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ABSTRACT

The pharmaceutical industry is characterised by highly specialised skill requirements, intense
competitive pressures, and a dynamic regulatory environment that collectively contribute to elevated rates of
employee turnover. This study examines the relationship between seven employee retention strategies and
employee turnover in the pharmaceutical sector. The independent variables include Compensation and Benefits,
Career Development Opportunities, Training and Development, Work-Life Balance, Performance Management
and Recognition, Leadership and Supervisory Support, and Employee Engagement and Organisational Culture,
while Employee Turnover serves as the dependent variable.

A descriptive and causal research design was adopted, and primary data were collected from 400
employees across pharmaceutical companies using a structured questionnaire based on a five-point Likert scale.
Stratified random sampling was employed to ensure proportional representation across hierarchical levels and
functional departments. Data were analysed using IBM SPSS Statistics, with descriptive statistics, Pearson
correlation analysis, and multiple regression analysis applied to examine the hypothesised relationships.

The findings reveal that all seven retention strategy variables exhibit significant negative correlations
with employee turnover, indicating that stronger retention practices are associated with lower turnover intentions.
Employee Engagement and Organisational Culture (B =-0.341) and Work-Life Balance (B = -0.318) emerged as
the most powerful predictors of reduced turnover. The regression model explains 89.8% of the variance in
employee turnover, affirming the collective explanatory power of the proposed framework. The study offers
strategic implications for HR professionals and pharmaceutical leaders seeking to reduce attrition and strengthen
organisational stability.
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regulatory compliance, and public health.
Companies in this sector invest enormously in
recruiting and developing highly specialised
professionals—including pharmacists, research

1. INTRODUCTION

1.1 Background of the Study

The pharmaceutical industry occupies a scientists, clinical trial managers, regulatory affairs
unique position in the global economy, operating at specialists, and medical representatives—whose
the critical intersection of scientific innovation, knowledge, expertise, and institutional
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understanding are central to organisational
performance. The acquisition and retention of such
talent represent not merely an operational concern
but a strategic imperative, as the loss of skilled
employees translates directly into disrupted research
pipelines, compromised regulatory compliance, and
diminished competitive advantage.

Despite these high stakes, employee
turnover remains a persistent and costly challenge
for pharmaceutical organisations worldwide.
Industry reports consistently identify turnover rates
in the pharmaceutical sector as among the highest
across knowledge-intensive  industries, with
estimates suggesting that replacing a single skilled
pharmaceutical professional can cost between 50%
and 200% of their annual salary when recruitment,
onboarding, and lost productivity costs are
accounted for. Beyond direct financial costs, high
turnover erodes institutional knowledge, disrupts
team cohesion, and undermines client and
stakeholder confidence.

In response to these challenges,
pharmaceutical companies have increasingly
directed attention towards evidence-based employee
retention strategies. These strategies span a broad
spectrum of human resource management
interventions, including competitive compensation
and benefits packages, structured career
development pathways, robust training
programmes,  work-life  balance initiatives,
performance recognition systems, leadership
development, and efforts to cultivate an engaged and
positive organisational culture. Understanding the
relative effectiveness of these interventions in
reducing turnover is therefore of both theoretical and
practical significance.

1.2 Problem Statement

Despite widespread acknowledgment of
the employee turnover problem in the
pharmaceutical sector, the empirical evidence base
for the effectiveness of specific retention strategies
remains fragmented. Many organisations adopt
retention initiatives based on industry benchmarks
or intuitive assumptions rather than rigorous
empirical analysis. This approach fails to account
for sector-specific contextual factors—including the
high educational specialisation of the workforce, the
regulatory pressures unique to pharmaceutical
operations, and the globalised talent market—that
may differentially influence the effectiveness of
retention interventions. Furthermore, studies that
have examined retention strategies in this sector
have typically examined individual variables in
isolation, without modelling the collective and
comparative influence of multiple retention
dimensions on turnover outcomes. This constitutes a
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significant gap that impedes evidence-based HR
decision-making.

1.3 Research Gap

A systematic review of the existing
literature reveals several important gaps. First, the
majority of empirical studies on employee retention
and turnover have been conducted in sectors such as
healthcare, information technology, and banking,
with relatively limited empirical attention devoted to
the pharmaceutical industry as a distinct analytical
context. Second, studies that do address the
pharmaceutical sector often rely on qualitative
methodologies or small convenience samples that
limit the generalisability of findings. Third, while
individual retention factors—particularly
compensation—have received substantial research
attention, multi-variable quantitative studies that
simultaneously examine seven distinct retention
strategy dimensions and their relationship to
turnover in pharmaceutical contexts are rare. This
study fills these gaps through a large-scale,
quantitative, multi-variable analysis grounded in
validated theoretical frameworks.

