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ABSTRACT 

 

This study is attempts to determine retention factors influencing executives to remain in Malaysian 

organization. The questionnaires will be distributed to a targeted employees of X COMPANY‟s who are 

currently attached in X COMPANY Headquarter (HQ) in Petaling Jaya which is estimated to be around 750 

employees. Perhaps this study is the first the concentrate on examining retention factors among young executive 

in service industry. The results may provide further insights into retention-turnover strategies. 
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Introduction 

 

Ing et al. (2005) has indicated the trend for a long-term organizational commitment by employees is 

diminishing and vanishing (Rousseau, 1996; Rousseau and Libuser, 1997) and thus it triggered a chain reaction 

whereby it is common scenario for high worker turnover (Cohen, 1993; Hunt and Morgan, 1994). As such, 

workers‟ mobility decisions become a major critical issue (Ing, C.H, Hao, C.L and Chih, H.C, 2005).To 

compound the effect further, HR managers are hard pressed to attract and retain competent employees who are 

highly crucial for the organizational survival (De Vos, A. and Meganck, A., 2007, Horwitz et al., 2003; Mitchell 

et al., 2001; Roehling et al., 2000; Steel et al., 2002). Often, however, these highly crucial employees are 

difficult to retain due to their strong  natural self-importance to mark  their own career path rather than to stay 

loyal to the organizational  and hence results in increased rates of voluntary turnover ((De Vos and Meganck, 

2007; Cappelli, 2001). This difficult situation triggered not only shortage of workers, as in numbers, but also the 

risk of losing knowledge and experience along with it which will ultimately force companies to find the 

solution. The loss and depletion of highly skilled and experienced personnel inadvertently increases the 

importance of retaining employees. As to ensure the organization‟s survival and also to maintain their 

competitive advantage against the competitors, it is highly imperative and upmost important for organizations to 

retain talented and skilled employees Losing any employees not only confined on the loss on investment to the 

company by virtue that new employees need to be well trained to acquire the required skills but also the former 

employees also take  with them the knowledge and skills and also the potential accessibility of company‟s 

confidential information to competitors (Frank et al., 2004; Walker, 2001). 

 

Background of study: 

 

In the recent UEM Group 2012 Employee Engagement Survey (“EES”) conducted among the companies 

under the UEM Group, X COMPANY was ranked as the second lowest within the Group (EES, 

2012).Nevertheless, based on Figure 1 below, in comparison to 2010‟s EES index (74.28%), X COMPANY had 

showed an increase in the year of 2012‟s EES index by 1.21%, while against the previous years from 2006 and 

2007, X COMPANY had scored higher than 80%. The index level clearly indicates a significant decline in the 

employees‟ loyalty to the company. 
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Fig. 1: Employee Engagement Survey (EES) Index for all Company of UEM Group 

 

In addition, based on Figure 2, X COMPANY Group can be construed as the biggest company within UEM 

Group in term of total number of staff and also being the main contributor in terms of businesses against other 

companies within the Group. On that note, the management is deeply concerned and anxious over the low index 

as compared to the other companies. Within the UEM Group level, the numbers of skill staffs leaving the Group 

were quite significant and this phenomenon‟s created a massive talent drain in the UEM Group and as such 

resulted with a huge loss to the company (Retention Management, 2012). As at 2012, from the total number of 

personnel who left the UEM Group, 33% were from the junior management level while 3% were from the 

middle and senior management level (Retention Management, 2012).As a result, the company incurred not only 

financial but other immaterial loss mainly due to the cost of recruiting and replacement, productivity losses, 

customer relation, expertise and knowledge, supervisor‟s time for replacement, the psychologically loss in terms 

of low  morale for the remaining employees and last but not least the negative image of the organization. 

Gordon (2009) predicts that talent shortages are going to increase well into the next decade which can limit the 

company‟s ability to expand and can jeopardize their chances of survival as global competition becomes more 

intense. Therefore X COMPANY discerns that it is important for the organization to pursue further 

understanding with the current executives‟ in order to determine and identify the retention factors that will 

influence them to  remain loyal and devoted to the organization. 

