they have 

considered which could also affect the present organization’s method or approach toward 

boosting performance and various confidential details and matters so in order to avoid such 

instances, either a strict policy should be developed and implemented for all the employees to 

undertake not to share any confidential policies, practices and procedures outside the 

organization but somehow the company should try their best in order to retain such employees 

because the training and method of work taught by the present organization to an employee is an 

effective way to retain their skills within the organization because a firm has to admit that the 

employees those are working for a longer period of time are much more well aware, known and 

common with the organization’s hierarchy, work structure, culture, policies, procedure and 

practices, ethics and functions and as a result they bend better which lead them to perform better 

as comparison to those employee who shift to another job promptly and frequently. 

Consequently, these employees who have spent a substantial amount of time, services and 

dedication towards an organization are much familiar about the company’s in and out and hence 

intend to perform efficiently and effectively till the time they stay within the organization. As 

explained earlier it has been practical that employees those are stuck to a firm for a longer span 

of time are considerably more loyal and committed towards the management where the 

organization also intends to stay stable to function smooth because such employees enjoy all the 

perks, responsibility, dedication from the organization and therefore spread positive atmosphere 

which leads to motivation and commitment of work and further leads to attain maximum human 



35 
 

and organization performance. Therefore, in order to maintain such positive culture and 

atmosphere the management of an organization is liable to keep their employees more engaged 

and motivated and to further retain all their the valuable and highly skilled employees who add 

value to their business and organization through their dedication and potential capabilities and 

techniques. Because these are the employees if trained well are best solution providers having 

prompt and smart decision making skills hence, no organization can continue to exist if all the 

top performers leave. It is very crucial for the business to retain such long term workforce who 

work hard with full devotion and enthusiasm and are obligatory for the entire system that leads to 

better performance. Employee’s de-motivation leading towards their turnover on the one hand 

has a straight impact on an organization’s performance i.e. on its revenue and profitability which 

directs towards the declining in the morale of all the workers which also leads into spreading of a 

negative, damaging and un-satisfactory environment on the other which definitely affects the 

organizations performance and their profitability. Once the environment of the company is de-

motivating and employees who decide to leave the organization all of a sudden or unpredictably 

can damage the development, further improvements and progress of an organization. Hence, it is 

clearly emphasized that the performance of an organization is affected due to employees less 

commitment, less creativity, low morale and turnover rate in particular. Above and beyond, the 

recital of organization is extremely and mainly affected because of the turnover of a high skilled 

worker consequential in low level of production, profitability and work overload. The 

organization is also responsible to develop and implement a liberal and encouraging leadership 

also inclusive of encouraging a culture and atmosphere that promotes, maintains and measures 

employee engagement and incorporates as well as associates organizational functions with 

operational systems. Besides in order to sustain and maintain organizational growth and 

performance there has to be healthy, clear and open communication with meritocracy and fair 

treatment of all staff be it lower, middle or upper management along with continuous feedback 

which would enhance an opportunity for growth and development of a company. The extent and 

the effective measures to which these characteristics are put into practice and function without a 

glitch will verify the intensity of an employee engagement, retention and the results that impel 

the organization's achievement and sustaining performance because this will act in traditions that 

progresses employees organizational benefit, safety and interest. Therefore, the factors that 

include employee engagement and retention are significant to the competitiveness of the 
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establishment predominantly surviving and continue to sustain in the existing business 

surroundings. 

2.1 Theoretical Framework 

This study wants to analyze that what is the effect of these independent variables namely 

employee engagement and its intervening variable Employee Retention latterly on the dependent 

variable organization performance. All the variables are used for quantitative analysis. The 

diagrammatic structure is given below: 

 

                                         +                                          = 

 

 

 

 

 

Figure 2:I: Theoretical Framework 

This model has adapted from numerous researches. According to the research done by (Markos 

& Sridevi, 2010)  engaged employees have low intention to leave their companies which result in 

reduce turnover. Further to explain, Mendes & W. Stander, (2011) enlightened on his research 

that employee retention is the most essential role for gaining competitive advantage in order to 

increase maximum organization performance. As a result, Ogranizations should retain employees 

that are committed to their work through which they explained that implementing and executing 

retention practice is a main purpose of Human resource management in retaining skilled and 

loyal employees who help in increasing the organization performance. Bayazi et al. (2009) 

emphasized on measuring organization performance via carefully considering employee 

retention and engaging them and giving importance to their feedback for further improvements. 

After studying above mentioned studies I have found there is a gap between employee 

engagement and employee retention with the HR Practices. To keep that in mind I have proposed 
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the above framework to test how HR practices impacts on employee engagement and retention 

does effects organization performance. 

3 Research Methodology 

3.1 Introduction 

The aim of this chapter is to help the researcher in providing a way of collecting data to answer 

the research questions. This chapter focuses on explaining all the steps following the research 

questions and to highlight the significance of developing an effective research by using relevant 

methods. This chapter plays an important role for the whole study, because it acts as a guide in 

achieving the aim and objectives of the study. 

3.2 Research Strategy 

Quantitative research is conducted to find the results based on statistical analysis. The data is 

collected from the HR Department of Dublin City University, Glasnevin Campus taking in 

account the structured questions and the findings are based on the more generalized and applied 

to the desired population. The data is collected through surveys and are founded in statistical 

form in contrast to qualitative research. (Bell, E. and Bryman, A., 2003)Based on this analysis, 

the study will be a quantitative research and will adopt the positivism philosophy to identify the 

impact of each variable. This study will use some models from prior literature and will alter it 

according to the constructs. This study will use the explanatory research and use Census. In 

addition, the quantitative method of data collection will be done by the help of self-administered 

questionnaires. This study will be cross sectional all data will be taken at one time. Primary and 

secondary both type of data will be used. 

3.3 Research Approach: 

To conduct an effective research, the usage and development of theories is crucially important 

and is called a research approach. There are mainly two contrasting approaches: deductive and 

inductive, and both plays an important role for conducting the research. Saunders, Lewis, and 

Thornhill, (2016). 

Inductive approach also known as bottom-up approach begins with the data collection by 

exploring the concepts to build a theory. In contrast, deductive approach basically starts with the 

already developed theory to be tested which results in either acceptance or exclusion of the 
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theory. Bryman and Bell, (2007) and It is also a standardized approach for scientific researches. 

Saunders, Lewis, and Thornhill, (2016). 

There are some hypothesis’s that exists in the literature of other researches in influencing 

employee engagement, employee retention and organizational performance, which has also 

helped this study in developing some of the objectives of this research and thus leading this 

research more towards deductive approach. It helps in answering the “what” aspect of the 

research questions which basically covers the whole aim of this study. 

Therefore, to achieve the aims and objectives and to answer the research problem of this study, 

this research will consider deductive approach. It will also help in generalizing the quantitative 

data which will be collected by the respondents. 

3.4 Research Design 

Research design is basically a generalized plan and the how aspect of answering the research 

questions. It will also consider, the sources from which the data will be collected and analyzed 

Saunders, Lewis, and Thornhill, (2016). 

There are three main types of research methods which helps in forming the study, i.e. 

Exploratory, Descriptive and Explanatory. Exploratory research aims to explore new concepts 

and understanding because of the nature of the research questions, and mostly commenced with 

the more general research, which narrows down to specific with the progress of the study. It 

helps in conducting face-to-face in-depth interviews or conducting focus group interviews which 

could be unstructured with high reliance of quality upon the respondents, and consider a small 

sample size. Saunders, Lewis, and Thornhill, (2016). 

In contrast, descriptive research aims to describe current situation. The data analyzed in 

descriptive research is often quantitative which includes numbers, statistics, figures, averages 

and percentages; and is concluded by secondary data. Nassaji, (2015). It is often an extension to 

the exploratory research and the process followed is structured. Saunders, Lewis, and Thornhill, 

(2016). It generally answers the “what” aspect of a caused situation. According to Bryman and 

Bell (2007), descriptive researches usually have some hypotheses and which are mostly tested by 

surveys. 
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Whereas, those researches that develops cause and effect relationship between the variables are 

explanatory researches. It mostly follows the experimental method to explain the causal 

relationship between the variables to answer the research questions (Hair et al., 2000). Moreover, 

according to Bryman and Bell (2007), explanatory studies are generally conducted by surveys or 

experiments. 

This study has simple defined objectives and has got a clear direction towards achieving those 

objectives by testing the model through hypothesis defined by Shaheen (2009). Therefore, to test 

those hypotheses and to answer the research questions effectively for the completion of this 

research, this study will be following descriptive research.  

