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“What happens if we invest in developing our employees and they leave us?” 
“What happens if we don’t and they stay?” 

 
- Unknown.  
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Abstract 
Course/level: 2FE21E, Undergraduate bachelor thesis. 
Authors: Magnus Kindberg, Hampus Olsson, Bawan Saeid 
Supervisor: Michaela Sandell 
Examiner: Åsa Devine 
Title: Satisfaction on employee retention – a quantitative research  
Keywords: Satisfaction, employee retention, employee empowerment, employee 
engagement, employee branding, organizational structure, autonomy, goal setting, feedback, 
knowledge of values, motivation, employee turnover. 
Background: Employee retention is a theory about retaining employees. An organization 
with a high employee turnover may have trouble with increased costs in the form of hiring 
new employees and replacement costs, given that their employees are leaving by choice. 
Employees are seen as a company’s most important assets since they are the ones delivering 
value and satisfaction to the customers, and should therefore be treated accordingly. Previous 
studies have focused on attracting new employees, however, keeping the employees within 
the company for the long run is equally as essential for the success of a business. 
Purpose: The purpose of this paper is to explain the relationship of satisfaction, towards 
employee retention.  
Hypotheses:  
H1: There is a positive relationship between employee empowerment and employee retention. 
H2: There is a positive relationship between employee engagement and employee retention 
H3: There is a positive relationship between employee branding and employee retention 
Methodology: This research had an explanatory approach, where a cross-sectional research 
design was used. Furthermore, an online self-completion questionnaire was conducted. 
Conclusion:  Based on this research, it was proven that employee engagement and employee 
branding had a positive relationship towards employee retention.  
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1.0 Introduction 

This chapter will present an introduction of the chosen topic, in order for the reader to gain a 

foundation of knowledge within the area of employee retention. The problem discussion 

elaborates the related problems to the topic followed by the purpose of the research.  

1.1 Background 
According to Tymon, Strumpf and Smith (2011) and Mandhanya (2015) employee retention 

has become a key concept for organizations that aims to improve their performance, which 

has resulted in an increase of attention towards this subject in today’s society. Employee 

retention is according to Allen (2008) a company’s or an organization's capability of retaining 

its employees. Employee retention can also be seen as a strategy that organizations use in 

order to retain employees since it is related to the efforts made by the employers to keep its 

workforce (Allen, 2008). 

 

The employees of a company are according to Hartline and Bejou (2004) the company’s most 

important asset, since they are the ones delivering value and satisfaction to the customers, and 

should therefore always be treated in accordance. The importance of employees is 

furthermore strengthened by Hvide and Kristiansen (2012) and Sexton et al. (2005), who 

states that by succeeding to retain the employees of a company, the information that the 

employees possesses will not be lost and transferred to a competitor, and neither will the 

investment put into the employees. In addition, Tymon, Strumpf and Smith (2011) explains 

that retaining employees will result in reduced costs since there will not be a need for 

recruiting new employees. 

 

The amount of employees that are leaving a company is referred as employee turnover, and 

there are mainly two types; voluntary turnover and involuntary turnover (Jaramillo, Mulki, 

and Boles, 2013). Voluntary turnover refers to the employees that leave on their own behalf 

because of better job offerings etc. (Wallace and Gaylor, 2012). Involuntary turnover refers to 

the employees who are being dismissed by the company because of e.g. weak performance, 

where employees have counterproductive work behaviour which misfits the organization 

(Cohen, Panter and Turan, 2013).  
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Allen (2008) further states that one of the reasons for contributing to employees leaving a 

company could be due to the employees’ lack of satisfaction towards the organization. Allen 

(2008) further states that an employee’s wage is not as important as formerly believed when it 

comes to reducing employee turnover. Satisfaction among the employees is according to 

Kumar and Pansari (2015) the reaction the employees have towards their job circumstances, 

their supervisors and co-workers. Satisfaction furthermore leads to positively influences in 

both the goods and services that they deliver, and satisfied employees tends to perceive 

themselves as a member of the organisation and connect with its values and goals (Kumar and 

Pansari, 2015).  

 

1.2 Problem discussion  
According to Sexton et al. (2015) the focus on employees has been brought to the frontline of 

the competitive society because of the fact that employees cannot be duplicated in the same 

manner as ideas and products can. Therefore, investing in the employees will not only result 

in higher performance for short-term, but it can also be seen as an investment that will be 

beneficial for the long-term if the companies succeed to keep the employees (Sexton et al., 

2005). Previously the focus has been on attracting new employees, however, this is no longer 

the most important aspect. Keeping the employees within the company for the long run is 

equally as essential for the success of a business (Flowers and Hughes, 1973; Sexton et al., 

2005). However, Mandhanva (2015) states that employee retention has become more 

problematic than before, as the society has developed in a way where it now is easier for 

people to change jobs more frequently. Aruna and Anitha (2015) strengthens this and states 

that one reason for this change is due to the technological development, which has resulted in 

an increase of connections which enables employees to leave the company. 

 

Voluntary and involuntary turnover was briefly introduced in the background. Voluntary 

employee turnover is an active choice from the employee in difference to involuntary 

employee turnover, which is justified by the employer. Given this information, it was decided 

to limit the research and exclude involuntary turnover, in order to match the purpose.  

Trevor (2001) states that one of the main issues with voluntary employee turnover is that it 

mainly includes high performing employees of a company, since they have a greater capacity 

of acting on dissatisfaction because of the fact that they can turn to external markets. This 
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leaves companies with a less qualified workforce, which can hinder the company from staying 

competitive (Rappaport, Bancroft and Okum, 2003; Hausknecht, Rodda and Howard, 2009). 

Sexton et al. (2005) also explain that all the investment put into an employee will not only be 

lost if they leave, but may also be transferred into a competitor's business. The importance of 

retaining professional workers is furthermore strengthened by Tymon, Strumpf and Smith 

(2011) who states that high employee retention minimizes the recruiting and replacement 

costs, and in addition it provides organizations with stability regarding the expertise and high 

knowledge throughout the company (Tymon, Strumpf and Smith, 2011). According to Pitts, 

Marvel and Fernandez (2011) organizations that have high stability outperform those with 

low stability. Shaw, Gupta and Delery (2005) and Mustapha et al. (2011) further states that 

companies with low stability and high turnover are in risk of losing institutional memory, 

which could be described as a set of experiences and knowledge regarding the way an 

organization is operating. 

 

According to George (2015) previous research about employee retention has until recently 

been assuming that the reasons for why employees were leaving companies, were the same as 

the reasons for why employees were staying at a company (George, 2015). Previous study 

suggests that the reasons for high employee turnover and why employees leaves a company 

could be due to lack of challenge, opportunity within the company or relationship conflicts 

(Ramlall, 2003; Gialuisi and Coetzer, 2013; Guha and Chakrabarti, 2014). However, it has at 

the same time been a lot of research stating that employee turnover and employee retention 

are not correlational in the manner of them being the exact opposite of each other (Holtom 

and Inderrieden, 2006; Cardy and Lengnick-Hall, 2011; Holtom et al., 2008; Lee et al., 2004). 

This is furthermore strengthened by Steel et al. (2002) and George (2015), who states that it is 

of major importance to investigate the underlying reason for why employees stay at a 

company, since the reasons for employee turnover and employee retention are not necessarily 

the same. Loan-Clarke et al. (2010) states that there is a need for more research on employee 

retention which is also strengthened by Cardy and Lengnick-Hall (2011) who agrees with 

Steel et al. (2002) and George (2015) regarding the fact that the focus has mostly been on why 

employees leave, rather than why employees stay. Al-Emadi and Schwabenland (2015) states 

that there has been some research within the area of employee retention, however, there are 

still a lot of opportunities for future research within the subject. 
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According to (Mandhanya, 2015; Verbruggen, Cooman and Vansteenkiste, 2015; Coetzee and 

Stoltz, 2015; Al-Emadi and Schwabenland, 2015) one of the most important factors affecting 

employee retention has been shown to be satisfaction. Employee engagement, employee 

empowerment and employee branding are all different approaches that contributes to 

satisfaction among employees (Qing, Rong and Guoliang, 2013; Garg, 2015; Miles and 

Mangold, 2004). Within employee branding, satisfaction is created when the employees are 

being motivated and enabled to understand a company’s desired brand image (Miles et al., 

2011). According to Adams (2008) employee empowerment is about how the people in a 

group can affect each other in a positive manner, both individually and collectively, however, 

it is according to Sigler, Honeycutt and Pearson (2000) proven to be higher employee 

empowerment in collective-culture companies. Lastly, employee engagement is about 

engaging the employee through goal-setting, but it is also about providing organizational 

support through feedback and treating all employees fairly, in order for the employees to feel 

satisfied at their workplace (Saks, 2006; Lathman and Pinder, 2005; Zhao et al., 2016).  

 

The authors of this paper will measure the three approaches, employee engagement, employee 

empowerment and employee branding, individually and explain their relationship towards 

employee retention, in order to see if the previous research regarding satisfactions effect on 

retention is accurate. 

 

1.3 Purpose 
The purpose of this research is to explain the relationship of satisfaction, towards employee 

retention.  
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2.0 Theoretical Framework 

This chapter presents the theoretical framework and relevant concepts that are associated with 

previous research. The chapter creates a foundation for the relationship of satisfaction and 

employee retention. The chapter consists of employee retention, employee empowerment, 

employee engagement and employee branding. An operationalization of the theoretical concepts 

is later presented in 4.5.1.  

 

2.1 Employee retention 
According to Mandhanya (2015) employee retention has become a key concept for 

organizations that aims to improve their performance. It has also become among the most 

important factor for the long-term success of companies, where keeping the right employees 

is out of major importance (Mandhanya (2015). Employee retention could furthermore be 

explained as “a management initiative through company policies to create a high degree of 

employee satisfaction with the ultimate motive of retaining employees” (Mandhanya, 2015, 

p.118). 

 

Retaining professional workers is out of major importance since it eliminates the recruiting 

and replacement costs, and in addition it provides organizations with stability regarding the 

expertise and high knowledge throughout the company (Tymon, Strumpf and Smith, 2011). 

Sexton et al. (2005) further explain that all the investment put into an employee will not only 

be lost if they leave, but may also be transferred into a competitor's business. According to 

Pitts, Marvel and Fernandez (2011) organizations that have high stability outperforms those 

with low stability. Shaw, Gupta and Delery (2005) and Mustapha et al. (2011) further states 

that companies with low stability and high turnover are in risk of losing institutional memory. 

 

In a study conducted by Beynon et al. (2015) it was shown that training is important for 

keeping employees and to increase satisfaction. Beynon et al. (2015) furthermore stresses the 

importance of giving the employees training in house instead of having employees trained 

outside of the workplace on their own initiative. 
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2.2 Employee empowerment 
“Empowerment is a multifaceted idea meaning different things to different people” (Adams, 

2008, p. 4). Empowerment is defined as how individuals, groups and communities 

individually and collectively can help themselves and others to maximize quality of their lives 

(Adams, 2008). Potterfield (1999) states that employee empowerment is among the most 

important and popular management concepts of our time. Small and big companies, high and 

low technology companies have been initiating empowerment programs in order to increase 

employee motivation, efficiency and to gain competitive advantage. According to a research 

conducted by Qing, Rong and Guoliang (2013) it was concluded that employee empowerment 

has a positive effect on employee satisfaction and task performance. Furthermore, human 

resource management should work together with line managers in order to provide the 

frontline employees with more freedom and responsibility, which in turn will result in higher 

satisfaction among the employees (Zhao et al., 2016; Andreassi et al., 2014). 

 

Conger and Kanungo (1988) argues that there are several positive effects of employee 

empowerment, however, it is important to bear in mind of the negative side effects. Conger 

and Kanungo (1988) further explains that the negative aspects of empowerment have in some 

cases proven to be overconfidence, which might lead to misjudgements. This negative 

outcome may come repetitively in organizations because it is hidden in the positive outcomes 

that come with empowerment (Conger and Kanungo, 1988). 

 

2.2.1 Organizational structure  

Sigler, Honeycutt and Pearson (2000) state that employee empowerment is proven to be 

higher in collective-culture companies, where employees are motivated by the good of the 

group. Employees in companies with high collectivism feel more empowered than employees 

in companies with individualism (Sigler, Honeycutt and Pearson, 2000). 

 

A research conducted by Janssen (2004) demonstrates how empowered employees have 

trouble in maintaining positive feelings and cognitions towards their organization as conflict 

with superiors occurs. These type of conflicts appears as empowered employees takes 

initiatives on a lower level but gets obstructed by superiors who resist the initiatives. In order 

to attain good team performance through empowerment it is considered highly important to 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 7		
	

have a low power distance and to have high collectivism (Jiang et al., 2016). The power 

distance is defined as how people in a specific country are dealing with the awareness that 

some people have more power than others in various contexts (Hofstede, 1980). Jiang et al. 

(2016) states that through low power distance and high collectivism, employee’s boosts 

knowledge sharing at the same time as conflicts in companies are minimized because of a 

relatively equal power among employees. The researcher furthermore claims that the 

collectivistic approach results in that the members become keen to achieve good outcomes. 

The exact opposite, high power distance and low collectivism is proven to not result in any 

productive outcomes for the group and to not increase the well being of the individual 

members (Jiang et al., 2016). 

 

2.2.2 Autonomy  

Gibson, Finnie and Stuart (2015) state that when exploring organizational structure, 

organizations develop from having a flat structure, to a hybrid structure and to later end up as 

a hierarchical structure. This development correlates with how organizations grow bigger. 

The growth of an organization eventually increases organizational complexity and lowers the 

level of employee’s professional autonomy, which lowers the efficiency within an 

organization (Gibson, Finnie and Stuart, 2015). An effective organization design promotes 

tight linkage between actions and outcomes and therefore decentralizes the control to smaller 

units instead of centralizing the control to one major centre (Gibson, Finnie and Stuart, 2015). 