 

 
 

Fig. 2: Number of Respondents by Company for Employee Engagement Report (EES) 
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Fitz-enz (1997) stated that the average company had losses of approximately $1 million with every 10 

managerial and professional employees who leave the organization. The combined direct and indirect costs 

associated with one employee ranges from a minimum of one year‟s pay and benefits to a maximum of two 

years‟ pay and benefits. In addition, Solomon (1988) has estimated that separation, training and replacement 

cost triggers a 1.5 to 2.5 times of salary of each person who quits. Thus, there exist significant economic and 

financial impacts whenever an organization loses any of its crucial and important employees especially on the 

loss of knowledge in associated with the employee‟s departure. Some cases from prior research reveal the 

massive cost incurred in losing crucial employees. For example, in one study by (Hale, 1998), employers cited 

that recruitment costs of 50% to 60% of an employee‟s first year‟s salary and up to 100% for a certain 

specialized and high-skill positions. High turn-over extracts an even higher cost for the companies every time 

that the company loses a valuable employee, but in most situations, the loss of the valuable systems knowledge 

is highly detrimental to the company (Avey, 1999). In another study by (Abbasi and Hollman, 2000) showed 

that the impact of employee turnover on organizations often causes far-reaching consequences and to the 

extreme, may jeopardize the efforts to attain the organizational objectives. In addition, (Abbasi, S. & Hollman, 

K., 2000) indicated that when an organization loses a crucial employee, it triggered a negative impact on the 

innovation, the consistency in providing service to customers may be jeopardized, and lastly the occurrence of 

major delays in the delivery of services to customers. The study also showed that a decline in the standard of 

service provided to customers could also be adversely affect the satisfaction of internal and external customers 

and consequently, affected the profitability of the organization. Thus, it is significantly important that in the 

years ahead for an organization to recognize the commitment of individuals and also the needs to create a 

conducive and positive environment in which will influence one be willing to stay (Harris, 2000). Organizations 

will need to either create an intellectual capital environment whereby the transmission of knowledge takes place 

throughout the structure, or else continue to lose important individual knowledge that has been developed during 

the length of service (Harris, 2000). This deep knowledge is what many believe will assist the company to meet 

and satisfy the needs and expectations of the customers and also to create and sustain a competitive advantage 

for the company to compete in today‟s volatile and uncertain global economy scenario. 

Preceding research by Ing et al. (2005) indicates that most studies have been conducted on the turnover, but 

yet only few have been conducted on retention. However on the other end Moncarz, et al. (2008) specified that, 

since the mid-1990s, there were researches conducted not only focusing on determining why employees are 

leaving organization but also focusing on factors that might or had influence employees to stay in the 

organization. Study also been conducted on the benefits associated with retaining the employees in the 

company. Thus, based on that background, the primary focus of this study is to determine the retention factors 

that will eventually influence employees mainly on the executives‟ level to remain with the organization. 

However, in Malaysia, there are lacked of many extensive and comprehensive researches that were conducted 

on the retention plan of employees in organizations due to the deficiency of relevant published local journals. 

This scenario is deeply detrimental as it is envisaged that the current Executives in X COMPANY are the future 

leaders for X COMPANY who will lead and propels the company to success to a higher level. Hence, the 

objective of the study is to determine the retention factors that will influence executives to remain in X 

COMPANY.  The specific objectives are as follows: 

1. To determine the relationship of communication with retention of executives. 

2. To determine the relationship of supervision with retention of executives. 

3. To determine the relationship of leadership with retention of executives. 

4. To determine the relationship of career development with retention of executives. 

5. To determine work environment with retention of executives. 

 

Review of Literature: 

 

Employee Retention: 

 

De Vos and Meganck (2007) had agreed with preceding studies by Horwitz (2003), Roehling, et al., (2000); 

Turnley and Feldman (2000), that employment relationship has undergone vital changes which has affected the 

attraction, motivation and retention of employees in an organization. Retention of employees can be presumed 

as vital in ensuring the future of a company. Thus, Frank, et al. (2004) has clearly defined retention as an effort 

by the employer in ensuring the desirable employees are kept in order to meet the company‟s objectives. 

Organizations that always learn to fulfill the satisfaction of their employee at the highest level would be able to 

retain their employees well. In addition, Alkandari and Abdullah Hamma (2009) quoted that literatures on 

employee retention revealed that the cost to attract existing employee to stay is much more less than the cost 

acquiring of new employees. This is supported by research by (Davidow, W.H., Uttal, B., 1989) which indicates 

that the cost of attracting existing employees to stay is lesser than acquiring new ones is due to the fact that the 

organizations knew their employees and their expectation from the organization and also due to the initial cost 
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of attracting the new employees has already been expended. The other benefits of the employees‟ retention is 

that it is also attain benefits such as customers satisfaction, better service, lower costs, lower price sensitivity, 

positive word-of-mouth, higher market share, higher productivity and higher efficiency which are all conducive 

for the company (Alkandari, Q. and Abdullah Hamma, A., 2009). Hence, it is not unusual that retention 

management has been a widespread concept being explored in the HRM literature.  