1.4 Research Objectives

* To examine the relationship between
compensation and benefits and employee
turnover in the pharmaceutical industry.

e To assess the influence of career
development opportunities on employee
turnover intention.

* To evaluate the impact of training and
development programmes on employee
retention.

* To determine the relationship between
work-life balance and employee turnover.

* To analyse the effect of performance
management and recognition on employee
turnover.

* To investigate the influence of leadership
and supervisory support on turnover
intention.

* To measure the impact of employee
engagement and organisational culture on
employee turnover.

1.5 Significance of the Study

This study makes a dual contribution to
scholarship and practice. Theoretically, it extends
the application of the Push-Pull Theory of Employee
Turnover, Social Exchange Theory, and the Job
Demands-Resources (JD-R) Model to the
pharmaceutical industry context, testing their
explanatory power within a sector characterised by

Page: 1673



EXAMINING THE RELATIONSHIP BETWEEN EMPLOYEE RETENTION
STRATEGIES AND EMPLOYEE TURNOVER: A STUDY OF THE
PHARMACEUTICAL INDUSTRY

unique human capital demands. Practically, the
findings provide pharmaceutical HR managers with
an evidence-based hierarchy of retention
interventions, enabling more strategic and targeted
allocation of organisational resources. At a macro
level, the study contributes to workforce policy
discussions within the pharmaceutical and broader
life sciences sector.

2. LITERATURE REVIEW

2.1 Employee Turnover in the Pharmaceutical
Industry

Employee turnover, defined as the rate at
which employees leave an organisation and must be
replaced, is a widely studied phenomenon in
management and  organisational  behaviour
literature. Voluntary turnover—where employees
choose to leave—is particularly prevalent in
knowledge-intensive sectors and has been linked to
numerous individual, organisational, and
environmental antecedents. In the pharmaceutical
industry, turnover is exacerbated by several sector-
specific factors: the global demand for specialised
scientific and regulatory talent, the protracted and
costly nature of pharmaceutical talent development,
and the intense competition for qualified
professionals between pharmaceutical companies,
contract research organisations, and biotechnology
firms [1].

Price and Mueller [2] proposed an
influential structural model of turnover that
identified both structural and psychological
antecedents, including pay, promotional
opportunities, and job satisfaction. Their model has
been widely applied in healthcare and
pharmaceutical contexts, consistently demonstrating
that low satisfaction with compensation and career
progression are primary drivers of voluntary
departure. More recent research by Hausknecht and
Holwerda [3] extended this framework by
emphasising the role of  organisational
embeddedness and team-level retention dynamics,
findings that have particular relevance in
pharmaceutical research environments where team
cohesion is critical to project success.

2.2 Compensation and Benefits

Compensation and benefits represent the
most consistently studied antecedent of employee
turnover across industries. Milkovich and Newman
[4] established that pay satisfaction—comprising
satisfaction with pay level, pay raises, benefits, and
pay structure—is a significant negative predictor of
turnover intention. In the pharmaceutical sector,
where the market for specialised talent is highly
competitive and internationally mobile, the
compensatory package serves not only as a retention
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tool but as a primary signal of organisational
commitment to employee value. Research by Ton
and Huckman [5] demonstrated that companies
investing in above-market compensation strategies
experienced significantly lower turnover rates and
higher operational performance, consistent with
efficiency wage theory. In India's pharmaceutical
sector, where multinational corporations compete
with domestic generics manufacturers for skilled
talent, competitive compensation has emerged as a
foundational retention strategy [6].

2.3 Career Development Opportunities

Career development opportunities
encompass the extent to which an organisation
provides employees with pathways for professional
advancement, skill enhancement, and role
progression. Ng and Feldman [7] demonstrated that
perceived career development support is a robust
negative predictor of turnover intention, mediated
by  organisational commitment and job
embeddedness. In the pharmaceutical context,
where professionals are motivated by both financial
and intellectual advancement, the provision of clear
career ladders, mentoring programmes, and
succession planning initiatives is particularly
salient. Allen et al. [8] found that employees who
perceived strong career development support were
significantly less likely to search for external
employment, highlighting the retention value of
structured development frameworks.