3.5 Justification of Choosing Quantitative Method: 

The reason qualitative approach was rejected for this research based on the internal HR practices 

of the Dublin City University. The research questionnaire and methodology was discussed by the 

HR team for conducting this research and this decision was based keeping in mind to maintain 

the confidentiality of HR practices of the university. The questionnaire consisted of very internal 

HR Practices questions which was not suitable for the qualitative analysis or conducting 

interviews. The main priority of the University was to maintain the confidentiality of the 

responses of HR Team and their internal HR Practices and come up with the further solution to 

improve it. Therefore, the interviews of the managers were directly rejected and all the 

questionnaires were filled anonymously by the 30 HR professionals to avoid biasness and 

hesitant in giving true responses.  

As this research follows a positivist philosophy with a descriptive research design and a 

deductive approach, therefore quantitative research strategy deemed fit for this study and it will 

be employed for the data collection. Furthermore, to study the whole model deeply to gain 

knowledge and find the results in an education industry to answer the research questions, 

positivist approach will best fit for this research. Moreover, as per Bryman and Bell (2007), 

research philosophy following positivists theory emphasize on adopting quantitative approach 

which helps the researcher in explaining the numerical data collected through surveys.  Also 

according to Gill and Johnsons (2010), the data collected by the researcher in a positivist 

philosophy helps them to look for causal relationship and those reflects a meaningful finding. 
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3.6 Procedure 

Our research study was conducted in the following manner; 

 Current topic was chosen after a deep discussion with the Advisor.  

 In-depth secondary research was conducted in order to have better understanding of the 

chosen topic. 

 An outline was mapped to carry out our research.  

 Conceptual framework was developed 

  First chapter was completed 

 Second Chapter of literature review was compiled 

 Third Chapter of the study was completed.  

 Developed the questionnaire survey and approved by Advisor. 

 Developed the questionnaire survey and approved by HR Managers of Dublin City 

University. 

 Primary data was collected. 

 Organized Systematically all the gathered data after arrangement into excel sheets  

 Carried out an in-depth analysis of the study findings with the aid of SPSS and graphical 

models and then emerging the study 

 Concluded and recommended the study 

3.7 Population 

The context of the research is the Human Resource Department of Dublin City University 

Glasnevin Campus, Ireland. DCU is a globally momentous well-known University that has 5 

campuses and their main campus is Glasnevin Campus along with 6 faculty departments. The 

University have 35 employees working in HR department with at least one to two years of 

working experience at junior to mid - level position i.e. (1=Entry level/Officer level, 2=First 

level Management, 3=Middle Management, 4= Senior Management ,5=General/Managing 

Directors). 10 employees are recently appointed in the organization due to new introduced 

designations and previous unfilled positions as per their man-power planning Therefore, 30 

employees are considered for this research keeping in mind the rest five were newly appointed 

people or did not belong into HR professional category.  Since there is definite number of people 
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to be surveyed and all the respondents were to be studied therefore, this will be considered 

Census, which means complete study of the desired population. 

3.8 Data Collection and Data Analysis 

Selection of correct target population is a key component of the research for heading towards 

primary data collection which has a crucial impact on the whole study. Harrison and Reilly 

(2011).This study will be accomplished through extensive literature review of research reports 

and articles, questionnaires, few books, websites and related blogs.  All the data collected will be 

analyzed and evaluated. Interpretation of the data is done along with findings, recommendations, 

loopholes and further research areas. Consequently, Researchers use secondary data because it is 

easily accessible, less expensive and less time consuming as compare to the primary research. 

Moreover, secondary data gives a background knowledge related to market and industry. Craig 

and Douglas, (2005). In contrast, secondary research will help in understanding theoretical 

research and results of previous studies conducted on the subject area.  

This study will be using Smart PLS software to process and analyze the data. The data collected 

from the respondents will be first categorized and then will be coded in Smart PLS software. 

Various methods will be used in Smart PLS to analyze the data. Secondly, the correlation 

analysis will be used via Smart PLS to determine the relationship of each factor with one 

another. 

Consequently, keeping in view the Dublin City University’s ease and comfort in sharing the 

experiences without any hesitations and side effects, the Questionnaire is affiliated from the 

preceding studies, and journals through respondents using closed-ended, self-administered 

surveys. Since the qualitative method requires in-depth interviews, as per my topic it holds 

organization’s personal insights information of HR and Dublin City University is a busiest 

organization, where time for an in-depth interview was not be encouraged and since my topic 

involves personal HR practices which could be against the new GDPR rules and regulations for 

maintaining confidentiality of the respondents, the questionnaire was designed to be filled as 

anonymous. While secondary data collection is through journals and other research publications. 
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3.9 Plan of Analysis 

For analysis of data generated by the questionnaire/ survey different form of graphical 

presentation tools were used such as bar charts and tables from Smart PLS software and filled 

hard copies of the questionnaire surveys. 

3.1 Questionnaire Design 

The questionnaire will be designed considering the factors that are leading towards to employee 

engagement and connect with employee retention and organization performance. However, only 

those questions will be selected in the questionnaire which will make sense to this study and 

scored higher in previous researches. Each question in five sections will be assigned six options 

starting from “strongly disagree” and ending at “slightly agree.”  

The questionnaire was first viewed by the supervisor keeping in mind maintaining the questions 

based on the literature review and further the managers committee of human resource department 

of Dublin City  University viewed the questionnaire for approval to provide the hardcopies of the 

survey to the thirty respondents. 

The first section of the questionnaire had the demographics where gender, age group, job tier, 

and years of service in the university option was provided. The second section includes all the 

questions pertaining to the employee engagement, Dimensions of the employee engagement that 

included the questions pertaining to Meritocracy, Employer branding, reputation and 

sustainability, Succession Planning, and relationship with the Line Manager and further 

questions pertaining to Employee Retention/ HR Practices and organization Performance.  

4 Data Analysis / Findings: 

This chapter outlines the basic and advanced analysis of the data and hypothesis proposed in 

earlier section of this research. In contemplation to conduct this research in a compelling manner, 

the researcher started a questionnaire survey amongst the employees working in HR department 

of Dublin City University operated in Glasnevin main campus in Dublin, Ireland. The survey 

was steered hard copies from those HR professionals of the Dublin City University. Furthermore, 

the researcher collected the data from 30 employees of HR department from the Dublin City 

University, after which, the responses were congregated and scrutinized. The researcher for all 
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demographics created a code sheet and scales based statements. Data were added in code sheet of 

Smart PLS and MS Excel for further analysis. 

4.1 Response Rate 

The research regulated aimed to emphasize the influence of Line managers, Succession planning, 

Meritocracy, and employer branding on employee engagement amongst the employees of Dublin 

City University HR Department and the influence of employee engagement over employee 

retention and employee retention on organization performance . Therefore, the survey was 

conducted through distributing self-administered questionnaires amongst the employees in the 

HR department only. Thirty respondents or employees were elected using the questionnaire 

survey for the mentioned organization. Thus, the total sample size of this study was also 30 

employees working in HR department of the University. However, a 100% response rate was 

actualized as a result of which all thirty questionnaires were received back after cross checking 

all the received questionnaires. Hence, thirty questionnaires were used for hauling out the 

analysis, which features a good quality response rate.  

4.2 Reliability Analysis 

Shaping the reliability and validity are crucial fragment of examining the research instrument 

applied in the research Tavakol & Dennick, (2011). Researcher conduct reliability analysis 

through Cronbach’s Alpha (Bryman& Bell, 2015). Table 4.1 indicates overall reliability value as 

well as variable wise reliability values. Cronbach value of variables such as employee 

engagement, meritocracy, employer branding, relationship with line manager, and organizational 

performance depicts higher data consistency. Whereas, succession planning, and employee 

retention are in acceptable range is reliability measures. The consistency value indicates that data 

is statistically reliable for further analysis(Sekaran & Bougie, 2016). 
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Figure 4:I: Reliability Analysis of Variables 

Constructs Cronbach’s Alpha 

Employee engagement .833 

Meritocracy .743 

Employer Branding .862 

Succession Planning .602 

Relationship with Line Manager .919 

Employee Retention .695 

Organizational Performance .896 

Overall Reliability 0.957 

 

4.3 Demographics 

Demographics profile of 30 respondents that includes gender, age group, level of job, and work 

experience is displayed in Table 4.2. 

 

Figure 4:II: Demographic profile of respondents 

Attribute Percentage (value) Details 

Gender 

Male             23.3% (7) 

Female         76.7% 

(23) 

Ratio of female respondents is 

higher than males 

Age Group 

18-30    20.0 % (6) 

31-40    50.0 % 

(15) 

41-60    30.0 % (9) 

70% of the respondents are 

less than 40. 