This perception is further accepted by Zhu and Jiao (2013) that through an investigation found 

that flat structure in organizations increases corporate performance on a short and long term 

perspective. It was further concluded in a study made by Hosie et al. (2013) that employers 

have to provide opportunities and freedom for the employees to be able to make independent 

decisions in what is related to their work area, which in turn will result in higher satisfaction. 

 

2.3 Employee engagement 

It has in recent years been a great interest for employee engagement among both consultants 

and practitioners (Saks, 2006). Employee engagement has during the time been defined in 

different ways, Kahn (1990) defines employee engagement as "the harnessing of organisation 

members’ selves to their work roles; in engagement, people employ and express themselves 

physically, cognitively, and emotionally during role performances” (Kahn, 1990, p. 694). 
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Harter, Schmidt and Hayes (2002) define the term as “employee engagement refers to the 

individual’s involvement and satisfaction with as well as enthusiasm for work” (Harter, 

Schmidt and Hayes, 2002, p. 269). Furthermore, Schaufeli and Salanova (2011) explain 

employee engagement as a broad concept, which includes the employee’s relationship to its 

professional role and organization. Garg (2015) states that employee engagement clearly has a 

positive effect on job satisfaction, which is also strengthened by (Harter, Schmidt and Hayes, 

2002). The researcher’s further states that employee engagement affects employee turnover, 

but also that employee engagement is linked to important business outcomes that is of great 

importance to organizations (Harter, Schmidt and Hayes, 2002). 

 

An engaged employee is according to Seijts and Crim (2006) one who is involved in the work 

that he or she has. An engaged employee is enthusiastic about working and also cares about 

the company and its future. Seijts and Crim (2006) furthermore states that companies that are 

better at engaging their employees tends to outperform their competitors. It is possible that 

employee engagement is what makes the difference between an ideal company and an 

average company (Seijts and Crim, 2006). According to Macey and Schneider (2008) 

employee engagement may also be an approach to achieve competitive advantage (Macey and 

Schneider, 2008). 

 

Saks (2006) states that the employees that are most likely to reciprocate the organization with 

a great amount of engagement in the organization and job are the ones that perceive a high 

organizational support. Employees who are engaged are also according to Saks (2006) likely 

on a greater level to have a “high-quality relationship” for their employer. This also leads to 

that employees get positive intentions, attitudes, and behaviours (Saks, 2006). 
 

2.3.1 Goal setting  

According to the research done by Lathman and Pinder (2005) it was shown that 

organizational justice and goal setting are of major importance in the approach of achieving 

employee engagement. According to a study made by Lee, Locke and Phan (1997) it was 

shown that goals should be challenging, however, goals that are perceived as impossible to 

achieve, would demotivate the employees. Whittington and Bill (2016) suggest that goals 

should be set carefully in accordance with the capability of the employees. Locke and Latham 

(2002) further state that unionized goal setting is a way of achieving higher performance 
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among the employees, which also results in higher job satisfaction. Martin, McNally and 

Taggar (2016) state that self-evaluation, which occurs when employees compare their actual 

performance with the desired goal, is an important factor for successful goal setting. Self-

evaluation is proven to influence self-regulation, as individuals strive to not deviate from the 

group, they compare their own goals with others and adjusts their behaviour to not 

differentiate (Cellar et al., 2011). Goal setting is increasing the effort for an individual 

because he or she wants to reach self-satisfaction of achieving a goal. This further makes the 

individual work instead of stopping as the goal is yet to be reached (Martin, McNally and 

Taggar, 2016). 

 

2.3.2 Feedback 

According to Locke and Latham (2002) feedback works as a moderator within goal setting. 

Zhao et al., (2016) states that one factor which has a major impact on job satisfaction is 

feedback, which is strengthened by Sultan (2012) who states that there exists a strong positive 

correlation between job satisfaction and feedback. 

 

The researchers’ further states that providing the employees with constructive feedback has 

shown to increase the employees’ job satisfaction significantly (Zhao et al., 2016; Andreassi 

et al., 2014). Human resource managers who develop strategies in order to improve 

satisfaction with feedback should according to Rasheed et al. (2015) develop the way in 

which they provide feedback to their employees, in order to achieve organizational goals 

more effectively. The way one receives feedback can according to Sipple (2007) be as 

important as the feedback itself. People tend to respond positively on feedback if the one who 

gives feedback is interested in the receiver’s success. Joo (2010) states that employees who 

are supervised in a “supportive fashion” are the ones that show the highest organizational 

effort. 

 

2.3.3 Organizational Justice 

Greenberg (1987) referred to organizational justice as the way an employee perceives the 

organizations decisions, actions and behaviours and how these factors influence the attitudes 

and behaviours of the employees at work (Greenberg, 1987). According to (Hasan Ali, 2010) 

organizational justice is positively correlated with job satisfaction. This is strengthened by 
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(Ouyang et al., 2015) who states that organizational justice is an important factor, which 

affects job satisfaction. Ouyang et al., (2015) further states that justice is one factor that 

motivates positive emotions and that injustice is what arouses negative emotions and these 

factors is what improve or reduce employee’s jobs satisfaction (Ouyang et al., 2015). There 

are three types of organizational justice - distributive, procedural and interactional (Kwon et 

al., 2008). Distributive justice is about fairness and according to Adams (1963) equity theory, 

employees can determine if they have been treated correctly dependent on their rewards. If 

several employees input and outputs are the same, they should be rewarded the same (Adams, 

1963). If the ratio of employees is unequal it can lead to psychological tension, which reduces 

productivity (Adams, 1963). Interactional justice is the process after a decision-making, it is 

important that a decision is mediated with sensitivity and respect to the employees (Bies and 

Moeg, 1986 in Wang and Jiang, 2015). According to a study by Colquitt (2001) interactional 

justice can be divided into interpersonal justice and informational justice. Interpersonal refers 

to the treatment that an individual receives, if an employee is treated with politeness and 

dignity (Colquitt, 2001). Informational justice is related to the explanations that are given to 

an employee, for example, justification to the employees about certain decision-makings 

(Colquitt, 2001). 

 

2.4 Employee branding  
According to Miles and Mangold (2004) employee branding is a psychological contract that 

involves a certain mind-set in which the company wants its employees to operate within. It is 

however also about how to empower the employees to provide a high level of customer 

service (Miles and Mangold, 2004). Mangold and Miles (2007) defines employee branding as 

“the image presented to an organization’s customers and other stakeholders through its 

employees” (Mangold and Miles, 2007, p.77). The image being presented can be both 

positive and negative, depending on the employee's knowledge about the organization’s 

desired image, and how motivated the employees are to convey that image to the customers 

(Miles et al., 2011). Miles and Mangold (2004) furthermore states that constant development 

of employee branding will increase the likelihood of employees to understand the preferred 

brand and organizational image, which will eventually result in an increase of satisfaction and 

performance, higher level of customer retention and reduced employee turnover. 
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2.4.1 Knowledge of values 

In order to achieve the advantages that comes with having established employee branding 

there are two important elements that needs to be handled correctly, knowledge of the values 

of the organization and motivation (Miles and Mangold, 2005). Mangold and Miles (2007) 

further states that the values of an organization must be clearly defined in order for the 

employees to understand what image the organization expects from them to reflect with their 

customers. One can argue that it is difficult to decipher workplace culture; a common answer 

might be that workplace culture simply is the way things are done around that specific 

workplace (Schein 1990). Schein (1990) came up with three levels that companies possess, 

which can explain the phenomenon of workplace culture. The first levels consist of basic 

underlying assumptions, which are the unconscious, taken for granted beliefs, the level is 

considered as the ultimate source for values and action. Schein (1990) further explains the 

second level, which is called espoused values, in this level the strategies, philosophies and 

goals of a workplace are situated. The values of the management and the employees are not 

necessarily the same, therefore it is vital that the communication department compromises 

and finds a way that works. The third level is called artefacts, this is where the visual 

organizational processes and structures are. In this level heroes in a company gets fronted, 

such as the founder or an extraordinary employee, the history and what is celebrated within 

the company is also out of major importance in this level (Schein, 1990). The culture of a 

specific company can be seen as competitive advantage, if the culture is valuable, rare and 

hard to replicate (Barney, 1986). Companies that lack this specialty cannot use their 

workplace culture as a source of advantage and must look elsewhere to gain superior financial 

performance (Barney, 1986). 

 

2.4.2 Motivation 

Motivation is also an element that needs to be handled correctly to achieve established 

employee branding (Mangold and Miles, 2007). It does not matter how well the values of an 

organization is articulated, if the employees are not motivated to reflect those values to the 

customers (Mangold and Miles, 2007). According to a study conducted by Cravens et al. 

(2015) it was proved through empirical evidence that a distinguished workplace culture has a 

positive impact on effectiveness in achieving self-reported performance and the satisfaction in 

a workplace. This positive workplace culture gives the employees reason that they matter for 
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the organization which further is considered a key feature in achieving goals in performance 

(Cravens et al., 2015). The relationship with other employees is an essential part in reaching 

satisfaction (Pitts, Marvel and Fernandez, 2011) Social support that can be received from co-

workers is out of great importance and is characterized by feeling part of a team and to have 

friendly and caring colleagues (Newman, Thanacoody and Hui, 2012). 
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3. Hypotheses and conceptual model  

Chapter two served its purpose of being a theoretical foundation in which this chapter lays its 

ground on. This conceptualization will treat the revealed gaps of interest from the theoretical 

framework and set appropriate hypotheses, which will cover the purpose of the study.  

 

3.1 The relationship between employee empowerment and employee retention 
It was decided to investigate the relationship due to previous studies stating the importance of 

employee empowerment in a workplace (Qing, Rong and Guoliang, 2013). Organizational 

structure and autonomy were according to previous studies crucial parts of employee 

empowerment (Sigler, Honeycutt and Pearson, 2000; Hosie et al., 2013). In order to see if the 

theory of employee empowerment has a positive relationship with employee retention, the 

following hypotheses was stated:  

 

H1: There is a positive relationship between employee empowerment and employee retention.  

 

3.2 The relationship between employee engagement and employee retention     
It was decided to investigate the relationship due to previous studies stating the importance of 

employee engagement in a workplace (Garg, 2015). Goal setting, feedback and organizational 

justice were according to previous studies crucial parts of employee engagement (Lathman 

and Pinder, 2005; Locke and Latham 2002; Hasan Ali, 2010). In order to see if the theory of 

employee engagement has a positive relationship with employee retention, the following 

hypotheses was stated:  

 

H2: There is a positive relationship between employee engagement and employee retention  

 

3.3 The relationship between employee branding and employee retention  
It was decided to investigate the relationship due to previous studies stating the importance of 

employee branding in a workplace (Miles et al., 2011). Knowledge of values and motivation 

were according to previous studies crucial parts of employee branding (Mangold and Miles, 
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2007; Schein, 1990). In order to see if the theory of employee branding has a positive 

relationship with employee retention, the following hypotheses was stated:  

 

H3: There is a positive relationship between employee branding and employee retention 

 

3.4 Conceptual model 
The model (Figure 1) shows the relationship between the independent variables employee 

engagement, employee empowerment and employee branding, towards the dependent 

variable employee retention. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Employee	
Retention	

Employee	
Empowerment	

H1	

Employee	
Engagement	

H2	

Employee	
Branding	

H3	

(Figure 1) Conceptual model (Kindberg, Olsson and 
Saeid, 2016)  
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4. Methodology 

This chapter clarifies how the research was conducted, it includes explanations and 

justifications of why the research was carried out in a certain manner. The chapter consists of 

research approach, research design, collection of data, data analysis method and quality criteria.  

  

4.1 Research approach 

4.1.1 Inductive vs. Deductive Research   

A deductive research approach is explanatory, compared to an inductive research approach 

where the researcher wants to explore a certain phenomenon. In an inductive research the 

main goal is to achieve a theory instead of following theories, which is the deductive research 

approach. Furthermore, a deductive research strives to generalize a phenomenon, compared to 

the inductive approach that goes from a general perspective to a specific (Bryman and Bell, 

2011). 

 

The deductive research can be explained as a sequence of events where it begins with 

reviewing existing theories. The next step is to continue the research with the creation of 

hypotheses, which later will be tested through data collection. Based on the data collections 

findings, the hypotheses can either be rejected or accepted to later end up as a revision to the 

theory (Bryman and Bell, 2011). It is important to not reject the prior description of a theory 

because the modification of the theory can sometimes be due to a specific social setting 

(Saunders, Lewis and Thornhill, 2009).  

 

This research has a deductive research approach since the purpose is to explain the 

relationship between the two existing theories satisfaction and employee retention. In this 

deductive approach, the authors have used several hypotheses in order to measure the 

relationship between the independent and dependent variables. By using employees from 

various different organizations as respondents the authors needed to look into existing 

theories and then conduct an operationalization that could make the abstract questions 

measurable.  
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4.1.2 Qualitative vs. Quantitative Research 

A quantitative research approach aims to collect a great amount of data with the purpose of 

making a generalization of the data collected. The quantitative approach is used to quantify 

the collected data with the purpose of analyse it in terms of number and statistics (Bryman 

and Bell, 2011). One way to differ quantitative from qualitative approach is to generalize the 

two approaches and say that quantitative research uses measurable data in difference to a 

qualitative approach that is more abstract (Bryman & Bell, 2011). A qualitative research 

approach is also more focused on words than the quantitative approach. It rather answers how 

it is, in difference to quantitative that explains what it is (Aaker et al., 2010).  

 

The independent variables were not fully explored by previous studies compared to the 

dependent variable, which had a broader base of information, because of this the authors 

could have decided to have a qualitative approach. Instead, the authors decided to apply a 

quantitative approach due to the reason that the research area is mostly covered by previous 

studies, but not in depth, the author’s believes that the area was not sufficiently covered. The 

research is out of a nature which further confirms previous studies but the main goal of the 

quantitative study was to gain material in order to do a statistical investigation of how the 

independent variables influences the dependent variable.  