 

Retention Management and Retention Factors: 

 

Nadeem Sohail et al. (2011) highlighted that employee retention is an evolving process that requires 

continuous and consistent effort by an organization so as so that the employees can be retained for the maximum 

period of time or throughout the entire project time until the project is completed. In today‟s scenario, 

organizations acknowledged that the balance of power has been shifted from the employer to employees. 

Excessive turnover is an indication of conflict arises and also some fundamental issues within the organization 

and as such it is highly crucial and important for the organization to identify the retention factors that need to be 

adopted in order to retain the employees in the organization. Due to the large costs associated with regards to the 

employee turnover, HR managers need to establish HR policies that will enable them to retain their talented 

employees (Horwitz, 2003; Steel, 2002). Normally these policies are often combined under the term of 

“retention management” where the retention management is defined as “the ability to hold onto those employees 

you want to keep, for longer than your competitors”. Over the past decades numerous publications have 

highlighted and addressed the issue of employee retention. Even the academic research has proposed a scientific 

turnover models whereby the key employees „ turnover mechanisms  process are defined which includes 

affective factors, behavioral intentions and job search mechanisms (Bluedorn, 1982; Steel, 2002). Other studies 

conducted have also determined the relationship between specific types of HR practices which includes career 

development or work-family initiatives and employee retention (e.g. Horwitz, 2003; Hsu et al., 2003). 

De Vos and Meganck (2007) subsequent to this academic study, there are many practitioner-oriented books 

which outline the strategies for an effective employee retention factors. Among the widely discussed retention 

factors are the provision of an attractive package of financial rewards and employee benefits, job enrichment 

initiatives, career perspective, training and development opportunities, a supportive work environment, and last 

but not least the initiatives to improve work-life balance (e.g. Allen et al., 2003; Anderson et al., 2002; Butler 

and Waldroop, 2001; Cappelli, 2001; Hall and Moss, 1998; (Horwitz, 2003); Hsu et al., 2003; Kossek and 

Ozeki, 1998; Mitchell et al., 2001; Pfeffer, 1998; Roehling et al., 2000; Ulrich, 1998; Woodruffe, 1999). The 

key principle from all these publications is that HR managers should take into consideration all these factors 

when initialize or developing retention policies in the organization. However, most empirical studies on 

retention management are only addressing one or a subset of these retention factors which literally makes it 

impossible to assess their relative impact in the retention practices adopted by HR managers‟. Furthermore, an 

important omission in many of the studies is the focus on how these retention factors will affect the individual‟s 

decision-making process. Previous research conducted has identified several factors relating to employee 

retention, situated on both organisational and employee levels. On the organisational side, the key factors 

influencing retention appear to be the existence of challenging and meaningful work, opportunities for 

advancement, empowerment, responsibility, managerial integrity and quality and new opportunities/challenges 

(Birt et al., 2004). Walker (2001) has also identified seven main factors that encourage retention which are 

compensation and appreciation of the work performed; the provision of challenging work; opportunities to 

learn; positive relationships with colleagues; recognition of capabilities and performance contributions; good 

work-life balance and lastly good communication within the organisation. Echols (2007) further states that when 

combined selective promotion and salary action, the learning and development process become a strong 

retention activity. On the other hand, Nadeem Sohail et al. (2011) conclude that career path is the most valuable 

and the strong factor that employees look for in the organization. 

   
Existing Models on Employee Retention Factors: 

 

Previous researches and existing models that relates to employee retention are being adopted in order to 

develop theoretical framework of this study.  However, the selected list of the retention factors and literature 

review are not meant to be an exhaustive and full pledge of all possible theories or variables related to employee 

retention and turnover. The models are selected based on the pertinent of the model to the X COMPANY 

current issue. The existing models selected are Employee Retention Model by Nadeem Sohail et al. (2011) and 

Retention Factors Model by Manohar (2012). 
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Fig. 3: Employee Retention Model (Nadeem Sohailet al., 2011) 

 