Job Tier 

Entry Level   60.0 

%(18) 

First Level   6.7 %(2) 

Middle Level   30.0 % (9) 

General Manager/ Director 3.3 %(1) 

Higher number of respondents 

belonged to entry level. 
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Experience 

1 year or less   50.0 

%(15) 

2-5 years   13.3 % 

(40) 

6-10 years   3.3 % (1) 

10-25 years    23.3 % (7) 

25 years and above  10.0 % (3) 

Approximately 65% of the 

respondents had less than 10 

years of working experience. 

 

4.4 Descriptive Analysis 

4.4.1 Scale Descriptive 

 

Figure 4:III: Descriptive of Employee Engagement Scale 

Employee Engagement  

  Mean SD 

1 
In my role I feel motivated as my tasks are aligned with the organizational 

goals 
4.27 1.285 

2 I am aware about the organization's mission, vision & values. 4.53 1.074 

3 
I am clear about the organization's mission, vision & values through well-

established leadership. 
4.40 1.003 

4 
I am constantly interested in looking for ways to do my job productively 

& efficiently in order to meet the organizational goals. 
4.23 .817 

5 
I had a complete and well-defined orientation on my first day of joining 

the organization. 
2.97 1.426 

6 
I am empowered to make appropriate changes in my daily work in order 

to improve my department’s efficiency. 
4.10 1.296 

7 My performance affects the performance of my organization. 4.43 1.040 

8 My job makes good use of my skills and abilities. 4.30 1.264 

9 
I am aware about the implications and understanding of my role in order 

to achieve and meet essential departmental goals. 
4.53 .937 

10 
At work, I am empowered and I am given the opportunity to use my 

strengths every day. 
4.10 1.242 

11 I am committed towards continuous quality improvement in my work. 4.50 .938 

12 I am encouraged to continuously develop my skills.  4.33 1.269 

13 I have the support I need to do my job. 4.10 1.470 

14 I believe that my emotional state affects my work outcomes. 4.17 1.206 

 

On a scale of 1 to 6 such that 1 is strongly disagree and 4 strongly agree; Descriptive Statistics of 

Employee Engagement scales indicates that almost all the questions are inclined towards agree 
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side, thereby positively contributing towards the construct. Furthermore, standard deviation is 

indicative of agreement and disagreement in opinion spread in the data. 

Figure 4:IV : Descriptive of Meritocracy Scales 

Meritocracy 

  Mean SD 

15 Career opportunities always go to the most qualified people. 3.57 1.654 

16 
The person who can approach an unpleasant task with enthusiasm is 

the person who gets ahead. 
4.33 1.348 

17 
Anyone who is willing and able to work hard has a good chance of 

succeeding.  
4.50 1.075 

18 
People are rewarded based on their contributions and value to a 

company. 
4.10 1.605 

19 Gender has little to do with my wages. 4.63 1.098 

20 I believe that my employer is an equal opportunities employer 4.47 .819 

21 
Uncontrollable factors often limit one’s success, despite a person’s 

best efforts. 
4.60 1.037 

22 
My employer usually hires the best person for the job, regardless of 

race and gender. 
4.60 1.070 

23 Hard work does not always pay off. 4.30 1.264 

24 
Many people who make clear and significant contributions are under-

rewarded for their work. 
3.90 1.348 

 

On a scale of 1 to 6 such that 1 is strongly disagree and 4 strongly agree; Descriptive Statistics of 

Meritocracy scales indicates that almost eight questions are inclined towards agree side, thereby 

positively contributing towards the construct. Furthermore, standard deviation is indicative of 

agreement and disagreement in opinion spread in the data. It also depicts that HR personnel’s do 

agree with the construct and it has a significance in their professional lives. 

Figure 4:V Employer Branding Descriptive 

Employer Branding/ Reputation & Sustainability 

     Mean SD 

25 I am confident that this organization will be successful in the future. 4.57 .898 

26 
The mission and goals of the organization provide meaningful direction 

to me. 
4.77 1.165 

27 
HR tools and techniques are designed to attract potential employees for 

this organization. 
4.63 1.098 

28 This organization is considered one of the best places to work in the area. 4.57 1.251 

29 

People who leave this organization, as a result of organizational changes, 

are treated in a fair and respectful way, in line with the organisation’s 

values. 

4.13 1.502 
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30 
Major change initiatives are well managed and help us to deliver better 

performance. 
4.63 1.542 

31 We are attracting the people we need to achieve our business goals. 4.73 1.202 

32 I see the organization's values being demonstrated consistently. 4.37 1.450 

33 This organization delivers on the promises it makes to employees. 4.60 1.248 

34 
My organization uses an employer brand to help attract and retain 

employees. 
4.33 1.446 

 

On a scale of 1 to 6 such that 1 is strongly disagree and 4 strongly agree; Descriptive Statistics of 

Employer Branding scales indicates that all questions are inclined towards agree side, thereby 

positively contributing towards the construct. Furthermore, high standard deviation is indicative 

of agreement and disagreement in opinion spread in the data. It also depicts that HR personnel’s 

do are in stronger agreement that construct has meaningful existence in their professional tasks 

and  decisions. 

Figure 4:VI Descriptive of Succession Planning Scale 

Succession Planning 

  Mean SD 

35 
It is the best practice to recruit from outside an organization to fill a 

position instead of going with an internal candidate 
2.83 1.367 

36 
The organization meets the time frame to plan for "on-boarding" the 

person. 
3.93 1.461 

37 
Recruiting outside talent can improve an organisation’s skills pool 

for top management. 
4.33 1.295 

38 
The organisation’s succession plan is reviewed to ensure that all 

critical positions are covered. 
4.40 1.380 

39 
My organization mentor individuals identified to fill key senior level 

positions. 
4.50 1.167 

40 
This organization provides training to individuals after they have 

been selected to fill key senior level positions. 
4.50 1.253 

41 
Formal succession planning is used to fill senior positions throughout 

the organization. 
4.50 1.333 

42 
Over all, my organization has an effective succession planning 

process. 
4.50 1.456 

 

On a scale of 1 to 6 such that 1 is strongly disagree and 4 strongly agree; Descriptive Statistics of 

Succession Planning scales indicate that 6 questions are inclined towards agree side, thereby 

positively contributing towards the construct. Furthermore, high standard deviation is indicative 
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of agreement and disagreement in opinion spread in the data. It further confirms that 

professionals do pay attention towards aspect of succession planning in an organization. 

Figure 4:VII Descriptive of Relationship with Line Manager Scale 

Relationship with the Line Manager 

     Mean SD 

43 
My manager supports my need to find appropriate balance between work 

and personal commitments. 
4.57 1.006 

44 My manager provides the support I need to succeed. 4.53 1.137 

45 My manager is open and honest in communication. 4.63 1.033 

46 
I receive appropriate recognition (beyond my pay and benefits) for my 

contributions and accomplishments. 
4.40 1.221 

47 
My manager holds people appropriately accountable for performance and 

treats people fairly. 
4.63 .850 

48 
My manager provides me with feedback that helps me to improve my 

performance. 
4.50 1.196 

49 My manager involves me in decisions that affect me. 4.17 1.392 

50 My manager is available to answer my questions or concerns. 4.30 1.291 

51 My manager develops a positive team atmosphere. 4.43 1.331 

 

On a scale of 1 to 6 such that 1 is strongly disagree and 4 strongly agree; Descriptive Statistics of 

Relationship with Line Manager scales indicate that All questions are inclined towards agree 

side, thereby positively contributing towards the construct. Furthermore, high standard deviation 

is indicative of agreement and disagreement in opinion spread in the data. Relationship with Line 

Manager is an HR construct of basic research. Agreement of the data confirms that this construct 

has applicative aspect in Professionals career. 

Figure 4:VIII Descriptive of Employee Retention Scale 

Employee Retention 

     Mean SD 

52 I rarely think about leaving this organization to work somewhere else. 3.80 1.669 

53 
HR policies are designed to keep employees motivated, engaged and retained within 

the organization.  
3.90 1.689 

54 My organization offers an effective value-based recognition program every year. 3.30 1.765 

55 I prefer to make this organization my future career prospect. 4.03 1.426 

56 
I would rather find a job elsewhere than attempting to change something at work 

that dissatisfies me. 
3.10 1.213 

57 This is the best organization for me to work for. 4.27 1.413 

58 I find myself comfortable with the organization culture.  4.50 1.333 

59 
Apart from financial benefits, career growth and work culture international 

opportunities are important for me. 
3.90 1.539 
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60 

HR Practices are aligned with the job security, reward and compensation, training & 

development and include performance management practices to reduce employee 

turnover. 