 

4.2 Research Design   
According to Saunders, Lewis and Thornhill (2009) most studies can be categorized into 

exploratory, descriptive or explanatory. An exploratory research study should according to 

Zikmund et al., (2013) be used when the topic of a research still is unexplored, where the aim 

is to clarify the understanding of a problem. There are three major ways of conducting an 

exploratory research – to search literature, interview experts of a certain subject and to 

conduct focus groups (Saunders, Lewis and Thornhill, 2009). The study is carried out to 

explore and is most commonly used for qualitative research (Bryman and Bell, 2011). The 

descriptive research design can be considered as an extension and sometimes even a part of 

exploratory research (Saunders, Lewis and Thornhill, 2009). The descriptive research design 

should be used when the purpose of a study is to describe certain things, e.g. people (Zikmund 

et al., 2013). Researchers that are using an explanatory research design aims to investigate a 

relationship between variables. Bryman and Bell (2011) further states that it is out of great 
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importance to not only investigate the relationship between the variables but to also look at 

them independently in order to see if, and how the independent variables affects the 

dependent variable or variables. Bryman and Bell (2011) further states that this type of 

research design is often used within quantitative research, and that it is necessary that there 

has been enough research and knowledge about the subject.  

 

Since the purpose of this research was to explain the relationship of satisfaction, towards 

employee retention, where the effect of the different independent variables on the dependent 

variable would be measured, the authors decided to use an explanatory research design. The 

explanatory research design enables for a deeper understanding of the cause-and-effect, which 

is necessary for a study where the purpose is to explain a relationship. 

 

4.2.1 Cross sectional research design 

The next step after having decided on whether to use causal, explanatory, exploratory or 

descriptive approach, is to decide what research method that should be used for collecting the 

data (Bryman and Bell, 2011). According to Bryman and Bell (2011) there are five different 

methods to use, which are cross-sectional design, experimental design, comparative design, 

case study design or longitudinal design. What differentiates these methods is firstly the time 

aspect, where some of the methods include data collection at a single point of time, while 

others include data collection over a longer period. Also, the amount of data collected within 

each method differs as well, some include case specific material, while others include 

material gathered from several cases where the aim is to compare the results (Bryman and 

Bell, 2011). 

 

The authors of this paper decided to use cross-sectional approach, which often includes 

surveys for the collection of data of the different variables that needs to be measured for a 

research. This approach includes collecting data at a single point of time, which made the 

collection of the data convenient for the researchers, at the same time as it made it possible to 

generalize the results, since the cross-sectional design allows for a large population (Bryman 

and Bell, 2011). Furthermore, cross-sectional design is appropriate to use if seeing the 

relationship between two or more variables is of interest, in order to analyse how they affect 
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each other and see patterns between them (Bryman and Bell, 201; Ghauri and Grønhaug, 

2005).  

 

4.3 Data sources  
There are two existing types of data, primary and secondary. Primary is the type of data that a 

researcher creates for its own line of work and secondary data is where a researcher looks at 

old existing data (Saunders, Lewis and Thornhill, 2009). Since the world wide web contains 

of various unprinted material it does not mean that it is not scientific. A source from a journal 

on the web is as credible as a printed version, however, when sources are not reviewed, the 

authors needs to be careful. An author needs to evaluate the person or organization behind the 

written material, to see its qualifications and if it is a trustable institution. Furthermore, 

authors need to evaluate the purpose of written material, some material might be biased 

towards opinions or profitable companies. Some material even has false websites and 

therefore authors needs to control owners of certain domains. In order to see authenticity, 

author’s needs to check that facts are correct, therefore one should find the primary source for 

statements, which could be done through following references. It is also important to check 

the date of sources, some information may be out-dated or even have a website that has not 

been updated on an unreasonable amount of time (Linnaeus University, 2013). 

 

The authors decided to use primary data which was collected through online self-completion 

questionnaires. Primary data was the only source of material for the empirical investigation 

because the secondary data available was not contributable for the chosen purpose.   

 

4.4 Data collection method  
Questionnaires and structured interviews are the most common methods used within 

quantitative research (Bryman and Bell, 2011), however, the empirical material for this 

research was only collected from questionnaires since a vast amount of answers was needed 

for the research. The usage of an Internet based questionnaire enabled the researchers to, as 

Bryman and Bell (2011) states, reach out to a vast amount of respondents in a convenient and 

quick way. In order to achieve a high response rate the authors conducted the questionnaire in 

a way where it could be finished quickly and easily by the respondents, which according to 
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Hunter is necessary for good results (Hunter, 2012).  The self-completion questionnaire which 

was chosen by the authors as their way to collect data for this research paper was sent to 728 

different Swedish companies by email with the aim of making conclusions based on a large 

scale of respondents. One other important aspect of the self-completion questionnaire is that 

the respondents can be anonymous and there is no need for a face-to-face interaction which 

may lead to a larger rate of respondents (Bryman and Bell, 2011; Saunders, Lewis and 

Thornhill, 2009). The authors of this research paper are using an explanatory research design 

in order to get a deeper understanding for the relationship between different variables, of the 

chosen topic. In order to collect the right amount of data needed for the research, the authors 

chose to first send one email to the possible respondents on the 4th of May 2016 followed up 

with a reminder the 9th of May 2016. 

 

4.5 Data collection instrument 
It was decided to gather data through self-completion online questionnaires. The phrasing and 

the act of not using to complex words was of essence for the gathering of data for the research 

in order to receive a pleasing response rate. 

 

4.5.1	Operationalization	and	measurement	of	variables	
An operationalization is a process of translation of concepts into tangible indicators of their 

existence (Saunders, Lewis and Thornhill, 2009). Bryman and Bell (2011) further states that it 

is necessary to have indicators that are related to a concept in order to make them 

measurable.  The authors of this research have through the theoretical framework, which has 

had the purpose as a foundation for the operationalization, gathered primary data based on 

questions in a survey. The operationalization is shown in tables 1-4 has a clear construction. It 

was decided to split the operationalization into five sections: Theoretical concept, Conceptual 

definition, Operational definition, Measurement item and Question. The theoretical concept is 

directly related to the chosen theories for this research. The conceptual definition is a concrete 

definition of the chosen theory. The operational definition is related to the pursuit, what the 

authors want to get out of the chosen theory. The measurement item has a specific item that is 

a part of the chosen theoretical framework. The item is then further broken down into a 

keyword, which will help to measure the various parts of the theory. In the last column the 
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question helps to convert the abstract into something concrete. With the use of the questions 

the authors will receive something measurable from their respondents. 

 

Theoretical 

Concept 

Conceptual 

definition 

Operational 

definition 

Measurement 

item 

Question 

Employee 

retention 

 

”Employee 

retention can 

be said to be a 

management 

initiative 

through 

company 

policies to 

create a high 

degree of 

employee 

satisfaction 

with the 

ultimate 

motive of 

retaining 

employees” 

(Mandhanya, 

2015, p.118). 

 

To get and 

understanding 

of the 

employee 

turnover and 

also about the 

employees 

training and 

satisfaction at 

the workplace. 

 

Employee 

turnover: 

- Voluntary 

Q1.  

-The 

employees that 

leave the 

company that I 

am working 

for mainly 

does it 

voluntarily. 

   Employee 

turnover: 

-High turnover. 

Q2. 

-I do not 

perceive that 

the amount of 

voluntary 

employee 

turnover at the 
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company I am 

working at is 

higher than 

what I 

consider to be 

normal. 

 

   Long term 

success 

- Satisfaction. 

Q3. 

- I feel 

satisfied with 

my workplace. 

   Long term 

success 

- Training. 

Q4. 

I feel that I 

have got 

enough 

training to 

perform my 

work 

assignments 

correctly. 

(Table 1) Operationalization: employee retention (Kindberg, Olsson, Saeid, 2016) 

 

Theoretical 

Concept 

Conceptual 

definition 

Operational 

definition 

Measurement 

item 

Question 

Employee 

empowerment 

“The capacity 

of individuals, 

groups and/or 

communities to 

take control of 

their 

circumstances, 

exercise power 

To gain an 

understanding 

of how 

employees are 

being 

empowered in 

their 

workplace. 

Autonomy 

- Freedom of 

making 

decisions. 

Q1. 

I have the 

freedom to 

make my 

own 

decisions at 

my 

workplace 
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and achieve 

their own 

goals, and the 

process by 

which, 

individually 

and 

collectively, 

they are able to 

help 

themselves and 

others to 

maximize the 

quality of their 

lives” (Adams, 

2008, p. 16)   

   Autonomy 

- Conflicts. 

Q2.  

I have 

encountered 

conflicts with 

superiors at 

my 

workplace 

related to 

balance of 

power. 

   Autonomy 

- To take 

initiatives. 

Q3.  

I feel that my 

superiors do 

not resist my 

initiatives. 

   Collectivism Q4.  
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- Equally. I feel that I 

get treated 

the same way 

as my co-

workers. 

   Collectivism 

- Hierarchy. 

Q5.  

I feel that the 

level of 

hierarchy in 

my company 

is low. 

   Collectivism 

-Foster 

Q6.  

I feel that the 

company I 

am working 

for fosters 

group 

oriented 

assignments. 

(Table 2) Operationalization: employee empowerment (Kindberg, Olsson, Saeid, 2016) 

 

Theoretical 

Concept 

Conceptual 

definition 

Operational 

definition 

Measurement 

item 

Question 

Employee 

engagement 

“The term 

employee 

engagement 

refers to the 

individual’s 

involvement 

and 

satisfaction 

with as well as 

To gain a 

better 

understanding 

of what the 

employees’ 

feelings about 

the goals set by 

the company, 

and also about 

Goal setting 

- Challenging. 

Q1. 

I consider the 

goals set for us 

employees to 

be challenging 

in a positive 

way. 
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enthusiasm for 

work” (Harter, 

Schmidt and 

Hayes, 2002, 

p. 269). 

how the 

company 

responses to 

their 

performance 

and if it is 

done in a 

supportive 

manner. 

 

   Goal setting 

- Capability of 

employees. 

Q2. 

I feel that the 

company’s 

goals are set in 

accordance 

with the 

capabilities of 

the employees. 

   Goal setting 

- Self-

evaluation. 

Q3. 

I feel that the 

company I am 

working at 

provides me 

with 

information 

regarding how 

well I have 

performed, in 

relation to the 

desired goal. 

   Feedback 

- Constructive 

Q.4 

I feel that my 
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feedback superiors give 

me 

constructive 

feedback. 

   Feedback 

- Supportive 

superiors. 

Q5. 

I perceive that 

my superiors 

supervise me 

in a supportive 

fashion. 

   Feedback 

- Intentions 

behind the 

feedback. 

Q6. 

I feel that my 

superiors 

genuinely want 

me to succeed. 

 

   Justice 

- Rewards 

Q7. 

I feel that I get 

the rewards I 

deserve based 

on how I have 

performed. 

 

   Justice 

- Participation 

of decisions. 

Q8. 

I feel that I am 

part of the 

decision 

making 

processes 

where I can 

affect 

decisions that 
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are being 

made. 

   Justice 

- Mediation of 

decisions. 

I feel that the 

employees at 

my company 

are getting 

explanations 

for changes in 

the 

organization 

that have been 

made in a 

respectful 

manner. 

(Table 3) Operationalization: employee engagement (Kindberg, Olsson, Saeid, 2016) 

 

Theoretical 

Concept 

Conceptual 

definition 

Operational 

definition 

Measurement 

item 

Question 

Employee 

Branding 

”The process 

by which 

employees 

internalize the 

desired brand 

image and are 

motivated to 

project the 

image to 

customers and 

other 

organizational 

constituents” 

(Miles and 

To gain an 

understanding 

of how the 

respondents 

convey the 

company’s’ 

image to the 

customers.  

How an 

employee 

internalize the 

desired brand 

image is an 

essential part 

Knowledge of 

values 

- Image. 

Q1. 

I am aware of 

what image 

my company 

wants to 

deliver to 

customers  
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Mangold, 

2004, p. 68). 

 

of the research 

since it affects 

employee 

turnover. 

   Knowledge of 

values 

- Clearly 

defined values. 

Q2. 

I am aware of 

the values of 

the company I 

am working 

for. 

 

   Knowledge of 

values 

- Reflection of 

image. 

Q3. 

I think that I 

am conveying 

the same 

values about 

the company I 

am working at 

as the 

management 

is. 

   Workplace 

culture 

- Reflect 

company 

values. 

Q4. 

I gladly talk 

about my 

company’s 

values to the 

customers.  

 

   Workplace 

culture 

- Impact on the 

company. 

Q5. 

I think that my 

work matters 

for the 
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company. 

 

   Workplace 

culture 

- Colleagues. 

Q6. 

In general, my 

colleagues are 

supportive. 

 

(Table 4) Operationalization: employee branding (Kindberg, Olsson, Saeid, 2016) 

 

4.5.2 Self-completion questionnaire  

A questionnaire is in difference to a structured interview not performed by an interviewer that 

asks the questions. The questionnaire is performed by the respondents who answer questions 

by completing the questionnaire without any help from others. A questionnaire can come in 

many forms such as by mail or online (Bryman and Bell, 2011). The questionnaire is 

according to Saunders, Lewis and Thornhill (2009) an efficient way to collect responses from 

a great sample since it asks all the respondents the same questions. Saunders, Lewis and 

Thornhill (2009) further states that it might be problematic to produce a questionnaire that is 

easy to understand, the authors have to ensure that it will collect data relevant for the purpose 

of the paper.  

 

Multiple existing variables in the design of the questionnaire will affect the reliability, validity 

and response rate in it. Saunders, Lewis and Thornhill (2009) states that the authors of a 

questionnaire should inter alia consider the design of the individual questions in order to 

maximize response rate, reliability and validity. Other aspects pointed out by Saunders, Lewis 

and Thornhill (2009) is that the layout of the questionnaire should be both pleasing and lucid; 

the purpose of the questionnaire should be clear; it should be pilot tested and carefully 

planned (Saunders, Lewis and Thornhill, 2009). Bryman and Bell (2011) further talks about 

the importance of not having to long or too complex questionnaires and questions in order to 

reduce the risk of ‘respondent fatigue’ which may lead to a decrease in response rate. Self-

completion questionnaires do not have the same problem that a structured interview may face 

of interviewers who asks the questions in different ways or different orders. The questionnaire 
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can be completed when the respondent has time, and in an appropriate self-chosen pace, 

which is more convenient for the respondent (Bryman and Bell, 2011).      