This model is focusing on the strategy human resource management practices that affect the employee 

retention. The model is intended mainly to help organizations to understand the value of their employees and to 

establish reasons to retain them. The retention factors in the model such as merit based compensation, working 

environment and career path will give some clear approach to the organizations which are struggling to retain 

their employee by means of having better understanding of the requirement in retaining employees and the 

retention factors (Nadeem Sohail et al., 2011). However, Manohar (2012) agreed with preceding study by 

Henricks (2006) and Smither (2003) which stated that the fundamental problem arises on retention was actually 

due to employees joining a company just merely on  expecting high salaries and good benefits but in a true 

sense  actually are not motivated by these factors.  Arthur (2001) on the other hand believes that there are few 

key elements that can help any company to become a good workplace such as; being treated fairly, flexible 

hours, opportunities for meaningful contributions, opportunities for growth and skill development, a positive 

work environment and culture, and frequent management feedback. Thus, Manohar (2012) conducted his study 

based on the model which he believes to be the key elements which can assist organization to provide a good 

place to work. He uses the elements he identified in his theoretical model to develop instrument for his 

assessment. The elements include: clear objectives work climate, employee freedom and flexibility, training and 

motivation, compensation and benefits, communication and assistance, and lastly employee involvement and 

growth.  

 
Fig. 4: Retention Factors Model (Manohar, 2012) 

  

Employee Engagement Survey (“EES”): 

 

Employee Engagement Survey (“EES”) is basically a survey conducted to all employees in the UEM Group 

of Companies. The survey is mainly to gauge the overall engagement or loyalty level of staff with their 

respective companies within UEM Group. The survey also will assist in understanding the employees‟ 

involvement and enthusiastic about the company that they are currently attached to and thus will act in a way 

that will furthers the organization‟s interest. In other word, the employee's positive or negative emotional 

attachment to their job, colleagues and organization that strongly influences their willingness to learn and 

perform at the work can be used as a measurable degree for Employee Engagement. The survey focuses on 

various areas namely career development, communication, job satisfaction, leadership and values, supervision, 

teamwork and work environment. The survey was first conducted throughout the year since 2006 until 2008. 

Following that In 2010; a different set of survey was used and conducted throughout the period of 2 years. The 

latest survey was conducted in the year 2012. On the recent survey, a total number of 99.5% of employees in X 

COMPANY participated in the survey. The survey indicated that among the entire key dimension, level of 

engagement among employees in terms of teamwork, job satisfaction and work environment showed the highest 

factors. Whereas, among the lowest level of engagement are the communication and supervision factors. While 
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in the communication dimension, the engagement survey highlighted on the subject matter of openness, honest 

and clear communication across the organization. Supervision focuses on the supervision feedbacks, recognition 

on job well done and communicates openly on the company vision clearly. However, based on the survey on 

these dimension, there seems to be contradicting and overlapping on one another. Therefore, researcher senses 

that the findings may be misleading due to inconsistent survey. The survey is highly important to the 

management in order to assist them to produce and incorporate plans and actions at both the organizational and 

division/department level, to address the areas of concern. 

 

Employee Retention: 

 

Frank et al. (2004) has defined retention as an effort taken and adopted by the employer in ensuring and 

ascertaining that only the desirable and key employees are maintain in order to meet the company‟s objectives. 

Normally it can be concluded that only organizations that are accommodative and also that can fulfill the 

employees‟ satisfaction at the highest level will be able to retain their employees well. 

 

Career advancement and Employee Retention: 

 

The 21st century employment relationship evolution has remarkably redefined the development and career 

opportunity. The word “Development‟ is now being construed as a process of gaining new skills and taking 

advantage of many methodologies of learning that will eventually benefit the employees and organization alike 

.Hence, employees will be benefited by experiencing greater satisfaction in their ability to achieve results on 

their job and also by virtue of taking responsibility for their career; the organization will also benefits by having 

employees with more skills and are more productive (Kreisman, 2002). From the employees point of view 

reiterates that the availability for any skill development opportunities and career movement are the “key 

attractors” to the organizations. Failure for an organization to recognize the individual‟s need and desire to 

grow, then “development” becomes a primary reason for resignation (Dibble, 1999). Another definition by 

(Hausknecht et al., 2008) stated that “development” is the amount of potential for movement to higher levels 

within the organization.  