4.37 1.299 

 

On a scale of 1 to 6 such that 1 is strongly disagree and 4 strongly agree; Descriptive Statistics of 

Employee Retention scales indicate that many questions are inclined towards neutral side, 

however, high standard deviation is indicative of agreement and disagreement in opinion spread 

in the data.  

Figure 4:IX Organizational Performance Descriptive 

Organization Performance 

     Mean SD 

61 
To perform better, the organization keeps their employees engaged and 

motivated. 
3.97 1.520 

62 
I believe that the organization encourages employees to suggest their ideas, 

views and feelings in orderto measure the organisation’sperformance? 
4.57 1.357 

63 
My organization has the right talent for its current, as well, as future 

strategies. 
4.50 1.383 

64 Employee engagement is an important key performance indicator. 4.57 1.251 

65 
This organisation retains the people it needs for better organization 

performance. 
3.97 1.351 

66 
My organization cares about the well-being of its employees in order to 

positively contribute to the organization’s performance. 
4.33 1.213 

67 
The rate of turnover in thisorganizationis low which benefits the 

organization. 
3.60 1.773 

68 
This organisation encourages leadership and has a culture that 

promotes&measures employee engagement. 
3.70 1.489 

69 
Engaged & motivated employees are considered to be encouraging positive 

factor in ensuring better organizational performance. 
4.33 1.269 

70 

My organization spends more effort on our retention programs (retaining 

employees) than on recruitment when it comes to organization 

performance 

3.40 1.653 

71 
Overall, the way my organization rewards and recognizes people helps 

create better results. 
3.70 1.601 

72 
It is the widely held belief that through managing, engaging and retaining 

skilled employees the performance of the organization is guaranteed. 
4.60 1.276 

73 
This organization has a strict confidentiality policy in place to protect the 

organization when the employee leaves. 
4.27 1.311 

 

On a scale of 1 to 6 such that 1 is strongly disagree and 4 strongly agree; Descriptive Statistics of 

Organizational Performance scales indicate that many questions are inclined towards neutral 
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side, however, high standard deviation is indicative of agreement and disagreement in opinion 

spread in the data.  

4.5 Summated Construct Descriptive 

Researcher created summated scales through average formula for employee engagement, 

meritocracy, employer branding, relationship with line manager, organizational performance, 

succession planning, and employee retention constructs. Table 4.3 displays values of Mean, 

Standard deviation, minimum, maximum, skewness and kurtosis of each variable. 

Figure 4:X Descriptive Analysis of Summated Constructs 

 Constructs Statistic Std. Error 

Employee Engagement 

Mean 4.211905 .1207667 

Std. Deviation .6614666   

Minimum 2.3571   

Maximum 5.4286   

Skewness -1.254 .427 

Kurtosis 2.188 .833 

Meritocracy 

Mean 4.300000 .1260359 

Std. Deviation .6903273   

Minimum 2.4000   

Maximum 5.4000   

Skewness -1.483 .427 

Kurtosis 2.559 .833 

Employer Branding 

Mean 4.533333 .1578835 

Std. Deviation .8647636   

Minimum 2.4000   

Maximum 5.6000   

Skewness -1.014 .427 

Kurtosis .385 .833 

Succession Planning 

Mean 4.187500 .1259661 

Std. Deviation .6899447   

Minimum 2.5000   

Maximum 5.3750   

Skewness -.479 .427 

Kurtosis -.182 .833 

Relation with Line Manager 

Mean 4.462963 .1666950 

Std. Deviation .9130264   

Minimum 2.3333   

Maximum 6.0000   

Skewness -.916 .427 
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Kurtosis .492 .833 

Employee Retention 

Mean 3.907407 .1470666 

Std. Deviation .8055170   

Minimum 1.7778   

Maximum 5.2222   

Skewness -.247 .427 

Kurtosis .303 .833 

Organizational Performance 

Mean 4.115385 .1739613 

Std. Deviation .9528252   

Minimum 2.1538   

Maximum 5.9231   

Skewness -.038 .427 

Kurtosis -.686 .833 

 

Measurement scale of construct was 6-point Likert scale ranging from 1 as strongly disagree, 2 

disagree, 3 slightly disagree, 4strongly agree, 5 agree, and 6slightly agree. Since the mean of all 

variables are close to 4 indicating responses that are close to neutral to strongly agree, however, 

standard deviations above .5 indicates that there was lack of convergence in the responses. The 

respondents have varying opinions about the constructs such that their responses range from 

disagree to strongly agree spectrum. The data is non-normal as all the constructs indicate 

negative skewness, except for organizational performance and employee retention. Furthermore, 

kurtosis of employee engagement and meritocracy are positive indicating heavier tail in normal 

distribution. Organizational performance has negative kurtosis indicating that data is more on 

peak of the distribution. Whereas, other variables’ kurtosis is <0.5 indicating approximately 

normal distribution with respect to kurtosis. Transformation of data was not improving normality 

measures therefore, the researcher continued with original data for further analysis(Mark 

Saunders, Philip Lewis, & Adrian Thornhill, 2009; Sekaran & Bougie, 2016).  
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4.6 Correlations 

 
Figure 4:XI Correlational Analysis among Variables 

Variables 
Employee 

Engagement 
Employee Retention Sig 

Employee Engagement 
 

.579** .001 

Meritocracy .728**  .000 

Employer Branding .852**  .001 

Succession Planning .742**  .000 

Relation with Line 

Manager 

.475** 
 .003 

Organizational 

Performance 

 
.699** .000 

 

Correlation table displays all correlations of theoretical framework as significant at < 0.05 level. 

The value of correlation vary between -1 to +1 indicating that variables may be positively or 

negatively correlated with each other under the spectrum of strong (close to 1), moderate (close 

to .5), weak (close to 0.3), or no (equal to zero or p-value> .05) relationships(Bryman& Bell, 

2015; M Saunders, P Lewis, & A Thornhill, 2009). Here Table 4.4 is indicating that employee 

engagement, meritocracy, employer branding, succession planning and relationship with line 

manager have significantly positive and moderate relationship with employee retention. 

Furthermore, since employee retention is mediating therefore correlation must be analyzed with 

dependent variable as well, which indicates a moderate to strong positive relationship with 

organizational performance.  

 Since p-value< .05 therefore, we can conclude that employee engagement positively 

correlates with employee retention by value of .579. Higher the employee engagement 

more will be employee retention.  

 Since p-value< .05 therefore, we can conclude that meritocracy positively correlates with 

employee engagement by value of .728. Higher the meritocracy more will be employee 

engagement.  
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 Since p-value< .05 therefore, we can conclude that employer branding positively 

correlates with employee engagement by value of .852. Higher the Employer branding 

more will be employee engagement.  

 Since p-value< .05 therefore, we can conclude that Succession Planning strongly 

positively correlates with employee engagement by value of .742. Higher the succession 

planning more will be employee engagement.  

 Since p-value< .05 therefore, we can conclude that relationship with line manager 

positively correlates with employee retention by value of .475. Better the relationship 

with line manager more will be employee engagement.  

 Since p-value< .05 therefore, we can conclude that employee retention strongly positively 

correlates with organizational performance by value of .699. Therefore, in order to 

improve organizational performance, employee retention is a strong requirement. 

4.7 Validity Statistics: 

Figure 4:XII1.1 Factor Loading Convergent Validity 
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Due to less sample size, researcher opted for Smart PLS software for validity analysis. The 

correctness of the questionnaire is checked through composite reliability, and convergent 

validity. Researcher executed the PLS model by developing theoretical framework through 

hypothesis. Convergent validity was achieved by identifying scales that have outer loading less 

than .6(Hair, Black, & Babin, 2010). Scales were deleted from almost all the constructs that had 

loading< .6; which resulted in improvement of validity and reliability statistics(Fornell& 

Larcker, 1981; Hair et al., 2010). Figure 4.1 displays final model and respective scales of 

constructs. Table 4.5 indicates composite reliability and Average Variance Extracted for all 

variables. The measure of Fornel’s composite reliability has to be greater than .7; which is 

indicated for each variable in the table. Almost all the constructs are indicative of composite 

reliabilities (Fornell & Larcker, 1981). 