 

The authors of the research have taken the information earlier stated in this chapter into 

thorough consideration before conducting the questionnaire used in the paper. Saunders, 

Lewis and Thornhill (2009) states that self-completion questionnaires should be administered 

electronically by taking usage of intranet or Internet, given by hand or posted to each 

respondent. The authors have therefore chosen to send emails to the chosen companies with a 

link to the questionnaire. The usage of an Internet based questionnaire in this research enabled 

the researchers to, as Bryman and Bell (2011) states, reach out to a vast amount of 

respondents in a convenient and quick way. In order to achieve a high response rate the 

authors conducted the questionnaire in a way where it would not consume a tremendous 

amount of time and therefore be finished quickly and easily by the respondents, which 

according to Hunter (2012) is necessary for good results.  

 

The authors recognized two alternatives of websites where they could collect the data needed 

for the research paper and make a questionnaire. The two alternatives were Google Forms and 

Survey Monkey. The authors had used both alternatives in previous papers and ended up 

choosing Google Forms due to positive previous experience of the website and the flexible 

way the website allowed the authors to design both questions and layout in a pleasing way. 

According to European, C, Directorate-General for Education (2012) 86% of the Swedish 

population is likely to speak English. Since the questionnaire was sent to Swedish companies 

the authors chose to send it in both Swedish and English languages in order to maximize the 

response rate. To have the questionnaire in Swedish and English was considered vital for the 

Swedish companies, due to possible international employees. This may have affected the 

result due to translation.  

 

4.5.2.1	Question	structure	
When structuring the questions asked in the self-completion questionnaire there are a few 

things to bear in mind. The authors of this research have designed the questions with 

Saunders, Lewis and Thornhill (2009) and Bryman and Bell (2011) as a frame, which states 

the importance of avoiding long questions, double-barrelled questions, very general questions, 

leading questions, questions that actually asks two questions and questions that includes 
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negatives. Bryman and Bell (2011) further talks about the importance of avoiding technical 

terms hence the authors have written the questionnaire in simplified English and Swedish and 

explained complicated terms thoroughly. Questions asked in a questionnaire can be open 

ended or closed, which means that the respondents can answer the questions freely (open) or 

answer on closed options that are predetermined by the authors. Open ended questions are 

often hard to analyse in explanatory research since they can be hard to code, therefore the 

researchers have chosen to work with close-ended questions which fits the explanatory 

research better (Bryman and Bell, 2011). In order to be able to analyse the questions asked in 

the questionnaire the authors chose to pre-code the answers by using a seven-point likert scale 

(Bryman and Bell, 2011). A full view of the questionnaire is available in appendix 4.   

 

4.5.3 Pilot testing  

Before using the questionnaire to collect data, it is important to execute a pilot test. The pilot 

test is vital for the authors and the purpose of the test is to improve the questionnaire in order 

to ensure that no problems will occur for the respondents during the real gathering of data 

(Saunders, Lewis and Thornhill, 2009). The pilot test will according to Saunders, Lewis and 

Thornhill (2009) also test the validity and reliability of the data that later will be collected. 

The pilot test is also important so that the respondents can come with suggestions of the 

questionnaires structure (Saunders, Lewis and Thornhill, 2009). This lets the authors make 

important modifications of the questionnaire (Bryman and Bell, 2011). 

 

It is according to Bryman and Bell (2011) important to not do the pilot test on respondents 

who could have been members of the real sample group. Bryman and Bell (2011) further 

states that it is optimal to use a small set of respondents that can be compared with the 

members of the real sample group that will be used in the full study. The authors decided to 

not include the respondents of the pilot test due to the fact that the respondents were students.  

 

The authors performed the pilot test by sending out the questionnaire to ten Marketing master 

students at the Linnaeus University that besides from studying has a part time job. The reason 

for choosing this group was that they all had a job, but not full time which connects with 

Bryman and Bell (2011) who states that the pilot-test group should be similar to the real 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 31		
	

sample group, but not the same that will be used in the full study. The authors of this research 

paper also got feedback regarding the questionnaire by their tutor at hand. 

 

The respondents of the pre-test later told the authors their opinions and came with suggestions 

of change. The suggestions were later examined by the authors and implemented to the 

questionnaire.  

 

4.6 Sampling  

Sampling is a procedure in where researchers strive to find a sample population that can be 

generalizable for a whole population. In quantitative studies sampling is almost always 

encountered, to survey a full population is very costly, time consuming and might in some 

cases even be impossible (Bryman and Bell 2011). 

After careful considerations it was decided to use a convenience sample. According to 

Saunders, Lewis and Thornhill (2009).  the process of deciding sample starts at viewing the 

first step, which was to see if data could be collected for the whole population and if a 

suitable sampling frame was available (Saunders, Lewis and Thornhill, 2009). In the authors 

case the question was no, it was therefore decided to use non-probability sampling. A non-

probability sample is a sample that is not collected randomly, which implies that some units in 

a population may be missed (Bryman and Bell, 2011). In the case of a convenience sample, 

the sample is obtained in an easy way, through picking random people that are easily accessed 

perform the survey. This can make the research biased, but since the authors of this thesis 

strived to gather as much information as possible from a specific group of people, hence 

asking employees to perform the survey, it was in line with the purpose. It is not considered to 

be a problem for the research since it is justified by the choosing of a cross-sectional research 

design.   

	

4.6.1 Target population 

According to Field (2009) it can be hard to gain access to the entire human population when 

conducting a research, hence a specific sample is needed. A sample can be very general or 

very narrow. Field (2009) further states that the bigger the sample is, the more likely is it that 

the sample is accurate. One more concern when deciding a sample population is according to 
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Bryman and Bell (2011) the heterogeneity or the homogeneity of the selected sample. 

Heterogeneity in a sample can according to Bryman and Bell (2011) be e.g. city or a country 

and a homogeneous sample can e.g. be members of a certain occupation. The selected sample 

for this research was people that are employed at Swedish companies and not self-employed 

or in a management position. Since the purpose of this research was to explain the 

relationship of satisfaction, towards employee retention, variables such as age and gender did 

not matter. 

 

4.6.2 Sampling frame 

According to Bryman and Bell (2011) the sampling frame is a list of all units in a population, 

from where the sample will be selected. In order to conduct this research and to have as 

appropriate participants as possible it was decided to target employees from Swedish 

companies. The authors of this research had in November 2015 visited a subcontractor fair in 

Jönköping called Elmia Subcontractor (Elmia, 2015). The subcontractor fair had later posted 

all the contact information for the participating companies at the website, which the authors of 

this research used in order to reach out to all Swedish participating companies. A convenience 

sample was therefore used, which according to Berg (2001) is when the collected data is 

easily accessed. 

 

It was out of great importance to send the survey to a sample that matched the full population; 

therefore, formulating the cover letter in a way that excluded superiors of companies was 

crucial. The survey was specifically sent to participants that matched the requested population 

and never posted at online forums in order to not lose control of the participants. Because of 

the importance of matching the sampling framework to the chosen purpose the participants 

had to be working at a company where they had a superior and had to be 20 years of age or 

older. The reason for having the minimum age at 20 years is due to the fact that Swedish 

citizens normally attends high school until the year they will become 19, however it is 

common that people take a gap year before they either start to work, or continue their studies 

(Pradet, 2013).  
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4.6.3 Sample selection and data collection procedure  

The appropriate sample size is an on-going topic, which still lacks a clear, straightforward 

answer (Bryman and Bell, 2001). This is further strengthened by Malhotra (2010), who states 

that there are different factors that affect the sample size, such as time, precision and money 

(Malhotra, 2010; Bryman and Bell, 2011). There are different formulas for estimating the 

appropriate sample size, however, a rule of thumb is that it is more preferable to have a large 

sample size, rather than a small sample size because of the fact that sampling errors decreases 

simultaneously with bigger sample size (Kumar 2005; Zikmund et al. 2010; Bryman and Bell 

2011). 

 

According to Carmen, Wilson and Betsy (2007) one way of estimating the appropriate sample 

size is to use the following formula; N > 50+8M, where M represents the number of 

independent variables, and N stands for the smallest amount of participants needed. When 

applying this formula for this research it results in a sample size of at least 74 participants. 

 

In order to achieve the desired amount of respondents, the authors decided to send out the 

questionnaire to 728 Swedish companies, which is the amount of Swedish companies that 

visited the Elmia fair. However, the first send-out ended up with a low response rate, 

therefore a reminder of the questionnaire was sent out to the same companies, which resulted 

in a sample larger than the desired amount of respondents. 

 

4.7 Data analysis method 
Even though the quantitative data analysis is something that occurs rather late in the research 

process it is important for the authors to gain an understanding of how they are going to 

analyse the conducted data in an early stage of the process in order to formulate questions and 

use the right technique in the questionnaire (Bryman and Bell 2011). According to Saunders, 

Lewis and Thornhill (2009), once the data conducted by the authors is collected, the data 

could be entered into a data analysis software, the authors have chosen IBM SPSS for this 

research.   
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4.7.1 Data coding 

The questionnaire, used in this research has as previously stated, taking usage of a likert scale 

from 1 to 7 where 1 represented Strongly Disagree and 7 represented Strongly Agree. The 

reason for using a 1 - 7 numbered likert scale was in order to later calculate the mean, median 

and mode (Bryman and Bell 2011). In order to calculate the mean, median and mode the 

authors chose to work with interval-level data. This means that the distance between the 

numbers should be equal across and the intervals (Black, 2010).  As previously stated in 4.6.2, 

the smallest amount of respondents needed in order to make the research credible was at least 

74. This minimum goal was achieved and the questionnaire was closed the 16 may 2016 with 

103 completed responses. The authors further coded males as 1 and female as 0 in SPSS and 

the ages as 20-29 =1, 30-39 =2, 40-49 = 3 & 50+ =4. If the respondents had answered number 

1 or 7 on a question the same number was used in SPSS in all cases. One of the questions 

asked in the the questionnaire used a reversed Likert scale hence the authors reversed the 

coding of this question. Further a reliability analysis was performed in order to test the 

internal reliability (Bryman and Bell 2011). In order to test reliability, the authors used 

Cronbach’s alpha, according to Hair et al (2010) the value of the Cronbach’s alpha should not 

be set under 0.6 in order to be acceptable. However, according to Streiner, Norman and 

Cairney (2014) a reliability of 0.5 is weak, yet acceptable, if the test is doubled the reliability 

will increase to 0.67. Kehoe (1995) further states that values as low as 0.5 can be satisfactory 

in some cases.  

 

4.7.2 Descriptive statistics 

According to Black (2010), descriptive statistics is the result of the data gathered from a 

population or group and is used to reach conclusions about the chosen group.  

The data gathered by the authors was put into SPSS and measured in forms of central 

tendency (mode, median & mean). Mode is according to Black (2010) the most ‘frequently 

occurring value’ in one's set of data. And is therefore used in order to check value that occurs 

the most frequent. The median is a middle value which can be found in an ordered array of 

numbers and the mean is the most common set of numbers (Black, 2010). Other than 

describing the central tendency it is also important for the authors to describe how the 

collected data are dispersed are around the central tendency, in order to do this the authors has 

calculated the standard deviation (Saunders, Lewis and Thornhill, 2009). The standard 
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deviation was checked in SPSS, Standard deviation “is essentially the average amount of 

variation around the mean” (Bryman and Bell, 2011, p 345).  

 

According to Field (2009) the values of kurtosis and skewness in a normal distribution are 0 

and if a distribution has values that are above or below 0 on kurtosis and skewness it 

demonstrates a deviation from what is normal. The preferred values of kurtosis and skewness 

should be on ± 3 for kurtosis and ± 1 for skewness (hair et al., 2010; McQueen and Knussen, 

2006). Field (2009) further claims that research with larger samples can be significant even 

though the values are somewhat different from what is concerned as normal distribution. The 

skewness is according to Black (2010) what helps one to understand the relationship of the 

three values, mode, median & mean and the kurtosis refers to the peakedness of the 

distribution curve (Black, 2010).  

 

4.7.3 Linear regression analysis 

According to Black (2010) the multiple linear regression analysis and simple linear regression 

analysis are in principle similar. However, according to Hari et al. (2010) the multiple linear 

regression analysis is a technique used for analysing the relationship between one individual 

dependent variable and numerous independent variables, indifference to the simple linear 

regression which only involves one independent variable. The reason for using multiple linear 

regression is to test the known values of independent variables to anticipate the value of the 

single dependent variable (Hair et al., 2010). In this research the authors will apply multiple 

linear regression in order to examine the relationships between the dependent variable chosen 

by the researchers against the three independent variables. 

 

According to Black (2010), there exists more than one way to achieve statistical conclusion 

when testing the hypotheses. One way to do this is to take usage of the p-value which is often 

referred to as the ‘observed significance level’. 

 

The p-value should according to Saunders, Lewis and Thornhill (2009) and Hari et al. (2010) 

be less than 0.05 in order for the hypotheses to be considered as accepted, this means that the 

result is unlikely to have appeared by chance alone. The adjusted R square is utilized to see 

how much the independent variable can explain the dependent variable (Nolan and Heinzen, 
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2008). In a regression analysis, the beta value is frequently used. The beta value is utilized to 

explain how much the dependent variable can be changed by the independent variable (Nolan 

and Heinzen, 2008). 