 

Working environment and Employee Retention: 

 

Literature states that working conditions or environment is not merely just limited to the physical 

environment conferred or imposed on the employees, but it expands further towards the job design, job control, 

task complexity and variety and even stressors (Clegg et al., 1997; Parker and Wall, 1998; Semmer, 1998 

through (Segupta, 2011)). In one study conducted in a service industry by (Moncarz, et al., 2008) indicated that 

despite the monetary rewards to be the main motivator to maintain employees, a fun and conducive working 

environment together with flexible hours are also among the key important motivators not to be overlooked. 

 

Communication and Employee Retention: 

 

Communication is the most significant factor to reach and announce the objectives of the firm. The 

employees‟ commitment highly depends on the way for a clear and frequent performance feedback is provided. 

High performing employees are notably and keenly interested in receiving frequent, positive and specific 

feedback. Recent research on employee commitment highlighted the likelihood of employees maintaining with 

the firm indicate a strong positive relationship. However different scenario can be said on an entrepreneurial 

firm as it is likely that the environment is marked by high turbulence and changing objectives. Thus, it is only 

seems logical to assume that a need to exists for a clear communication of expectations along with frequent 

feedback (Manohar, 2012). 

 

Leadership and Employee Retention: 

 

Based on research by (Randall, 2009) employees‟ desire and intention to work for a leader with vision and 

with an organization that reflect their employees values, aspirations and beliefs. These unspoken motivators and 

desire, according to employee have a low stated importance but a high-derived importance, which literally 

means that they do not stand out critically important in the employee‟s mind but any efforts to improve these, 

will greatly affect attraction and retention. 
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Supervision and Employee Retention: 

 

Hausknecht et. al. (2008) viewed that effective supervision and positive peer group relations are also 

strongly related to retention.  Results from previous research also depicts  higher turnover among employees  

when they were treated poorly and badly by the supervisors  will also displayed low levels of consideration 

behaviors, or will not meet their needs regarding feedback and recognition. In a study conducted by Russell and 

Thite (2008) through (Segupta, 2011),showed that  employees feel that any close supervision and restricted 

freedom will hugely mark the supervision as ineffective on the part of their team leads and eventually will often 

causes discontent among the employees. Style of supervision greatly affects the attitude and the behavior of an 

employee in the form of their satisfaction and performance (Aselage and Eisenberger, 2003; Mishra, 2007; 

Russell and Thite, 2008 through (Segupta, 2011)). 

 
Table 1: Adapted Variables from Existing Models and Literatures 

Variables Author/Model Adapted/New 

Employee Retention (Dr, Nadeem Sohail, Aysha Muneer, Yasir 

Tanveer and Hussain Tariq, 2011), (De Vos, A. 

and Meganck, A., 2007) 

 

Adapted 

Career Advancement (De Vos, A. and Meganck, A., 2007), (Dr, 

Nadeem Sohail, Aysha Muneer, Yasir Tanveer 

and Hussain Tariq, 2011),  (Hytter, A., 2007), 

(Birt, M., Wallis, T. and Winternitz, G., 2004) 

 

Adapted 

Working Environment (De Vos, A. and Meganck, A., 2007), (Dr, 

Nadeem Sohail, Aysha Muneer, Yasir Tanveer 

and Hussain Tariq, 2011),  

 

Adapted 

Communication (Walker, J.W., 2001), Employee Engagement 

Survey (EES) result 

 

Adapted 

Leadership  (Hytter, A., 2007)  Adapted 

 

Supervision (Hausknecht, J.P, Rodda, J.M and Howard, M.J, 

2008), Employee Engagement Survey (EES) 

result 

Adapted 

 

 

Methodology: 

 

Data and Sources of Data: 

 

The main approach to collect data for this study is from the combination of primary and secondary data 

source. 

 

Primary Data: 

 

For the primary data, the data will be collected through a form of questionnaires that will be distributed to 

the related employees. The primary data is vital and crucial as it will represent the information which will 

determine the retention factors influencing employees to remain X COMPANY. 

 

Secondary Data: 

 

Meanwhile, for the secondary data, the data are primarily gathered through extensive reading of journals, 

proceedings, books, reports and internet search. Secondary data is very important and useful as it will provide 

more reliable and established information and knowledge regarding the subject matter. Moreover, it will also 

enhance the level of understanding and knowledge for the researcher. In addition, it will also acts as guidance to 

the researcher during the process of research. 