Figure 4:XIII Composite Reliability Analysis 

Constructs Cronbach's Alpha Composite Reliability 

 

Employee Engagement 
0.818 0.865 

Employee Retention 0.778 0.848 

Employer Branding 0.87 0.9 

Meritocracy 0.821 0.883 

Organizational performance 0.905 0.921 

Relationship with Line Manager 0.921 0.931 

Succession Planning 0.76 0.893 

 

Discriminant validity is ensured through comparison of AVE square root is greater than 

correlations between each pair of relevant constructs. Table 4.6 represents the square root of 

average variance extracted is greater than paired correlations(Fornell& Larcker, 1981; Hair et al., 

2010; Kock, 2015).  
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Figure 4:XIV Discriminant Validity Measures 
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Employee Engagement 0.793             

Employee Retention 0.477 0.756           

Employer Branding 0.866 0.517 0.752         

Meritocracy 0.694 0.335 0.731 0.809       

Organizational performance 0.524 0.740 0.600 0.220 0.736     

Relationship with Line 

Manager 

0.475 0.411 0.514 0.323 0.363 0.777   

Succession Planning 0.478 0.511 0.394 0.288 0.379 0.187 0.898 

4.8 Common Method Bias Testing 

Before analyzing for path coefficient researcher has executed the data in Smart PLS to identify 

the data biases. Though there were no correlations, greater than .9, they highest value Is .85, 

indicates a bias free data, yet, researcher attempted to identity inner VIF value such that each 

constructs inner VIF value must be less than 3.3 indicating common biasness in the data less 

likely to exist. Table 4.7 displays all inner VIF values that are less than 3.3(Kock, 2015). 

Figure 4:XV Inner VIF Values 
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Employer Branding 2.834             
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Relationship with Line 

Manager 
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Succession Planning 1.184             
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4.9 Structural Model Analysis 

Model fitness is a well-defined attribute of a conceptual model. It conforms to the data set of 

observation; verifies if the literature discussion is meaning; or falsify to generate further gaps in 

the research. Goodness of fit index is the statistical value that reflects model fitness(Kock, 2015). 

There are many good indices for model fitness suggested by various software. However, the 

package of smart PLS provide goodness of fit measures that are indicated in Table 4.7 

Figure 4:XVI Model fitness 

  Saturated Model Estimated Model 

SRMR 0.164 0.179 

d_ULS 26.655 31.587 

d_G1 1,696.319 1,697.861 

 

 Standardized Root Mean Square Residual (SRMR): This statistical value is a change in 

observed correlation versus inferred correlation among data. Values less than .08 is 

considered as a goodness of fit, however, in relatively small samples a slightly higher 

value can also be taken as a good indicator for model fitness(Hair et al., 2010).  

 Exact Fit criteria; D_ULS and D_G: The exact fit model criteria is defined as the 

difference in between saturated variance model and estimated variance model (Dijkstra 

and Henseler, 2015). There are two indices; one is squared Euclidean distance (D_ULS) 

and second geodesic distance (D_G). The value in both model should not be significant 

or P>0.05 indicate the exact goodness of fit. The above model value of both D_ULS and 

D_G meet the acceptable range of P>0.05. Therefore, model fit is also ensured through 

exact fit criteria(Fornell& Larcker, 1981; Hair et al., 2010). 

4.10 Regression Analysis 

R Square and Adjusted R Square exhibit variation in the dependent and intervening variables 

due to independent variable. R-square is the amount of variance, which is contributed by each 

and every independent variable in the model. It helps in predicting the relationships among 

variables. Whereby, Adjusted R square is the value that is adjusted when variables are added in 

the model systematically after error adjustments(Bryman& Bell, 2015; Mark Saunders et al., 

2009; M Saunders et al., 2009; Sekaran & Bougie, 2016). 
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Figure 4:XVII Regression Analysis 

  R Square 
R Square 

Adjusted 

Employee Engagement 0.783 0.767 

Employee Retention 0.227 0.214 

Organizational performance 0.548 0.540 

 

Table 4.8 shows that adjusted R-square of Independent variables that is Meritocracy, Employer 

Branding, Succession Planning, and Relationship with Line Manager towards first level 

mediation of Employee Engagement that is 76.7%. Therefore, this research can conclude that 

variation in employee engagement is caused by these factors. Furthermore, variation of 21.4% in 

employee retention in second level mediation is observed due to levels of employee engagement. 

Lastly, variation of 54% in dependent variable of organizational performance is due to employee 

engagement leading to employee retention and finally affecting the dependent variable. 

4.11 Path Analysis of Structural Model 

The structural model finalizes and summarizes overall finding of the research. Here the 

researcher has statistical grounds to verify falsify or nullify a hypothesis based on the level of 

significance. The researcher applied bootstrapping by creating 500 sub-samples procedure in 

order to identify significance value for each variable relationship(Chatfield, 2018). Final path 

coefficients are indicated in Table 4.9 and Figure 4.2 displays final framework of the research. 

Figure 4:XVIII Path Coefficients of Framework 

  Employee 

Engagement 

Employee 

Retention 

Organizational 

performance 

p-Value 

Employee Engagement   0.477    .003 

Employee Retention     0.740  .000 

Employer Branding 0.675      .000 

Meritocracy 0.136      .156 

Relationship with Line 

Manager 

0.053      .581 

Succession Planning 0.163     .026 
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Figure 4:XIX Path Analysis of Conceptual Framework 

 

4.11.1 Coefficient Interpretation 

Table 4.9 represents the impact of independent variable towards intervening leading towards the 

dependent variable. Therefore, the study hypothesis can be interpreted as: 

 Ha1: Employee Engagement significantly influence Employee Retention 

Since p-value < .05, therefore, we can reject the null hypothesis and accept the alternate. 

The significance concludes that employee engagement significantly influences employee 

retention by 47.7%. If employee is dedicated and willingly working for an organization, 

then he/she would stay with the firm. 

 Ha2: Meritocracy significantly influences Employee Engagement 
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Since p-value > .05, therefore we have enough evidence to reject the alternate hypothesis 

and conclude that there is no significant impact of Meritocracy on Employee 

Engagement. 

 Ha3: Employer Branding significantly impacts Employee Engagement 

Since p-value < .05, therefore, we can reject the null hypothesis and accept the alternate. 

The significance concludes that employer branding significantly influences employee 

engagement by 67.5%. it indicates that if employer maintains a high reputation in the 

market, it influences employee engagement and willingness for dedication. 

 Ha4: Succession Planning significantly impacts Employee Engagement 

Since p-value < .05, therefore, we can reject the null hypothesis and accept the alternate. 

The significance concludes that succession planning significantly influences employee 

engagement by 16.3%. it denotes that employee expect succession planning from the 

organization. They would be dedicated and willing for the job if they are given 

opportunities of growth. 

 Ha5: Relationship with Line Manager significantly affects Employee Engagement 

Since p-value > .05, therefore, we can reject the alternate hypothesis and conclude that 

employee engagement is not affected by the relationship with the line manager.  

 Ha6: Employee Retention significantly influence organizational performance 

Since p-value < .05, therefore, we can reject the null hypothesis and accept the alternate. 

The significance concludes that organizational performance is influenced by employee 

retention by 74.0%. Even though, new people add value to the organization, but seniors 

and retained works are more valuable for organizational performance. They not only 

carry professional knowledge but also tacit knowledge about the firm that act as a profit 

in long run. 
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4.11.2 Indirect Effect: 

 

Figure 4:XX Indirect effects in the model 

  Employee 

Retention 

Organizational 

performance 

Sig 

Employee Engagement   0.353  .000 

Employee Retention       

Employer Branding 0.322 0.238  .000, .000 

Meritocracy 0.065 0.048  .088 .156 

Organizational performance       

Relationship with Line Manager 0.025 0.019  .067, .178 

Succession Planning 0.078 0.058  .001, .047 

 

Table 4.12 further signifies the mediation analysis such that it is explaining the indirect effects 

on the dependent variable fur to intervention of double mediation. As it is evident that employee 

engagement has 35.3% indirect influence on organizational performance. Therefore, we can 

conclude that employee retention mediates the relationship and there is a strong indirect effect of 

employee engagement on organizational performance.  

It is evident from the table that two intendent variables have indirect effect on employee 

retention as well as the dependent variable or organizational performance. 

 Employer branding significantly indirectly effects employee retention by 32.2% and 

23.8% effect is on organizational performance. Therefore, employer branding has 

predictive power of employee retention and organizational performance. 

 Succession planning though weak but significantly creates indirect effect on employee 

retention by 7.8% and 5.8% indirect impact on organizational performance. Therefore, 

succession planning is a good predictor for retention and performance mediated by 

employee engagement. 

5 Conclusion& Recommendations: 

5.1 Conclusion: 

The purpose to conduct this research was to determine the important dimensions of Employee 

Engagement drivers such as Succession Planning, Meritocracy, Employer branding, the role of 
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Line Manager on Employee engagement which has impact on Employee Retention and further 

affecting the organization’s performance in HR Department of Dublin City University in 

Glasnevin main campus Dublin, Ireland. In order to gage the results for this study, the employees 

of human resources department of the Glasnevin campus were selected for this research.  