 

4.8 Quality Criteria 
When conducting business research, it is highly important evaluate certain criteria. In order to 

make a study reliable and valid a researcher can follow certain programs and methods 

(Bryman and Bell, 2011). A major reason for following quality criteria is due to keep a 

general approach of research; funds or other types of institutions might take interest in the 

study and then certain measurements needs to be followed (Duncan and Harrop, 2006).   
 

4.8.1 Content validity  

According to Saunders, Lewis and Thornhill (2009) content validity is referred to the degree 

that a measurement device delivers sufficient coverage through questions, scales or measures. 

In order to find out if it delivers sufficient coverage there are several methods of use. A 

researcher can for example discuss with other researchers or to use a panel of individuals that 

can evaluate (Saunders, Lewis and Thornhill, 2009).  

 

In order for the authors to make sure about the validity of the content in the research, a vast 

amount of time was spent on investigating previous similar studies. It was decided to direct 

the research on satisfactions affect towards employee retention due to the discovered 

importance between the two of them. Before the final measurements were performed a 

statistics and SPSS expert from Linnaeus University approved the various models and secured 

that the measurement was not measuring the same things. As explained in 4.5.3, a pilot test 

was conducted in order to receive valuable feedback on the questions. The authors later 

followed up on the feedback given by the respondents and the expert.  

 

4.8.2 Construct validity 

Saunders, Lewis and Thornhill (2009) claims that construct validity is a way to see if the 

measurements questions are measuring what they are intended to measure. In order to reduce 

doubt in a research it is important that the measurements examine the chosen variables 
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(Ghauri and Grønhaug, 2005). From the gathered theories an operationalization was created 

by the authors, as explained in 4.5.1, in order to establish validity. The questions are broken 

down into keywords who helps the authors measure the theory and the questions is what gives 

the authors something measurable from respondents. In order to further demonstrate the 

construct validity, the authors chose to use correlation coefficients (Brown, 2000).  

 

4.8.3 Reliability 

According to Bryman and Bell (2011) reliability is a measurement to see whether the result 

achieved of a study is repeatable. In order to reduce bias within a research it is out of great 

importance to strive to eliminate the objects that can make a research fluctuate (Robson, 

2002). In order to have faith in a measures consistency a study should not differentiate if done 

several times with the same data and method (Bryman and bell, 2011). Field (2009) states that 

reliability is achieved if the same questionnaire gets the same result even though it is 

answered in different periods of time. However, due to the time limitation of this research 

paper, it was not possible for the authors to conduct more than one questionnaire. Bryman and 

Bell (2011) states that the best way to test reliability is to measure it through the test-retest 

method. The problem with this method is according to Field (2009) that there exists to many 

ways to split the original group of data and in order to overcome this problem, one can use 

Cronbach’s alpha. As presented in 4.7.1 Cronbach’s alpha is the measure that is used by the 

authors in order to test the reliability of this research.  

4.9 Ethical and societal considerations 
Research should always take the ethical aspects into consideration, which concerns the ones 

conducting the research and the respondents that get treated (Saunders, Lewis and Thornhill, 

2009; Bryman and Bell, 2011). Ethical issues include e.g. harm of participants, lack of 

information, risk of privacy or any form of deception (Bryman and Bell, 2011) This is further 

strengthened by Brenkert (2010) who in addition states that ethical consideration will provide 

guidance for organizations, individuals and the society. 

 

Respondents are often the ones being affected by the research, depending on how the 

researchers conduct the research (Saunders, Lewis and Thornhill, 2009). Therefore, it is 

important that the researchers inform the respondents and make sure that they understand the 

research intentions, before they decide to participate in the research (Bryman and Bell, 2011). 
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Furthermore, it is of major importance that the researchers gather the data correctly and are 

not subjective in their data collection process (Saunders, Lewis and Thornhill, 2009). 

In order to prevent any harm for the respondents of this research the authors conducted a 

cover letter that included the purpose and information regarding the subject that they were 

asked to answer on. It was furthermore explained that their answers would be treated 

anonymously and in addition no questions were asked that could identify the respondents or 

harm them in any way.  

 

According to Brenkert (2010) ethical considerations can also provide guidance for society. 

Bryman and Bell (2011) further states that there is a need to consider the interests of non-

participants. This is especially important when research can affect social policies, such as 

health and education. The research conducted can affect the society in different ways. 

Employees that reads the research might realize that they are working at a company that does 

not take usage of the theories and therefore draw the conclusion that that they are unjustly 

treated. 
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5.0 Results 

The chapter fills its purpose by presenting the data collected from the online self-completion 

questionnaire. The descriptive data, quality criteria testing, regression and additional 

findings are presented in this chapter. 
 

5.1 Descriptive statistics 
The received answers from the questionnaire were put into SPSS, where descriptive statistics 

was analysed.  

 

 Minimu

m 

Maximu

m 

Mea

n 

Media

n 

Std. 

Deviatio

n 

Skewnes

s 

Kurtosi

s 

Empower 1 

Auto 
1 7 5.72 

6.00 
1.088 

-1.370 3.607 

Empower 2 

Auto/Unreverse

d 

0 0 0 

0 

0 

0 0 

Empower 2 

Auto/reversed 
1 7 5.22 

6.00 
1.749 

-0.765 -0.553 

Empower 3 

Auto  

 

1 7 5.38 

6.00 

1.476 

-0.998 0.357 

Empower 4 Col 

 
2 7 6.05 

6.00 
1.132 

-1.419 1.776 

Empower 5 Col 

 
1 7 5.27 

6.00 
1.592 

-0.860 0.001 

Empower 6 Col 

 
1 7 4.46 

5.00 
1.480 

-0.218 -0.479 

Engage 1 Goal 

 
1 7 5.32 

5.00 
1.230 

-0.766 0.992 

Engage 2 Goal 

 
2 7 5.31 

6.00 
1.245 

-0.645 -0.171 
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Engage 3 Goal 

 
1 7 4.64 

5.00 
1.590 

-0.091 -0.932 

Engage 4 feed 

 
1 7 4.69 

5.00 
1.615 

-0.391 -0.688 

Engage 5 feed 

 
1 7 4.67 

5.00 
1.659 

-0.508 -0.499 

Engage 6 feed 

 
2 7 5.92 

6.00 
1.281 

-1.222 -0.656 

Engage 7 Just 

 
1 7 4.59 

5.00 
1.562 

-0.411 -0.429 

Engage 8 Just 

 
2 7 5.44 

6.00 
1.439 

-0.807 -0.131 

Engage 9 Just 

 
1 7 5.12 

                   

5.00 
1.598 

-0.723 -0.003 

Brand 1 Know 

 
2 7 6.03 

6.00 
1.159 

-1.408 1.930 

Brand 2 Know 

 
2 7 5.94 

6.00 
1.162 

-1.186 1.408 

Brand 3 Know 

 
1 7 5.74 

6.00 
1.283 

-1.397 2.157 

Brand 4 Work 

 
1 7 5.55 

6.00 
1.433 

-1.047 0.076 

Brand 5 Work 

 
1 7 6.39 

7.00 
0.983 

-2.496 9.031 

Brand 6 Work 3 7 5.93 6.00 1.012 -0.671 -0.128 

Retention 1 Turn 

 
1 7 5.48 

6.00 
1.474 

-1.075 0.886 

Retention 2 Turn 
1 7 5.39 

6.00 
1.767 

-1.002 -0.028 

 

Retention 3 

Long 

 

1 7 5.50 

6.00 

1.275 

-1.025 1.070 
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Retention 4 

Long 

 

1 7 5.58 

6.00 

1.418 

-1.139 0.808 

N = 103.   (Table 5) Descriptive statistics (Kindberg, Olsson, Saeid, 2016) 

 

 

 

 
(Figure 2) Gender (Kindberg, Olsson, Saeid, 2016) 

 

The research consisted of 103 respondents where 61 were males, which gave a percentage of 

59. There were 42 females, which gave a percentage of 41.  

 

 

59%	

41%	

0%	

Gender	
Male	 Female	 Other	
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(Figure 3) Age (Kindberg, Olsson, Saeid, 2016) 

 

The ages of the respondents were divided between the age groups: 20-29, 30-39, 40-49 and 

50+. The distribution among the different age groups was somehow equally divided except 

for the age group 50+, which was the age category with the highest amount of respondents.  

 

In table 1, where the descriptive statistics is presented, it is shown that some of the questions 

gave values below what is considered to be acceptable regarding the skewness, which 

according to Hair et al. (2010) is when the skewness is above or below ±1. The same goes for 

some questions regarding the kurtosis, where two questions were out of the acceptable range, 

which according to Hair et al. (2010) and McQueen and Knussen (2006) is between the range 

of ±3. However, the authors decided to include these questions anyway since the reliability 

score was within the acceptable range anyway, but also because of the fact that these are 

people’s opinions and are therefore seen as important to include.  

 

Furthermore, the values presented in table 1 shows that the majority of the questions had 

means between the range of 5-6, with few exceptions where the lowest mean was 4,46 and the 

highest was 6,39.  

 

 

23,3%	

14,6%	

22,3%	

39,8%	

Age	
20-29	 30-39	 40-49	 50+	
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5.2 Quality Criteria Testing  

5.2.1 Validity   

 

**. Correlation is significant at the 0.01 level (2-tailed).  
(Table 6) Validity (Kindberg, Olsson, Saeid, 2016) 

 

Table 6 shows the construct validity of the questions that were asked. The values represent if 

there is any correlation between the questions, in order to see if they are measuring the same 

concept (Malhotra and Birks, 2003; Saunders, Lewis and Thornhill, 2009). According to 

Dancey and Riedy (2007) all correlations that are within the range of 0.3 and 0.9 are 

acceptable since they are then neither too strong nor too weak. As table 6 shows, all the 

variables had correlations that lies within this range and have a significance level of 0.01, 

which means that the concepts were measured accurately, hence the construct validity is 

accepted. 

	

5.2.2 Reliability   

In order to test the reliability of this research, the gathered data was tested through calculating 

Cronbach’s alpha, which provides information regarding if the questions are actually 

measuring what they are supposed to measure (Saunders, Lewis and Thornhill, 2009). As 

shown in table 7, three of the constructs gave relatively high results which indicates a high 

consistency, however, the Employee retention, scored just below the acceptable limit, which 

according Hair et al. (2010) and Malhotra (2010) should be below 0.6. 

 Retention 

 

Empowerment Engagement Branding 

Retention 

 

1 
   

Empowerment 

 
0.543** 1   

Engagement 

 
0.664** 0.750** 1  

Branding 

 
0.565** 0.506** 0.644** 1 
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CONSTRUCT CRONBACH’S ALPHA 

(α) 

NUMBER OF ITEMS 

Employee Empowerment 

 

0.727 6 

Employee Engagement 

 

0.894 9 

Employee Branding 

 

0.832 6 

Employee Retention 

 

0.585 4 

(Table 7) Reliability (Kindberg, Olsson, Saeid, 2016)  

 

However, it was shown that there was very few that outliers contributed to this low score, and 

in addition, Streiner, Norman and Cairney (2014) and Kehoe (1995) states that 0.5 is a weak 

score, however it is still accepted. Streiner, Norman and Cairney (2014) furthermore states 

that if the sample size would be doubled, it would result in an increased score. Because of 

these reasons, the authors decided to not remove the construct. 

	

5.3	Multiple	linear	regression	

  
Model 1 
Control Model 2 Model 3 Model 4 All 

Intercept 
4.586**** 
(0.262) 

2.273**** 
(0.482)  

2.123**** 
(0.362) 

1.377** 
(0.554) 

1.254** 
(0.540) 

Control variables           

Age 
0.262** 
(0.079) 

0.127* 
(0.074) 

0.137* 
(0.063) 

0.185*** 
(0.068) 

0.128* 
(0.064) 

Gender 
0.282 
(0.190) 

0.185 
(0.127) 

0.184 
(0.148) 

0.159 
(0.162) 

0.151 
(0.146) 

            
Employee Empowerment           

H1:   
0.514 
(0.094)     

0.032 
(1.119) 

Employee Engagement           

H2:     
0.514 
(0.069)   

0.419 
(0.112) 

Employee Branding           
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H3:       
0.590 
(0.093) 

0.250 
(0.108) 

            
R² 0.120 0.324 0.475 0.373 0.503 
Adjusted R² 0.102 0.303 0.459 0.354 0.478 

Std. Error of the Estimates 0.94496 0.83239 0.73348 0.94496 0.72077 

F-value 6.791 15.893**** 29.840**** 19.612**** 19.646**** 
Degrees of freedom (df) 
Regression 2 3 3 3 5 

*p<0.10; **p<0.05; ***p<0.01; ****p<0.001, N=103 

S.E. (standard error) is presented within parenthesis for each of the independent variables.  

 (Table 8) Multiple linear regression (Kindberg, Olsson, Saeid, 2016) 

 

As can be seen from table 8, a multiple linear regression analysis was conducted for this 

study. The table provides information regarding the independent variables affect towards the 

dependent variable, where values such as beta, adjusted r square and the p-value is provided. 

The beta indicates if the independent variable has a weak or a strong impact on the dependent 

variable (Nolan and Heinzen, 2008). The adjusted r square is according to Bryman and Bell 

(2011) described as a measurement for how much an independent variable, can explain the 

dependent variable. In order to make statistical conclusions, Black (2010) states that one way 

is to use p-value, which also can be referred as significance level. Saunders, Lewis and 

Thornhill (2009) state that the significance level should be less than 0.05, in order for the 

hypotheses to be accepted.  

 

When looking at the beta, it is clear that both employee engagement (H2) and employee 

branding (H3) have a significant impact on employee retention, where employee engagement 

has 45,7 per cent and employee branding has 21,8 per cent impact. However, looking at 

employee empowerment (H1), it is shown that it only has 8 per cent impact on employee 

retention. Furthermore, the adjusted r square gave a value of 47,8 per cent, which means that 

the independent variables of this study represents 47,8 per cent of employee retention. The 

significance level, which should be below 0,05 in order to be accepted, is also seen in the 

table. H2 was shown to be with highest significant the most hypotheses and was below 0,05 

and can therefore be accepted. H3 was not as significant as H2, however, it was still below 
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0,05 and can therefore be accepted as well. H1 on the other hand was not shown to be 

significant, and must therefore be rejected. 