 

Research Instrument: 

 

For the research instrument to be utilized in the study is primarily in a form of questionnaire. The question 

type for the questionnaire will be closed-ended questions. There are two types of scale that will be used to 

analyze the collected data; which are the nominal scale and interval scale. Both scales are being used as to make 

it easier during the SPSS program later where the data analysis will be conducted. The questionnaire will consist 

of three main sections. 
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Sample of Study: 

 

The questionnaires will be distributed to a targeted employees of X COMPANY‟s who are currently 

attached in X COMPANY Headquarter (HQ) in Petaling Jaya which is estimated to be around 750 employees. 

From that total number of personnel, only executives will be selected as there is the main contributor in 

determining the retention factors influencing them to remain with X COMPANY. Details of the total 471 

executives in HQ will be assisted by the X COMPANY‟s Human Resource Department. A simple random 

sampling procedure from the total executives in HQ will be used to identify as respondent for this study. Based 

on Sekaran (2003), this sampling method is the least bias and offers the most generalization. 

 

Proposed Theoretical Framework and Hypothesis Proposition: 

 

The conceptual model is developed in order to meet the objective of this study. Based on the extensive 

literature review, model of the research was developed to demonstrate each objective of this study: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Types of Tests and Statistical Software: 

 

Based on the information extracted from the completed questionnaires, the respondent‟s data will then be 

keyed in into the SPSS program. The gathered data will be analyzed and summarized which will be used later to 

determine whether the objectives of the study have been achieved. This is a vital and crucial phase as the 

researches must be able to interpret the result which will significantly contributes to the findings so that the 

objectives of the study will be met. Data analysis requires the use of a set of statistical tools which sieves the 

large amount of details and summarizes them according to their degree of importance and inter-relationship. 

Therefore, for this study descriptive statistics will be used. This method is basically to find the mean scores and 

standard deviation of the data collected which will support in reporting of the data analysis. The demographics 

are useful to make some general observations from this statistics. Another method is to use Cronbach‟s Alpha 

Reliability Test which is a test whether the collected data are reliable and consistent. Based on Sekaran (2006), 

generally if the test showed less than 0.60, the reliability is considered poor, whereas those in the 0.70 range  is 

acceptable and over 7.80 is considered good. In order to test correlation, Normality test will be conducted in 

order to determine which correlation test to be used. 

 

Conclusion: 

 

In view of the current volatile and turbulent workplace, it is important for the company to adopt a stable 

workforce in order to create a significant competitive advantage against the competitors. The existence of an 

unstable workforce conditions will result in an organization to invest thousands of dollars in recruiting, 

orienting, training, overtime and supervision. These expenses will greatly affect the organization financial 

standings as the money spend will comes literally right off the organization‟s „bottom line‟ (Reichheld, 2001; 

Dibble, 1999; Herman, 1999). Any absence of continuity will greatly affect the organization‟s performance as 

organizations‟ ongoing close relationships with customers will be severely disrupted, a fragile customer loyalty; 

a highly stressed managers; more conflict arises; efficiency will be badly hampered. All these challenges will 

definitely hinder the performance of the organization and eventually will result in difficulties for an organization 

to compete in the marketplace. Without any doubt, in any organization, a stable workforce which comprised of 

competent, dedicated employees are construed as the most valuable and volatile asset. Longevity will provide 

the company powerful advantage while depth of knowledge will provide the company strength. Any loss of a 

highly competent employee is gradually difficult to almost impossible to be replacing with someone of 

Communication 

Leadership 

Career Development 

Supervision 

Work Environment 

Employee 

Retention 

H1 

H2 

H3 

H4 

H5 
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comparable competence and skills despite with an effective succession planning process in the organization. 

Due to the volatile labor market and competition for worthy and knowledgeable people in nature, organizations 

are forced and to a certain extend but to hire less competence peoples. If this scenario repeats itself throughout 

the cycle, the aggregate competence and capacity of the organization‟s workforce will eventually and gradually 

diminish and along with it the ability to meet customer expectations (Ambrose, 1996). Once an unsatisfied 

customer decides to leave, it will take along with it the organization‟s cash flow and profits. Meanwhile for the 

company‟s investors who are understandably and arguably very concerned about the company‟s overall capacity 

to perform in such a ways that will positively influence the monetary value and the return of their stock. Once 

any unstable situation detected, question will start to be asked (Mitchel, 2002).  An indication of a high turnover 

will raise red flags; signaling to the investors to be extra cautious. Thus the current study is attempts to 

determine retention factors that influence executive to remain in organization. Perhaps with the proposed model 

and practical implications suggested would assist policy makers on the solving high turnover among young 

executives.  
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