After carrying out the research it is determined that all the dimensions of the employee 

engagement such as Meritocracy, Employer branding, the role of Line Manager have impact on 

the employee engagement. Results did not identify any effect of Role of Line Manager and 

Meritocracy on employee engagement. Organization’s reputation not only attracts potential 

employees but keep the present employees engaged as well. Employees feel proud to work for 

organizations that consider a great place to work in the industry i.e. including effective 

succession planning and maintaining their employer brand as compared to its competitors or in 

the market. 

Further to explain, Author Gulzar & Durrani (2014) where they proved that there is a significant 

relationship between succession planning & employee engagement because organization can 

bring right person to the critical position through succession planning. As the per the research 

study alternative hypothesis was accepted, where it states that there is a significant impact on 

employee engagement, which denotes that the employees would be dedicated and willing for the 

job if they are given opportunities of growth within the organisation. According to the research 

from Bersin by Deloitte in 2014, Organizations with refined developments of classifying 

successful employees to fill key leadership or other vital roles in an organization apprehend 

positive significance on employee engagement and retention achievements. However, which 

concludes as per the research that employees who are provided with continuous performance 

feedback and are notified and informed to prospective future opportunities which are within the 

organization are more expected to be promised, committed and engaged in their work and i.e. 

they prefer to stay within the organization for the longer period of time because most of the 

employees tend to leave the organization where there is no certain opportunity for career 

expansion or their future prospects, or in regards to their growth and advancement, because this 

is considered to be the indirect way of showing the employees that they are valued for the 

organization. Consequently, HR practices involve succession planning as one of the most 

important strategies when it comes to engaging and retaining employees. Moreover, when the 
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employees feel that their performance impact the organization performance and based on their 

performance they could lead to senior positions or even get promoted this inspires them to work 

even harder and they intend to be more committed and dedicated towards their work 

responsibilities and find ways to make it better, which tend to make themselves motivated and 

engaged within the organisation 

Similarly, Alternative hypothesis was selected for Employer branding i.e. employer branding has 

the significant impact upon employee engagement. This hypothesis is supported by research 

conducted by authors Park & Zhou (2013) who elaborated that employees are engaged in 

companies with developed employer brand and authors Martin, J. Gollan, &Grigg, (2011), that 

defined the employer brand as a broad acknowledgement for being identified amongst the circle 

of other organization to provide better employment and experience as compared to others in the 

market, and an exclusive organizational reputation that workers assess, connect with and sense 

assurance and glad to recommend to others potential candidates. effective employer branding 

interest potential applicants, that results in recruiting such potential and skilled employees that 

are more suitable to work for the organization which is therefore, considered of building and 

effective employee engagement system in the organization because the interested applicant tend 

to work with commitment. Therefore, in order to enhance the company’s profitability and capital 

it needs such potential employees to build innovative techniques, the more company have 

potential employee, more innovation more capital and more investment which results in 

increasing the organization performance. Employer branding also helps the organization in 

maintaining its financial sustainability because it decreases in the cost per hire i.e. there is a 

decrease in the cost of recruitment because of the brand employees feel motivated to work for the 

organization that results in less turnover. As potential candidate seek to work for certain 

organization with maintained employer brand they intend to even work for less pay rate just in 

sake of joining the organization for the brand. When the organization have maintained their 

brand in the market it is difficult for the employees to switch to another organization and they 

rarely think about leaving the organization because of the career and the reputation. When the 

employees feel that their organization is one of the reputable organization to work with they 

intend to stay with the organization for a longer period of time. 
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The research also examines the impact of employee engagement on employee retention. 

Employees prefer to stay in the organization if they are engaged. They not only feel satisfied but 

committed and engaged. Engaged employees rarely think about leaving the organization and it 

takes a lot for them to leave the organization because several factors are linked together to have a 

positive impact to make an employee engaged. The alternate hypothesis was accepted denoting 

that there is an effective and strong significance between employee engagement and retention 

which is according to the research done by Markos & Sridevi, (2010) engaged employees have 

low intention to leave their companies which result in reduce turnover where they have explained 

the importance of proper trainings, encouraging feedbacks to improve their level of work, and 

building positive leadership culture in the organization which helps the organization in making 

their values, mission and vision clear to their employees. 

Moreover, the impact of employee retention on organization is also studied in this research 

which came up with the positive significance i.e. acceptance of alternate hypothesis and the 

research was based as per the study of Bayazi et al. (2009) where the author explained the 

importance of measuring organization performance which could be done through proper 

implementation of employee retention and further improving retention through accomplishing 

employee engagement techniques. As per the results of the survey this also comes up to the 

conclusion that employee retention has the significant effect on organization performance and 

also denotes that there is strong indirect effect of employee engagement on organizational 

performance as well. 

5.2 Recommendations: 

There are certain recommendations based on the research conducted on Dublin City University, 

human resource department:   

 As analyzed from study, Dublin City University needs to make conscious efforts to 

measure employee engagement regularly and continuously to understand which factor 

contributes more to the employee engagement and which factors require improvement 

because employee engagement leads to employee retention and that would help the 

University resulting in lowest turnover than before. As per Fombrun et al (1984) HR 

systems should be linked with the business strategy i.e. Fombrum emphasized on 

continuous training and development and continuous performance management and 
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evaluation method technique which could help Dublin City University in gaining the best 

competitive advantage. In short, Dublin City University should support in attaining its 

objectives by increasing, executing and aligning their HR strategies that are incorporated 

with the business strategy. Fombrun also explains to use HRM as an integral tool to 

identify strategic goals. 

 As we have accepted the alternative hypothesis for succession planning through this 

research, Dublin City University should focus on making an effective succession 

planning program or method for their employees when it comes to their future growth 

and career expansion. As we have discussed earlier the better the succession planning the 

better the organization performance, to an extent it will also help the University to reduce 

their advertisement or recruiting cost. Further to explain, employees of the University 

would also feel more committed and dedicated to their work i.e. when they know that 

they have a better career prospect in this organization or they see themselves growing in 

this organization, which tend to make them more loyal and committed to their work and 

therefore, they tend to stay longer which could also help the organization in gaining low 

employee turnover. In this regards HR best practices as per Fombrun et, al (1984) and 

Pfeffer (1998) should be carefully considered by the University because both the authors 

have explained the importance of career prospects in their HR best practices. Both the 

authors have explained the importance of career moves and continuous development of 

the employees within the organization where Pfeffer has explained in one of his seven 

principles the importance of intensive broad training and continuous learning and 

development of the workers within the organisation. Therefore, in this regards Pfeffer and 

Fombrun approach of HR practices should be carefully considered by Dublin City 

University for an effective Succession planning. 

 Although as per the result, there is no significant impact of the role of line Manager on 

employee engagement but it is still in need to be considered that the managers need to be 

supportive, open & honest in communication especially when we talk about continuous 

training, development and feedback. They need to provide required support & ongoing 

feedback to their direct reports. Most importantly, Recognition is another very important 

area that managers need to focus on. For this purpose, the university needs to make a 

proper training & development program for their Line managers to understand their role 
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in employee engagement and employee retention that would have a great impact upon 

organization performance. 

 Further as per the analysis of this study, the mission and vision should be clearly 

communicated to all the employees to make them feel proud to work for their 

organization. As per the research, employer brand has the significant impact upon 

employee engagement. It also includes the employee’s belief about the future success of 

the organization and the organization’s reputation within the industry. Corporate Social 

activities performed by the University needs to be communicated to employees to make 

them feel good about working in the organization which contributed to the society as 

well.  To Conclude, Dublin City University should focus of implementing such HR tools 

and techniques in terms of maintaining their employer brand where the values of the 

University should be demonstrated time and again where employees need to feel that the 

University is delivering its promises. 

 Another key recommendation is that University should not only conduct engagement 

surveys but also share the results with their employee and make action plan based on the 

results to improve identified areas which are important for the University which denotes 

Peffers (1998) point among his seven principles i.e. encouraging employee participation 

and information sharing. As per the result of the questionnaire Succession Planning and 

Employer brand indicated stronger impact on employee engagement. 