 

5.4	Additional	findings	
In order to see the impact that the independent variables individually had with the dependent 

variable, a simple linear regression was conducted, see table 9. 

Construct Beta Significant level 

H1: Empowerment 0. .482 0.000**** 

H2: Engagement 0. .617 0.000**** 

H3: Branding 0. 515 0.000**** 

*p<0.05; **p<0.01; ***p<0.001; ****p<0.0001  
(Table 9) Additional findings (Kindberg, Olsson, Saeid, 2016) 

 

As shown in table 9, it can be concluded that all the variables individually had a positive 

relationship towards the dependent variable and were significantly approved as well 

(Saunders, Lewis and Thornhill, 2009).  
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6.0 Discussion 

In this chapter a discussion regarding the results and its relation to the hypotheses is 

presented. The chapter further presents the relation to the purpose and the theoretical 

framework of the research. The chapter is further followed by a discussion of additional 

findings.   

 

6.1 Discussion of control variables  
The authors decided to use two control questions in the questionnaire, the questions were 

asking the respondent to fill out its gender and age. The reason for creating the questionnaire 

with control questions was to see if any interesting relationships would be discovered, such as 

skewed age groups or an unequal mix of gender. A conclusion can be drawn based on the 

respondents age, since the age group 50+ was bigger than the other groups, the reason can be 

due to the average age of retiring in Sweden, which is 64 according to Statistics Sweden 

(SCB, 2014). Another conclusion based on the respondents age can be that the respondents 

age 50+ might have a bigger interest in helping students with their bachelor thesis or that the 

age group simply has more time to fill out questionnaires during work time. However, no 

major differences regarding age or gender was detected based on the respondents answers. 

 

6.2 Discussion of hypotheses 1 
H1: There is a positive relationship between employee empowerment and employee retention. 

 

When looking into the figures from the descriptive statistics that are related to H1, the mean 

of the questions is all on the higher end of the scale, between the range of 4,46 to 6.05.  This 

indicates that respondent’s feel that the company they are working for is operating in a way 

that reflects the way the theory of employee empowerment advocates, which according to 

Qing, Rong and Guoliang (2013) can explain the high mean scores on “Retention 3 Long; 

I feel satisfied at my workplace”. Furthermore, the kurtosis and skewness was within an 

acceptable range within most of the question. However Q1 and Q4 within empowerment were 

beyond the acceptable range within both the kurtosis and the skewness, one reason for this 

could be due to the fact that the question were related to freedom at the workplace , and the 

level of position within the company that was acquired by the respondents may have differed. 
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However, the authors decided to include the question because of the reasons given in chapter 

5.1. 

 

When applying the multiple linear regression, H1 was the hypotheses that got rejected since 

its significance level was below the acceptable range, which according to Saunders, Lewis 

and Thornhill (2009) should be below 0.05. However, H1 had a beta value of only 0,032, 

which indicates that employee empowerment has a positive impact on employee retention, 

although the impact is relatively weak, in comparison with the other hypotheses.  

 

6.3 Discussion of hypotheses 2  
H2: There is a positive relationship between employee engagement and employee retention.  

 

As seen from table 1, the mean score for the questions related to H2 are all within the range of 

4,59-5,92, which belongs to the higher end of the scale. This indicates that the respondents 

feel that the company they are working for is operating in a way that is in accordance with 

what the theory of employee engagement advocates. This may explain why the answers on 

question “Ret 3 Long, I feel satisfied at my workplace” all had means on the higher end of the 

scale, since Harter et al. (2002) states that employee engagement will result in higher 

satisfaction among the employees. When looking at the skewness and kurtosis, it is shown 

that all the values are within the acceptable range span, except for the skewness of 

“Engagement 6 feed” which had a value of -1.222 (Black, 2010; Hair et al., 2010).  

 

H2 was accepted when the multiple linear regression was conducted, meaning that employee 

engagement has a positive relationship towards employee retention, where the multiple linear 

regression H2 derived a beta value of 0.457 with a significance level of 0.000.     

 

Furthermore, H2 had the highest beta value when being compared with the other variables. 

This could be due to the fact that there were a few more questions that were asked within the 

area of engagement, which particularly can have affected the adjusted r square in the simple 

liner regression, but also the high results of the beta value. However, the questions asked on 

employee engagement were also the questions that had the lowest amounts of questions that 

were above or below the accepted ranges of skewness and kurtosis.  
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As shown in table 1, it is shown in the descriptive statistics that the questions regarding the 

dependent variable, employee retention, all had means that were at the higher end of the scale. 

This indicates that the majority of the participants were feeling like they worked at companies 

with high employee retention, where they were satisfied at their workplaces. The answers 

further showed that the respondents felt like their companies provided them with enough 

training in order for them to perform their work assignments correctly. These results are 

furthermore in accordance with Beynon et al. (2015) who states that employees who receive 

enough training at their work place will be more satisfied. 

 

Furthermore, the answers regarding employee retention also showed that the majority of the 

respondents felt like the amount of voluntary turnover at their companies was not higher than 

what according to the respondents is considered to be normal. This can be explained by the 

fact that all the independent variables, which according to Qing, Rong and Guoliang, 2013; 

Garg, 2015; Miles and Mangold, 2004) results in higher satisfaction, derived mean scores on 

the higher end of the scale, which explains that the respondents are satisfied at the work place, 

which in turn will result in high employee retention, according to Mandhanya (2015).  

 

Therefore, since both the beta value was positive and all the means within the questions of 

employee engagement also were on the higher end of the scale, a positive relationship could 

be seen between employee engagement and employee retention.  

 

6.4 Discussion of hypotheses 3 
H3 There is a positive relationship between employee branding and employee retention. 

 
As seen from the descriptive statistics table, the mean for the questions regarding H3 were 

within the range of 5.55-6.39, which is higher in comparison to the other hypotheses. This 

indicates that the respondents feel that the company they are working for is operating in a way 

that is in accordance with what the theory of employee branding advocates, which once again  

may explain why the answers on question “Ret 3 Long, I feel satisfied at my workplace” all 

had means on the higher end of the scale, since Miles and Mangold (2004)s tates that 

employee branding will result in higher satisfaction among the employees. Furthermore, the 

kurtoses for the questions were all within the acceptable range, except for one question. 
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Regarding skewness, most of the question where below the excepted range, however not by a 

lot, except from “Brand 5 Work” which is the same question that was above the accepted 

level for the kurtosis as well. However, the authors decided to still include the questions due 

to the reasons given in chapter 5.1, and also because it was shown in the Cronbach’s Alpha 

that the questions were reliable enough, even though there seemed to be some outliers see 

table 7. 

 

H3 was accepted when the multiple linear regression was conducted, it showed a significant 

level that was below 0.05 and beta scores indicating that employee branding has a positive 

relationship towards employee retention. 

 

As earlier stated, it is shown in the descriptive statistics that the questions regarding the 

dependent variable, employee retention, all had means that were at the higher end of the scale. 

This indicates that the majority of the participants were feeling like they worked at companies 

with high employee retention, where they were satisfied at their workplaces. The answers 

further showed that they felt like their companies provided them with enough training in order 

for them to perform their work assignments correctly. Also, the answers regarding employee 

retention showed that the majority of the respondents felt like the amount of voluntary 

turnover at their companies were not higher than what according to the respondents is 

considered to be normal. This can be explained by the fact that all the independent variables, 

which according to Qing, Rong and Guoliang, 2013; Garg, 2015; Miles and Mangold, 2004) 

results in higher satisfaction, derived mean scores on the higher end of the scale, which 

explains that the respondents are satisfied at the work place, which in turn will result in high 

employee retention, according to Mandhanya (2015). 

 

Lastly, the questions had acceptable kurtosis, and the skewness was just below what is 

considered acceptable. (Hair et al., 2010 and McQueen and Knussen, 2006). Therefore, since 

both the beta value was positive and all the means within the questions of employee branding 

also were on the higher end of the scale, a positive relationship could be seen between 

employee branding and employee retention.  
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6.5 Discussion of additional findings  
When the simple linear regression was made H1 was accepted since the significance level was 

0.0000 and the beta value was 0.482 (see table 9), which indicates that employee 

empowerment do have a positive relationship towards employee retention. 

 

However, employee empowerment was the variable that had the lowest scores on both the 

adjusted r square and the beta value, in comparison with H2 and H3, in the simple linear 

regression (see appendix 1,2 & 3). This could be the reasons for why H1 got rejected after 

applying the multiple regression. The other hypotheses had a significantly higher impact on 

employee retention and were also a larger part of employee retention, which may therefore 

have resulted in H1 not have as strong relationship towards employee retention in the multiple 

regression. 

 

Otherwise, all questions except from one, had acceptable kurtosis. The same goes for the 

skewness where most questions were just below what is considered acceptable, however two 

were below the accepted range. (Hair et al., 2010 and McQueen and Knussen, 2006). One 

reason for why H1 may have been rejected could be duo the fact that the mean scores on all 

questions regarding employee empowerment were relatively high, indicating that the 

companies that the respondents work at, operate in a way which is in accordance with what 

employee empowerment advocates. As states by Conger and Kanungo (1988), empowering 

the employees can have negative effects, such as overconfidence. Therefore, one can assume 

that the reason for the skewness, which was not within the accepted range for the question “ I 

have the freedome to make my own decisions at my workplace” was duo to employees who 

may have been overconfident at the workplace and started to make too many decisions on 

their. This may have resulted in their supervisors giving them restriction, hence, some 

answered that they disagree on the statement of them having freedom. This may also be the 

reason for the second question that had unaccepted skewness “I feel that I get treated the same 

way as my co-workers” got unaccepted values, since they may not feel like they get treated 

the same as others, because of the fact that they got restrictions. 

 

Otherwise, the mean scores were also on the higher end of the scale, therefore, the same 

relationship that was seen between H2 and H3, towards employee retention, could been seen 
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in H1 as well, regarding the values derived from the descriptive statistics and the beta value 

from the multiple regression. 
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7. Conclusion 

The conclusion of the study is presented in this chapter. The hypotheses are presented in a 

structured way, in order to answer the purpose. 

	
The findings of this study suggest that 47,8 % of employee retention could be explained by 

the independent variables employee empowerment, employee engagement and employee 

branding. Furthermore, H2 and H3 can be accepted, hence, therefore is a positive relationship 

of satisfaction towards employee retention. Employee engagement was shown to have the 

largest impact on employee retention, however, employee branding still have a relatively high 

impact on employee retention as well. H1 however got rejected, since there is no significantly 

positive relationship between employee empowerment and employee retention. It is however 

worth mentioning that employee engagement had a significantly positive relationship towards 

employee retention when being analysed individually without the other variables.  

7.1 Limitations / Future suggestion 
Several limitations were detected as the authors conducted this research. One of the major 

aspects that contributed to a limitation for this research was the time and resources, where a 

larger sample size would have been possible to gather if the research would have been 

planned better by the authors. This could possibly have provided the research with a more 

significant generalization. However, the sample frame is according to the formula used in 

chapter 4.6.2 still sufficient in order to generalize. Another aspect regarding the extent to 

which this research is generalizable and to what extent it is it is applicable in other 

demographics and countries, since this research is only conducted within the frames of the 

Swedish market. 

 

It was considered a hard task to define concrete facts about the respondent’s companies, in 

what was considered an involuntary versus a voluntary employee turnover. Since the question 

was based on the employees’ perception, the employee might have been unaware of the given 

situation regarding why former colleagues left the company. Furthermore, authors asked the 

respondents of this study if they perceived that their companies had high or low employee 

turnover. The perception given by the respondents may not have been the correct answer for 

what the turnover of their companies actually was. It may have been preferably to gather 

concrete facts regarding the actually numbers on employee turnover for all the respondent’s 
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companies that were involved in this research, however, the timeframe did not allow for this, 

since a lot of different aspects would be necessary to take into consideration, which would 

need a larger timeframe. Some of the respondent’s companies may have been in a start-up 

phase, expansion, marching, or even acquisition.  

 

Based on the conclusion and the limitations of this study, future suggestions within research 

for the area for employee retention and satisfaction would namely be to do more research on 

employee empowerment. Since employee empowerment has a positive relationship towards 

satisfaction, as employee engagement and employee branding has, it would be interesting to 

do a similar research as this study, without including employee engagement and employee 

branding, however, keeping employee empowerment in order to see if it would be rejected 

once again. The other variables that would replace employee engagement and employee 

branding would also need to have a positive relationship towards satisfaction.  

 

Furthermore, it is also suggested that future research within the area of employee retention 

would divide their sample frame into two groups, one group where the respondents belong to 

companies with high employee turnover, and another one with low employee turnover. This 

research made use of the respondent’s perception of the company’s turnover, however, having 

the correct facts regarding a company’s turnover would be more accurate.  

 

Lastly, future research should include a larger amount of respondents, and also be conducted 

in different countries, in order to generalize to a larger extent. 

 

7.2 Theoretical implications  
The purpose of this research was to explain the relationship of satisfaction, towards employee 

retention. In order to measure satisfaction the authors decided to use employee empowerment, 

employee engagement and employee branding. Previous research had shown that there 

existed positive relationship between the three mentioned theories and satisfaction, however, 

not the relationship with employee retention (see e.g. Qing, Rong and Guoliang, 2013; Harter 

et al., 2002; Miles and Mangold, 2004). The reason why the authors decided to do a research 

on employee retention was due to the negative consequences high employee turnover gives 

(see e.g. Sager, Varadarajan and Futrell, 1988). The authors contributed to the research 

Hampus
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community by filling the gap of the relationship between, employee engagement and 

employee branding towards employee retention, but also that there is not a significant positive 

relationship between employee empowerment and employee retention. Furthermore, this 

research strengthens the previous research done by Qing, Rong and Guoliang, 2013; Garg, 

2015; Miles and Mangold, 2004, where it is stated that employee empowerment, employee 

engagement and employee branding has a positive relationship towards satisfaction. 