 The research also denotes that there is a significant impact of an employee retention 

which clearly states that University also need to ensure that the systems, process and 

procedures which are in place should be transparent and fair and the HR policies should 

also be designed in a way, where employee motivation and engaged factors should also 

be considered inclusive of value based recognition program, where the employees of the 

University should make this organization their career prospects, while making them 

comfortable with the culture of the University. Fombrum at al. (1984) defined that HR 

practices should be aligned with the employment security, reward and compensation, 

training and development and performance management. Where Pfeffer has emphasized 

more upon higher pay upon higher performance. At this point Dublin City University 

should focus upon Fombrun’s approach of HR best practices. 
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 Where organization performance is concerned, as per the survey result that resulted into 

positive relation of organization performance with employee retention and employee 

engagement. The employees at the University believes that employees being engaged and 

motivated lead towards positive organization performance and employee engagement is 

considered to be one of the most vital performance indicators. Furthermore, Dublin City 

University should spend more efforts on the creating an effective retention programs 

which would also involve strict confidential policy to protect the practices of the 

University even when the employee leaves. 

5.3 Suggestion for Future Work: 

As per the survey responses results as explained earlier out of the four dimensions of the 

employee engagement which were Succession Planning, Meritocracy, Employer branding, role 

of the line manager only Succession planning and employer branding resulted into the major 

dimensions of employee engagement that leads towards employee retention leading towards 

maximum organization performance. Besides the dimensions of the employee engagement the 

survey results also showed the major impact of employee retention and its importance of the 

organization performance. 

Therefore, following suggestions are listed below for their future work in order to improve their 

HR Practices: 

 As per the analysis employment security and career progression takes a vital role for the 

employees at Dublin City University and in accordance to them that could lead the 

University in reducing the employee turnover. Therefore, effective succession plans 

should be brought into practice for maintaining their man power planning effectively and 

efficiently. This also results into implementing better value-based recognition program, 

where employees feel motivated to work and stay dedicated to the organization. 

 There should be active retention programs because it takes a lot of time in training and 

developing the employees within the organization which could be done through 

measuring the employee turnover, measuring performance, keeping in mind the 

compensation strategies and also the relationship with the managers. Although as per the 

response, role of the line manager was not much significant with the employee 

engagement but to maintain the retention program this should also be considered well. 
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Further to explain, Retention strategies are imperative since they facilitate in creating a 

positive work culture and reinforce an employee’s dedication and loyalty to the 

organization. Retention programs are considered to control the employee turnover and 

retain skilled employees into the organization. Retention programs are also the focal 

point of connection between organization and their employees. Where Human resources 

professionals take advantage of feedbacks and carefully consider them as they receive 

from exit interviews. 

 Furthermore, clear and descriptive on-boarding and orientation effective program should 

be designed and implemented to improve the employee retention.  

 Employee engagement should be included as the key performance indicator in order to 

achieve the maximum and effective organization performance. 

 There shall be more leadership programs designed for the employees to promote a 

positive culture where opinion of all the employees are shared and taken into notice in 

ensuring the better organization performance. 

 Lastly, there shall be strict HR confidential policy to protect all the HR practices of the 

University by all the employees who are within and outside the entity of the University. 

6 Reflection: 

I have 7 years of work experience and during my profession the biggest challenge as a HR 

professional had always been retaining potential employees and engaging all the employees to 

keep them motivated to be committed to their work and the organisation. This research came up 

to my mind when I took my classes of research methods I, during my very first semester at 

Dublin Business School. In  May 2018 I was appointed as a Part-time HR assistant at Dublin 

City University, this was my first international exposure in human resources and to my 

knowledge, experience and understanding retention and organization performance is an 

international concern. Keeping the experience in mind I started checking the CIPD website 

regarding the skills shortage and got to know as already stated for the justification of my research 

that currently As per CIPD Labour Market Outlook for autumn 2017 survey, i.e. combined with 

the varying nature of labour, over three-quarters (78%) of respondents in the HR Practices in 

Ireland survey (2017) have practiced skills shortages in their organization in the last 12 months. 

Therefore, Currently and in forthcoming employee engagement and retention is the most 
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essential topic for every organization that will be more focused on to retain and engage 

employees. The concept is to understand and bring up with the solution in retaining employees 

through different factors that derive employee engagement.  

Therefore, through this study I wanted to analyze that what is the effect of these independent 

variables namely succession planning (Gulzar & Durrani, 2014), meritocracy  (Pashootanizadeh 

& Rangriz, 2014), employer branding ( Park & Zhou, 2013) and Line Manager (Alfes, Truss, 

Soane, Rees, & Gatenby, 2013) upon the intervening variable employee engagement and latterly 

on the dependent variable employee retention and further affecting organization performance. 

However, I was formally asked to email to the Director HR of the Dublin City University in 

regards for the permission to carry my research on the HR department where I was encouraged 

by the team to do so. I started reading the articles for employee engagement, employee retention. 

My very first topic in mind was, ‘What factors create employee engagement leading towards 

employee retention?’ and through my continuous reading of research articles I came up with few 

employee engagement factors which were succession planning, meritocracy, role of the line 

manager, employer branding and talent management. During my Research methods II, I was 

advised by my supervisor to remove some of the factors as the research has a limited time. 

Therefore, on careful consideration and proper articles talent management was removed from 

one of the factors. Secondly was to decide what methods to approach and I was affirmed about 

the quantitative methods because I wanted my research to have a valid conclusion and authentic 

results and therefore, I opted for hypothesis, where I started reading books on SPSS by Rachad 

Antonius in the book Interpreting Quantitative Data with SPSS. For the sample size and 

population I was advised by my supervisor in research Methods II that since I have the context 

which is Dublin City University HR department therefore, it will be census because I will be 

getting data from all the respondents.  

When I started my thesis, I was provided the supervisor Mr. David Wallace, he made sure that I 

was confident in my research aim and the method of doing the quantitative approach keeping in 

mind the time is the limitation. During my first meeting, He helped me in defining what was my 

ultimate aim for research which was identifying the impact of employee retention on 

organization performance and how to affect employee retention through employee engagement 

through which my research topic was concise and became crystal clear for my further analysis. 
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After the first meeting, my first step towards my thesis was writing Literature Review, where I 

used some of the articles from the proposal, searched more journal sources and further critiqued 

the sources. During my second meeting, David guided me through correcting my writings and 

making it easier for the readers, where I was also advised to work on building my questionnaire 

as quantitative approach was confirmed for this research. David also advised me to go for both 

quantitative and qualitative method based on the small population. However, the qualitative 

method was not approved by Dublin City University keeping in mind the confidentiality of the 

topic and HR Practices of the University, therefore, with a careful consideration of the Dublin 

City University HR management team a list of 30 people were provided to me for distributing 

survey questionnaire out of 35 employees in the HR department where 5 employees were newly 

appointed out of which some of them were not in the capacity or position to fill a survey. When 

the literature review was finalized and approved by David, then the questionnaire was reviewed 

and I was guided in forming a questionnaire on the basis of my literature review. My main 

purpose of doing literature review along with the questionnaire was to distribute the survey and 

get it back before the Christmas Holidays at my work. However, the questionnaire was approved 

by the supervisor and I forward it to the HR manager who was assigned by the Director HR to 

assist me in my research. The management team at the Dublin City University made sure that the 

questionnaire was not biased or negative for the respondents or for the department therefore, few 

changes were made in the questions and were rephrased. Proper email was drafted to all the 30 

respondents explaining the purpose of my research and when do I expect them to be filled within 

a proper stipulated mentioned time. The management made sure that the questionnaire was filled 

anonymously where I was told to distribute the hard copies to all the respondents and a box was 

labeled at the HR reception as ‘Joshna’s Survey Box’ where the respondents could submit their 

filled survey maintaining their confidentiality. During this time, I started writing about the 

Research Methodology and the reason of conducting quantitative method and rejecting 

qualitative method. Morever, The Management team made sure that I got all my questionnaire 

back, Once all the questionnaire were filled that is where I started coding all the responses on 

excel for the SPSS analysis. During my Christmas holidays, I started working on the chapter of 

Data analysis where the huge problem occurred that the SPSS couldn’t get me all the authentic 

results because of  only 30 respondents which is why I continued my data analysis on SMART 

PLS as advised by my previous supervisor in Pakistan where she helped me in getting the license 
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to get to use SMART PLS Software and advised few books for data interpretation and analysis 

and it gave me an advanced and well organized figures and analysis providing full insights of the 

report and read the questionnaire and each responses well through which my Hypothesis were 

selected and based on that conclusions and recommendation were drafted. 

Consequently, It was made easier to conclude because when I drafted the hypothesis, I 

mentioned the authors that accepted those variables through their research which helped me in 

the end to critically analyze as per the relevant authors and saved time. When I was done with 

writing the conclusion and the recommendation, it is then I started writing the Introduction 

because I was confirmed about the results and the research and the problem was also affirmative 

that the most important employee engagement factors were succession planning and employer 

branding and employee retention maintained well would impact positively on organizational 

performance. Through all the results and analysis justification was prepared as employee 

engagement, employee retention and organizational performance is the most vital HR practices 

which cannot be ignored nationally or internationally. Therefore, many organisations still face 

skill shortages because succession planning is not performed properly or the employer branding 

isn’t maintained in the market. 

Throughout my thesis the most difficult part was to do data analysis and its interpretation. As I 

had already used SPSS in my previous qualification, using SMART PLS which is more advance 

in also reading less sample sized data was yet a challenging, time consuming and learning phase. 

While I was writing the recommendation and conclusion, I was satisfied with my analysis, 

findings and research. I feel that this report will be valuable for various researchers and 

companies that take organization performance a major concern and retaining employees through 

engaging them. A true HR professional would know that this research has been based on 

practical work experiences, secondary and primary data. 

There were few modifications to the topic but in the end the solution and path to it was concise 

and crystal clear. I am sure this research will be useful for not only Dublin City University but 

also for various HR professionals and organization that are looking for effective HR Practices 

and ways to solve employee turnover that is influencing their growth or performance. As far as 

my career is concerned, this research will help build my understanding about the broad HR 

Practices, this would be my career step in my current employer i.e. Dublin City University. 
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Through my MSc. I was allowed to do so, that has increased my understanding of gauged gap of 

HR current factors. I am confident that my learning abilities have been extensive through this 

research and moved me a step forward in my career progression which is be added to my resume 

as well. 
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8.2 Non-Disclosure Agreement for Confidentiality by Dublin City University: 
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8.3 UESTIONNAIRE:  

 

 

Demographics 

Gender: Male                     Female 

Age Group:  18-30        31-40     41-60 

Q: What is your job tier? 

 Entry level/Officer level 

 First level Management 

 Middle Management 

 Senior Management 

 General/Managing Directors 

Q: How long have you worked for your current organization 

 1 year or less 

 2-5 years 

 6-10 years 

 10-25 years 

 More than 25 years 

If you have no knowledge about the topic, please leave it blank:  

STD-Strongly Disagree, D- Disagree, SLD-slightly Disagree, STA-Strongly Agree, A-Agree, SLA- 

Slightly Agree 

  Questions STD D SLD STA A SLA 

Employee Engagement 

1 In my role I feel motivated as my tasks are aligned with the organizational 

goals 

            

2 I am aware about the organization's mission, vision & values.             

3 I am clear about the organization's mission, vision & values through well-

established leadership. 

            

4 I am constantly interested in looking for ways to do my job productively & 

efficiently in order to meet the organizational and results. 

            

5 I had a complete and well defined job orientation on the first day of my 

joining. 

            

The purpose of this questionnaire is to complete my study of HR practices in the Dublin City University for 

my MSc in Management Practices thesis at Dublin Business School. Your responses will be confidential.  
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6 I am empowered to make appropriate changes in my daily work in order to 

improve my department’s efficiency. 

            

7 My performance impactsthe performance of my organization.             

8 My job makes good use of my skills and abilities.             

9 I am aware about the implications and understanding of my role in order to 

achieve and meet essentialdepartmental. 

            

10 At work, I am empowered and Iam given the opportunity to use my 

strengths every day. 

            

11 I am committed towards continuous quality improvement in my work.             

12 I am encouraged to continuously develop my skills.              

13 I have the support I need to do my job.             

14 I believe that my emotional state affects my work outcomes.             

 

If you have no knowledge about the topic, please leave it blank:  

STD-Strongly Disagree, D- Disagree, SLD-slightly Disagree, STA-Strongly Agree, A-Agree, SLA- 

Slightly Agree 

Dimensions of Employee Engagement: 

Meritocracy  

    STD D SLD STA A SLA 

15 Career opportunities always go to the most qualified people.             

16 The person who can approach an unpleasant task with enthusiasm is the 

person who gets ahead. 

            

17 Anyone who is willing and able to work hard has a good chance of 

succeeding.  

            

18 People are re-warded based on their contributions and value to a 

company. 

            

19 Gender has little to do with my wages.             

20 I believe that my employer is an equal opportunities employer             

21 Uncontrollable factors often limit one’s success, despite a person’s best 

efforts. 

            

22 My Employer usually hires the best person for the job, regardless of race 

and gender. 

            

23 Hard work does not always pay off.             

24 Many people who make clear and significant contributions are under-

rewarded for their work. 
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Employer Branding/ Reputation & Sustainability  

    STD D SLD STA A SLA 

25 I am confident that this organization will be successful in the future.             

26 The mission and goals of the organization provide meaningful direction 

to me. 

            

27 HR tools and techniques are designed to attract potential employees for 

this organization. 

            

28 This organization is considered one of the best and trusted places to 

work in the area. 

            

29 People who leave this organization, as a result of organizational 

changes, are treated in a fair and respectful way, in line with our values. 

            

30 Major change initiatives are well managed and help us to deliver better 

performance. 

            

31 We are attracting the people we need to achieve our business goals.             

32 I see the organization's values being demonstrated consistently.             

33 This organization delivers on the promises it makes to employees.             

34 My organization uses an employer brand to help attract and retain 

employees. 

            

 

If you have no knowledge about the topic, please leave it blank:  

STD-Strongly Disagree, D- Disagree, SLD-slightly Disagree, STA-Strongly Agree, A-Agree, SLA- 

Slightly Agree 

Succession Planning 

    STD D SLD STA A SLA 

35 It is the best practice to recruit from outside an organization to fill a 

position instead of going with an internal candidate. 

            

36 The organization meets the time frame to plan for "on-boarding" the 

person. 

            

37 Getting in outside talent can improve a company’s skills pool for top 

management. 

            

38 University’s succession plan is reviewed to ensure that all critical 

positions are covered. 

            

39 My organization mentor individuals identified to fill key senior level 

positions. 

            

40 My organization provides training to individuals after they have been 

selected to fill key senior level positions. 
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41 Formal succession management is used to fill senior positions 

throughout the organization. 

            

42 Over all, my organization has an effective succession planning process.             

Relationship with the Line Manager 

    STD D SLD STA A SLA 

43 My manager supports my need to find appropriate balance between 

work and personal commitments. 

            

44 My manager provides the support I need to succeed.             

45 My manager is open and honest in communication.             

46 I receive appropriate recognition (beyond my pay and benefits) for my 

contributions and accomplishments. 

            

47 My manager holds people appropriately accountable for performance 

and treats people fairly. 

            

48 My manager provides me with feedback that helps me to improve my 

performance. 

            

49 My manager involves me in decisions that affect me.             

50 My manager is available to answer my questions or concerns.             

51 My manager develops a positive team atmosphere.             

 

If you have no knowledge about the topic, please leave it blank:  

STD-Strongly Disagree, D- Disagree, SLD-slightly Disagree, STA-Strongly Agree, A-Agree, SLA- 

Slightly Agree 

Employee Retention 

    STD D SLD STA A SLA 

52 I rarely think about leaving this organization to work somewhere else.             

53 HR policies are designed to keep employees motivated, engaged and 

retained within the organization.  

            

54 My organization offers an effective value-based recognition program 

every year. 

            

55 I prefer to make this organization my future career prospect.             

56 I would rather find a job elsewhere than attempting to change something 

at work that dissatisfies me. 

            

57 This is the best organization for me to work for.             

58 I find myself comfortable with the organization culture.              
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59 Apart from financial benefits, career growth and work culture 

international opportunities are important for me. 

            

60 HR Practices are aligned with the job security, reward and compensation, 

training & development and include performance management practices 

to reduce employee turnover. 

            

Organization Performance 

    STD D SLD STA A SLA 

61 To perform better, the organization keeps their employees engaged and 

motivated. 

            

62 Do you believe that the organization encourages employees to suggest 

their ideas, views and feelings in orderto measure the company’s 

performance? 

            

63 My organization has the right talent for its current as well as future 

strategies. 

            

64 Employee engagementimportance key performance indicator.             

65 We are retaining the people we want to keep for better organization 

performance. 

            

66 My organization cares about the well-being of its employees in order to 

positively contribute to the organization’s performance. 

            

67 The rate of turnover in our organizationis low which benefits the 

organization. 

            

68 My company encourages leadership and has a culture that 

promotes&measures employee engagement. 

            

69 Engaged & motivated employees are considered to be encouraging 

positive factor in ensuring better organizational performance. 

            

70 My organization spends more effort on our retention programs (retaining 

employees) than on recruitment when it comes to organization 

performance 

            

71 Overall, the way my organization reward and recognizes people helps 

create better results. 

            

72 Does your organization believe that through managing, engaging and 

retaining skilled employees the performance of the organization is 

guaranteed? 

            

73 Our organization has a strict confidentiality policy in place to protect the 

organization when the employee leaves. 

            

 

 