	

7.3 Managerial implications  
The major contributions of this research are for managers, where the findings suggest that 

there is a positive relationship between employee engagement and employee branding 

towards employee retention, which can be implemented at companies. In order for managers 

to increase their employee retention, they can implement employee engagement and employee 

branding. Employee engagement can be used concretely by setting goals, give feedback and 

to have justice for the employees (Lathman and Pinder, 2005; Zhao et al., 2016). In order to 

use employee branding concretely, managers can inform the employees of values and 

implement a positive workplace culture (Miles and Mangold, 2005; Cravens et al., 2015). The 

findings should be taken into consideration, however, it is important for managers to bear in 

mind that there are other theories that can be used to increase employee retention, even 

though they have not been observed in this research. 

 

	
 

 

 

 

 

 

 

 

 

 

 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 56		
	

8.0 References  

Aaker, D, Kumar, V, Day, G, & Leone, R 2010, Marketing Research, n.p.: Hoboken, N.J. : 

Wiley ; Chichester : John Wiley [distributor], [2010], cop. 2011. 

 

Adams, JS 1963, 'TOWARD AN UNDERSTANDING OF INEQUITY', Journal Of 

Abnormal & Social Psychology, 67, 5, p. 422. 

 

Adams, Robert. Empowerment, participation and social work. New York: Palgrave 

Macmillan, 2008, p.xvi. 

 

Al-Emadi, A, Schwabenland, C, & Qi, W 2015, 'The Vital Role of Employee Retention in 

Human Resource Management: A Literature Review', IUP Journal Of Organizational 

Behavior, 14, 3, pp. 7-32. 

 

Allen, D.G. (2008). Retaining Talent. SHRM Foundation. Printed in the United States of 

America. Available at< 

http://www.shrm.org/about/foundation/research/documents/retaining%20talent-%20final.pdf> 

 

Andreassi, J, Lawter, L, Brockerhoff, M, & Rutigliano, P 2014, 'Cultural impact of human 

resource practices on job satisfaction: A global study across 48 countries', Cross Cultural 

Management, 21, 1, pp. 55-77. 

 

Aruna, M, & Anitha, J 2015, 'Employee Retention Enablers: Generation Y Employees', 

SCMS Journal Of Indian Management, 12, 3, pp. 94-103. 

 

Barney, JB 1986, 'Organizational Culture: Can It Be a Source of Sustained Competitive 

Advantage?', The Academy of Management Review, 3, p. 656. 

 

Berg, B.L., 2001. QUALITATIVE RESEARCH METHODS FOR THE SOCIAL 

SCIENCES. Fourth Edition. California State University. Pearson Education Company. 

 

Beynon, M, Jones, P, Pickernell, D, & Packham, G 2015, 'Investigating the impact of training 

influence on employee retention in small and medium enterprises: a regression-type 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 57		
	

classification and ranking believe simplex analysis on sparse data', Expert Systems, 32, 1, pp. 

141-154. 

 

Bies, R. J., & Moag, J. S. (1986). Interactional justice: Communication criteria of fairness. In 

R. Lewick, B.H. Sheppard, & M. H. Bazerman (Eds.), Research on negotiation in 

organizations (pp. 43–55). 

 

Black, K. (2010). Business statistics: for contemporary decision making, 6th edition, John 

Wiley & Sons. 

 

Brenkert, G.G., 2010. 'The Limits and Prospects of Business Ethics', Business Ethics 

Quarterly. [online] Vol. 20, 4, pp. 703-709. 

 

Brown, J.D. 2000. Statistics Corner. Questions and answers about language testing statistics: 

What is construct validity. Shiken: JALT Testing & Evaluation SIG Newsletter, 4 (2) Oct 

2000 (p. 8 - 12).   

 

Bryman, A. & Bell, E. (2011) “Business research methods”, 3rd edition, Oxford university 

press, Oxford. 

 

Cardy, R, & Lengnick-Hall, M 2011, 'Will They Stay or Will They Go? Exploring a 

Customer-Oriented Approach To Employee Retention', Journal of Business and Psychology, 

2, p. 213. 

 

Carmen R, Wilson Van, V, & Betsy L, M 2007, 'Understanding Power and Rules of Thumb 

for Determining Sample Sizes', Tutorials In Quantitative Methods For Psychology, 2, p. 43. 

 

Cellar, D, Stuhlmacher, A, Young, S, Fisher, D, Adair, C, Haynes, S, Twichell, E, Arnold, K, 

Royer, K, Denning, B, & Riester, D 2011, 'Trait Goal Orientation, Self-Regulation, and 

Performance: A Meta-Analysis', Journal of Business and Psychology, 4, p. 467. 

 

Coetzee, M, & Stoltz, E 2015, 'Employees' satisfaction with retention factors: Exploring the 

role of career adaptability', Journal Of Vocational Behavior, 89, pp. 83-91. 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 58		
	

 

Cohen, T, Panter, A, & Turan, N 2013, 'Predicting counterproductive work behavior from 

guilt proneness', Journal Of Business Ethics, 114, 1, pp. 45-53. 

 

Colquitt, J. A. (2001). On the dimensionality of organizational justice: A construct validation 

of a measure. Journal of Applied Psychology, 86, 386–400.  

 

Conger, J. A., & Kanungo, R. N. (1988). The empowerment process: Integrating theory and 

practice. Academy of management review, 13(3), 471-482. 

 

Cravens, K, Goad Oliver, E, Shigehiro, O, & Stewart, J 2015, 'Workplace Culture Mediates 

Performance Appraisal Effectiveness and Employee Outcomes: A Study in a Retail Setting', 

Journal Of Management Accounting Research, 27, 2, pp. 1-34. 

 

Dancey, C. P., & Reidy, J. (2007). Statistics without maths for psychology. Pearson 

Education. 

 

Duncan, S, & Harrop, A 2006, 'A User Perspective on Research Quality', International 

Journal Of Social Research Methodology, 9, 2, pp. 159-174. 

 

Elmia AB, 2015. Elmia Subcontractor. [online] Available 

at<http://www.elmia.se/subcontractor/> [accessed 24 May 2016] 

 

European, C, Directorate-General for Education and, C, & Directorate-General for, C 2012, 

'Europeans and their languages: Special Eurobarometer 386, June 2012'. 

 

Field, A., 2009. Discovering statistics using SPSS. Third Edition. Sage Publications Ltd. 

Flowers, V, & Hughes, C 1973, 'Why employees stay', Harvard Business Review, 51, 4, pp. 

49-60. 

 

Garg, N 2015, 'Organizational Role Stress in Dual-Career Couples: Mediating the 

Relationship Between HPWPs, Employee Engagement and Job Satisfaction', IUP Journal Of 

Knowledge Management, 13, 3, pp. 43-69. 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 59		
	

 

George, C 2015, 'Retaining professional workers: What makes them stay?', Employee 

Relations, 37, 1, pp. 102-121. 

 

Ghauri, N. & Grønhaug, K. (2005), “Research methods in business studies: a practical guide”, 

3rd edition, Prentice Hall, Harlow. 

 

Gialuisi, O, & Coetzer, A 2013, 'An exploratory investigation into voluntary employee 

turnover and retention in small businesses', Small Enterprise Research, 20, 1, pp. 55-68. 

 

Gibson, L, Finnie, B, & Stuart, J 2015, 'A mathematical model for exploring the evolution of 

organizational structure',International Journal Of Organizational Analysis, 23, 1, pp. 21-40. 

 

Greenberg, J 1987, 'A Taxonomy of Organizational Justice Theories',Academy Of 

Management Review, 12, 1, pp. 9-22. 

 

Guha, S, & Chakrabarti, S 2014, 'Employee Turnover: A Study on Information Technology 

Sector', Journal Of Business & Management, 20, 2, pp. 71-87. 

 

Hair, JF, Black, WC, Babin, BJ, Anderson, RE, 2010, Multivariate Data Analysis : A Global 

Perspective, n.p.: Upper Saddle River, N.J. : Pearson Education, cop. 2010. 

 

Harter, J, Schmidt, F, & Hayes, T 2002, 'Business-Unit-Level Relationship Between 

Employee Satisfaction, Employee Engagement, and Business Outcomes: A Meta-

Analysis', Journal Of Applied Psychology, 87, 2, pp. 268-279. 

 

Hartline, M, & Bejou, D 2004, 'Internal Relationship Management: Linking Human 

Resources to Marketing Performance', Journal Of Relationship Marketing, 3, 2/3, p. 1. 

 

Hasan Ali, A 2010, 'A Study of Relationship between Organizational Justice and Job 

Satisfaction', International Journal Of Business And Management, 12, Directory of Open 

Access Journals. 

 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 60		
	

Hausknecht, J, Rodda, J, & Howard, M 2009, 'Targeted employee retention: Performance-

based and job-related differences in reported reasons for staying', Human Resource 

Management, 48, 2, pp. 269-288. 

 

Hofstede, Geert. "Motivation, leadership, and organization: do American theories apply 

abroad?." Organizational dynamics 9.1 (1980): 42-63. 

 

Holtom, B.C. and Inderrieden, E.J. (2006), “Integrating the unfolding model and job 

embeddedness model to better understand voluntary turnover”, Journal of Managerial Issues, 

Vol. 18 No. 4, pp. 435-452. 

 

Holtom, B.C., Mitchell, T.R., Lee, T.W. and Eberly, M.B. (2008), “Turnover and retention 

research: a glance at the past, a closer review of the present, and a venture into the future”, 

The Academy of Management Annals, Vol. 2 No. 1, pp. 231-274. 

 

Hosie, P, Jayashree, P, Tchantchane, A, & Lee, B 2013, 'The effect of autonomy, training 

opportunities, age and salaries on job satisfaction in the South East Asian retail petroleum 

industry', International Journal Of Human Resource Management, 24, 21, pp. 3980-4007. 

 

Hunter, L. (2012), “Challenging the reported disadvantages of e-questionnaires and 

addressing methodological issues of online data collection”, Nurse Researcher, Vol. 20, No 1, 

p. 11-20. 

 

Hvide, H, & Kristiansen, E 2012, 'Management of Knowledge Workers', Journal Of Law & 

Economics, 55, 4, pp. 815-838, Criminal Justice Abstracts. 

 

Janssen, O 2004, 'The barrier effect of conflict with superiors in the relationship between 

employee empowerment and organization commitment', Work & Stress, 18, 1, pp. 56-65 10p. 

  

Jaramillo, F, Mulki, J, & Boles, J 2013, 'Bringing meaning to the sales job: The effect of 

ethical climate and customer demandingness', Journal Of Business Research, 66, 11, pp. 

2301-2307. 

  



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 61		
	

Jiang, X, Flores, H, Leelawong, R, & Manz, C 2016, 'The effect of team empowerment on 

team performance', International Journal Of Conflict Management (Emerald), 27, 1, pp. 62-

87. 

 

Joo, B 2010, 'Organizational Commitment for Knowledge Workers: The Roles of Perceived 

Organizational Learning Culture, Leader-Member Exchange Quality, and Turnover 

Intention',Human Resource Development Quarterly, 21, 1, pp. 69-85. 

 

Kahn, WA 1990, 'PSYCHOLOGICAL CONDITIONS OF PERSONAL ENGAGEMENT 

AND DISENGAGEMENT AT WORK', Academy Of Management Journal, 33, 4, pp. 692-

724. 

 

Kehoe, J, & ERIC Clearinghouse on Assessment and Evaluation, W 1995, Basic Item 

Analysis For Multiple-Choice Tests. 

 

Kindberg, M, Olsson, H, Saeid, B. Conceptual model. 2016.  

 

Kumar R. (2005) "Research methodology a step-by-step guide for beginners" 2nd Edition, 

SAGE Publication Ltd, London. 

 

KUMAR, V, & PANSARI, A 2015, 'Measuring the Benefits of Employee Engagement', MIT 

Sloan Management Review, 56, 4, pp. 67-72. 

 

Kwon, S, Kim, M, Kang, S, & Kim, M 2008, 'Employee reactions to gainsharing under 

seniority pay systems: The mediating effect of distributive, procedural, and interactional 

justice', Human Resource Management, 47, 4, pp. 757-775. 

 

Latham, G, & Pinder, C 2005, 'WORK MOTIVATION THEORY AND RESEARCH AT 

THE DAWN OF THE TWENTY-FIRST CENTURY', Annual Review Of Psychology, 56, 1, 

pp. 485-516. 

 

Lee TW, Locke EA, Phan SH. 1997. Explaining the assigned goal-incentive interaction: the 

role of self-efficacy and personal goals. J. Manag. 23:541–59. 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 62		
	

 

Lee Whittington, J, & Greg Bell, R 2016, 'Leader–member exchange, enriched jobs, and goal-

setting: Applying fuzzy set methodology', Journal Of Business Research, 69, Set-Theoretic 

research in business, pp. 1401-1406. 

 

Lee, T.W., Mitchell, T.R., Sablynski, C.J., Burton, J.P. and Holtom, B.C. (2004), “The effects 

of job embeddedness on organizational citizenship, job performance, volitional absences, and 

voluntary turnover”, Academy of Management Journal, Vol. 47 No. 5, pp. 711-722. 

 

Linnaeus University, 2013. Source Criticism. [online] Available at: < http://lnu.se/the-

university-library/search-and-writing-help-/source-criticism?l=en> [Accessed 10 February 

2016].     

 

Loan-Clarke, J, Arnold, J, Coombs, C, Hartley, R, & Bosley, S 2010, 'Retention, turnover and 

return - a longitudinal study of allied health professionals in Britain John Loan-Clarke, John 

Arnold, Crispin Coombs, Ruth Hartley and Sara Bosley Retention, turnover and return', 

Human Resource Management Journal, 20, 4, pp. 391-406. 

 

Locke, E, & Latham, G 2002, 'Building a practically useful theory of goal setting and task 

motivation: A 35-year odyssey', American Psychologist, 57, 9, pp. 705-717. 

 

Macey, W, & Schneider, B 2008, 'The meaning of employee engagement',Industrial And 

Organizational Psychology: Perspectives On Science And Practice, 1, 1, pp. 3-30. 

 

Malhotra, N, & Birks, D 2003, Marketing Research: An Applied Approach, n.p.: New York: 

Pearson Education, cop. 2003. 

 

Malhotra, N. K. 2010. Marketing Research: An Applied Orientation. 6th edition. New Jersey: 

Pearson Education Inc. 

 

Malhotra, Naresh K. & Birks, David F. (2003) ‘Marketing research: an applied approach’ 2. 

European ed. New York: Pearson Education. 

 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 63		
	

MANDHANYA, Y 2015, 'A STUDY OF IMPACT OF WORKING ENVIRONMENT ON 

RETENTION OF EMPLOYEES (With special reference to Automobile sector)', Global 

Management Review, 9, 4, pp. 116-128. 

 

Martin, B, McNally, J, & Taggar, S 2016, 'Determining the importance of self-evaluation on 

the goal-performance effect in goal setting: Primary findings', Canadian Journal Of 

Behavioural Science / Revue Canadienne Des Sciences Du Comportement, 48, 2, pp. 91-100. 

 

McQueen, RA, & Knussen, C. 2006, Introduction to research methods and statistics in 

psychology, Harlow : Pearson education, 2006. 

 

Miles, S, & Mangold, G 2004, 'A Conceptualization of the Employee Branding Process', 

Journal Of Relationship Marketing, 3, 2/3, p. 65. 

 

Miles, S, & Mangold, W 2005, 'Positioning Southwest Airlines through employee branding', 

Business Horizons, 48, pp. 535-545. 

 

Miles, S, & Mangold, W 2007, 'Growing the Employee Brand at ASI: A Case Study', Journal 

Of Leadership & Organizational Studies, 14, 1, pp. 77-85. 

 

Miles, S, Mangold, W, Asree, S, & Revell, J 2011, 'Assessing the employee brand: A census 

of one company'. 

 

Mustapha, N., Ahmad, A., Uli, J. and Idris, K. (2011), “Work-family facilitation and family 

satisfaction as mediators in the relationship between job demands and intention to stay”, 

Asian Social Science, Vol. 7 No. 6, p. 142. 

 

 

 

Newman, A., Thanacoody, R. and Hui, W. (2012), “The impact of employee perceptions of 

training on organizational commitment and turnover intentions: a study of multinationals in 

the Chinese service sector”, The International Journal of Human Resource Management, Vol. 

22 No. 8, pp. 1765-1787. 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 64		
	

 

Nolan S, Heinzen T (2008) Statistics for the behavioural sciences, Worth publishers, 1st 

edition. 

 

Ouyang, Z, Sang, J, Li, P, & Peng, J 2015, 'Organizational justice and job insecurity as 

mediators of the effect of emotional intelligence on job satisfaction: A study from China', 

Personality And I ndividual Differences, 76, pp. 147-152. 

 

Pitts, D., Marvel, J. and Fernandez, S. (2011), “So hard to say goodbye? Turnover intention 

among US federal employees”, Public Administration Review, Vol. 71 No. 5, pp. 751-760. 

 

Potterfield, Thomas. "The Business of Employee Empowerment: Democracy and Ideaology 

in the Workplace." Quorum Books, 1999, p. 6. 

 

Pradet, Elodie. 2013. Career-savvy Swedes shun gap-year tradition. The Local. Published: 15 

Jul 2013 07:00 GMT+02:00. Available at< http://www.thelocal.se/20130715/49046 > 

[accessed 24 May 2016]. 

   

QING, Y, RONG, C, & GUOLIANG, C 2013, 'HOW INTERNAL MARKETING CAN 

CULTIVATE PSYCHOLOGICAL EMPOWERMENT AND ENHANCE EMPLOYEE 

PERFORMANCE', Social Behavior & Personality: An International Journal, 41, 4, pp. 529-

537. 

 

Ramlall, S 2003, 'Managing Employee Retention as a Strategy for Increasing Organizational 

Competitiveness', Applied H.R.M. Research, 8, 1-2, pp. 63-72. 

  

Rappaport, A, Bancroft, E, & Okum, L 2003, 'THE AGING WORKFORCE RAISES NEW 

TALENT MANAGEMENT ISSUES FOR EMPLOYERS', Journal Of Organizational 

Excellence, 23, 1, pp. 55-66. 

 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 65		
	

Rasheed, A, Khan, S, Rasheed, M, & Munir, Y 2015, 'The impact of feedback orientation and 

the effect of satisfaction with feedback on in-role job performance', Human Resource 

Development Quarterly, 26, 1, pp. 31-51. 

 

Sager, J, Varadarajan, P, & Futrell, C 1988, 'Understanding Salesperson Turnover: A Partial 

Evaluation of Mobley's Turnover Process Model', Journal Of Personal Selling & Sales 

Management, 8, 1, pp. 21-35. 

 

Saks, AM 2006, 'Antecedents and consequences of employee engagement', Journal Of 

Managerial Psychology, 21, 7, pp. 600-619. 

 

Saunders, M., Lewis, P. & Thornhill, A. (2009) ‘Research method for business students’, 5th 

edition, Harlow: Pearson education limited. Ebook. 

 

Schaufeli, W, & Salanova, M 2011, 'Work engagement: On how to better catch a slippery 

concept', European Journal Of Work And Organizational Psychology, 20, 1, pp. 39-46. 

 

Schein, Edgar H. Organizational culture. Vol. 45. No. 2. American Psychological 

Association, 1990. 

 

Seijts, G, & Crim, D 2006, 'What engages employees the most or, The Ten C's of employee 

engagement', Ivey Business Journal, 70, 4, pp. 1-5. 

  

Sexton, R, McMurtrey, S, Michalopoulos, J, & Smith, A 2005, 'Employee turnover: a neural 

network solution', Computers & Operations Research, 32, 10, pp. 2635-2651. 

 

Shaw, J.D., Gupta, N. and Delery, J.E. (2005), “Alternative conceptualizations of the 

relationship between voluntary turnover and organizational performance”, Academy of 

Management Journal, Vol. 48 No. 1, pp. 50-68.  

 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 66		
	

Sigler, Tracey Honeycutt, and Christine M. Pearson. "Creating an empowering culture: 

examining the relationship between organizational culture and perceptions of 

empowerment." Journal of Quality Management 5.1 (2000): 27-52. 

 

Sipple, S 2007, 'Ideas in Practice: Developmental Writers' Attitudes toward Audio and 

Written Feedback', Journal of Developmental Education, 3, p. 22. 

 

Statistiska centralbyrån (Statistics Sweden), 2014. Age for first receiving pension higher in 

Sweden compared to EU average. [online] Available at <http://www.scb.se/sv_/Hitta-

statistik/Statistik-efter 

amne/Arbetsmarknad/Arbetskraftsundersokningar/Arbetskraftsundersokningarna-

AKU/23265/23272/Behallare-for-Press/378766/> [accessed 24 May 2016]. 

 

Steel, R, Griffeth, R, Hom, P, & Daniel M., L 2002, 'Practical Retention Policy for the 

Practical Manager [and Executive Commentary]', The Academy of Management Executive 

(1993-2005), 2, p. 149. 

 

Streiner, David L., Geoffrey R. Norman, and John Cairney. Health measurement scales: a 

practical guide to their development and use. Oxford University Press, USA, 2014. 

 

Sultan, S 2012, 'Examining the Job Characteristics: A Matter of Employees' Work Motivation 

and Job Satisfaction', Journal Of Behavioural Sciences, 22, 2, pp. 13-25. 

 

Trevor, CO 2001, 'INTERACTIONS AMONG ACTUAL EASE-OF-MOVEMENT 

DETERMINANTS AND JOB SATISFACTION IN THE PREDICTION OF VOLUNTARY 

TURNOVER', Academy Of Management Journal, 44, 4, pp. 621-638. 

 

Tymon, W.G. Jr, Stumpf, S.A. and Smith, R.R. (2011), “Manager support predicts turnover of 

professionals in India”, Career Development International, Vol. 16 No. 3, pp. 293-312. 

 

 

 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 67		
	

Verbruggen, M, De Cooman, R, & Vansteenkiste, S 2015, 'When and why are internal job 

transitions successful? Transition challenges, hindrances, and resources influencing 

motivation and retention through basic needs satisfaction', Group & Organization 

Management, 40, 6, pp. 744-775. 

  

Wallace, J, & Gaylor, K 2012, 'A Study of the Dysfunctional and Functional Aspects of 

Voluntary Employee Turnover', SAM Advanced Management Journal (07497075), 77, 3, pp. 

27-36. 

 

Wang, T, & Jiang, H 2015, 'The Mediating Effects of Organizational and Supervisor 

Identification for Interactional Justice',Public Personnel Management, 44, 4, pp. 523-542 20p. 

 

Zhao, X, Ghiselli, R, Law, R, & Ma, J 2016, 'Motivating frontline employees: Role o job 

characteristics in work and life satisfaction', Journal Of Hospitality And Tourism 

Management, 27, pp. 27-38. 

  

Zhu, S, & Jiao, H 2013, 'Organizational structure and corporate performance: insights from 

6,065 listed corporations',Chinese Management Studies, 7, 4, p. 535. 

 

Zikmund W. G., Babin B. J., Carr J. C., Griffin M. (2010) "Business Research Methods" 8th 

Edition, South-Western Cengage Learning, Canada. 

 

Zikmund, W.G., Babin, B.J., Carr, J.C., and Griffin, M., 2013. Business Research Methods. 

9th ed. Mason: South-Western. 

 



  
Magnus Kindberg, Hampus Olsson, Bawan Saeid 
	

	 I	

Appendices 

Appendix 1 
	
Single	regression:	Empowerment	
 

Model Summary 

Model R 
R 

Square 
Adjusted R 

Square 

Std. Error of 
the 

Estimate 
1 .346a .120 .102 .94496 
2 .569b .324 .303 .83239 
a. Predictors: (Constant), Age , Gender 
b. Predictors: (Constant), Age , Gender , empower 
	
	

ANOVAa 

Model 
Sum of 

Squares df 
Mean 

Square F Sig. 
1 Regressio

n 
12.128 2 6.064 6.791 .002b 

Residual 89.294 100 .893   
Total 101.422 102    

2 Regressio
n 

32.828 3 10.943 15.793 .000c 

Residual 68.595 99 .693   
Total 101.422 102    

a. Dependent Variable: retention 
b. Predictors: (Constant), Age , Gender 
c. Predictors: (Constant), Age , Gender , empower 
	
	

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardize
d 

Coefficients 
t Sig. B Std. Error Beta 

1 (Constan
t) 

4.586 .262  17.515 .000 
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Gender .282 .190 .140 1.486 .140 
Age .262 .079 .312 3.325 .001 

2 (Constan
t) 

2.273 .482  4.715 .000 

Gender .185 .168 .091 1.100 .274 
Age .127 .074 .151 1.725 .088 
empower .514 .094 .482 5.466 .000 

a. Dependent Variable: retention 

 
	

Appendix	2	
	
Single	regression:	Engagement	
	

Model Summary 

Model R 
R 

Square 
Adjusted R 

Square 

Std. Error of 
the 

Estimate 
1 .346a .120 .102 .94496 
2 .689b .475 .459 .73348 
a. Predictors: (Constant), Age , Gender 
b. Predictors: (Constant), Age , Gender , engagement 
	
	
	

ANOVAa 

Model 
Sum of 

Squares df 
Mean 

Square F Sig. 
1 Regressio

n 
12.128 2 6.064 6.791 .002b 

Residual 89.294 100 .893   
Total 101.422 102    

2 Regressio
n 

48.161 3 16.054 29.840 .000c 

Residual 53.261 99 .538   
Total 101.422 102    

a. Dependent Variable: retention 
b. Predictors: (Constant), Age , Gender 
c. Predictors: (Constant), Age , Gender , engagement 
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Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardize
d 

Coefficients 
t Sig. B Std. Error Beta 

1 (Constant) 4.586 .262  17.515 .000 
Gender .282 .190 .140 1.486 .140 
Age .262 .079 .312 3.325 .001 

2 (Constant) 2.123 .363  5.846 .000 
Gender .184 .148 .091 1.246 .216 
Age .137 .063 .163 2.168 .033 
engageme
nt 

.566 .069 .617 8.184 .000 

a.				Dependent Variable: retention 

	
	

Appendix	3	
	
Single	regression:	Branding	
	

Model Summary 

Model R 
R 

Square 
Adjusted R 

Square 

Std. Error of 
the 

Estimate 
1 .346a .120 .102 .94496 
2 .611b .373 .354 .80161 
a. Predictors: (Constant), Age , Gender 
b. Predictors: (Constant), Age , Gender , Branding 
 

ANOVAa 

Model 
Sum of 

Squares df 
Mean 

Square F Sig. 
1 Regressio

n 
12.128 2 6.064 6.791 .002b 

Residual 89.294 100 .893   
Total 101.422 102    
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2 Regressio
n 

37.806 3 12.602 19.612 .000c 

Residual 63.616 99 .643   
Total 101.422 102    

a. Dependent Variable: retention 
b. Predictors: (Constant), Age , Gender 
c. Predictors: (Constant), Age , Gender , Branding 

 
 
 
 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardize
d 

Coefficients 
t Sig. B Std. Error Beta 

1 (Constan
t) 

4.586 .262  17.515 .000 

Gender .282 .190 .140 1.486 .140 
Age .262 .079 .312 3.325 .001 

2 (Constan
t) 

1.377 .554  2.485 .015 

Gender .159 .162 .079 .982 .328 
Age .185 .068 .221 2.728 .008 
Branding .590 .093 .515 6.321 .000 

a. Dependent Variable: retention 
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Appendix 4 
	
Questionnaire  
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