2.4 Training and Development

Training and development programmes
signal organisational investment in employee
capability and career growth, thereby fostering
commitment and reducing turnover intention.
Benson [9] demonstrated that company-sponsored
training significantly reduces voluntary turnover,
particularly when training content is both firm-
specific and broadly applicable to employees' career
aspirations. In the pharmaceutical industry, where
regulatory compliance, pharmacovigilance
requirements, and scientific knowledge must be
continuously updated, robust training programmes
are not merely developmental but operationally
essential. Organisations that provide
comprehensive,  ongoing  training—including
clinical trial management, Good Manufacturing
Practice  compliance, and scientific  skills
development—demonstrate a tangible commitment
to employee professional growth that enhances
retention [10].

2.5 Work-Life Balance

Work-life balance refers to the perceived
equilibrium between professional demands and
personal life responsibilities. The pharmaceutical
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industry is frequently characterised by demanding
work schedules, including shift work in
manufacturing environments, extended hours in
research and development settings, and high travel
requirements for sales and medical affairs roles.
Greenhaus and Beutell [11] established that work-
family conflict—a primary symptom of poor work-
life balance—is a significant predictor of turnover
intention. Research in pharmaceutical and
healthcare contexts has consistently identified work-
life balance as among the most powerful
determinants of employee retention, particularly for
female professionals and early-career researchers
who place high value on flexibility and personal
time autonomy [12].

2.6 Performance Management and Recognition

Performance management and recognition
systems communicate to employees that their
contributions are valued, their efforts are fairly
assessed, and their achievements are acknowledged.
Luthans [13] demonstrated that positive
reinforcement through recognition significantly
enhances employee motivation, organisational
commitment, and retention. In the pharmaceutical
sector, where performance metrics span diverse
domains—from sales targets for medical
representatives  to  publication outputs  for
researchers—the  fairness, transparency, and
comprehensiveness of performance systems are
critical determinants of employee satisfaction.
Research by Kinicki et al. [ 14] found that employees
who perceived their performance management
systems as fair and developmental were
significantly less likely to express turnover
intention, underscoring the retention value of robust
recognition frameworks.

2.7 Leadership and Supervisory Support

Leadership quality and supervisory support
have been consistently identified as among the most
influential determinants of employee turnover. The
axiom that ‘'employees leave managers, not
companies' is supported by substantial empirical
evidence: Griffeth, Hom, and Gaertner [15]
demonstrated in a comprehensive meta-analysis that
supervisory satisfaction is among the strongest
predictors of turnover intention. In the
pharmaceutical context, where employees operate in
complex matrix structures, cross-functional teams,
and hierarchical scientific environments, the quality
of line management is particularly consequential.
Leaders who demonstrate  transformational
behaviours—including individualised
consideration, intellectual  stimulation, and
inspirational communication—have been shown to
significantly reduce turnover in scientific and
technical organisations.
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2.8 Employee Engagement and Organisational
Culture

Employee engagement—characterised by
vigour, dedication, and absorption in work—has
been identified as a powerful protective factor
against turnover intention. Harter, Schmidt, and
Hayes [16] demonstrated in a large-scale meta-
analysis that business units with high employee
engagement experienced significantly lower
turnover rates than low-engagement units.
Organisational culture, as the shared system of
values, beliefs, and behavioural norms that
characterise an organisation, provides the contextual
foundation for engagement. In the pharmaceutical
industry, where ethical conduct, scientific integrity,
and patient focus are core organisational values, a
strong and positive organisational culture reinforces
employee identification with  organisational
purpose, thereby reducing the psychological 'push’
factors that drive voluntary departure.

2.9 Theoretical Foundation

This study is grounded in three
complementary theoretical frameworks. Push-Pull
Theory [17] posits that employees leave
organisations in response to negative ‘'push’'
factors—such as inadequate compensation, poor
leadership, or lack of development—and are 'pulled'
towards alternative employers offering superior
conditions. This framework provides the conceptual
rationale for examining retention strategies as
mechanisms that reduce push factors. Social
Exchange Theory [18], advanced by Blau, proposes
that  employees  reciprocate  organisational
investments in their welfare and development with
increased commitment and reduced turnover
intention, providing the theoretical basis for
understanding how retention strategies generate
loyalty. The Job Demands-Resources (JD-R) Model
[19], developed by Bakker and Demerouti,
conceptualises  work-life  balance, leadership
support, and organisational culture as job resources
that buffer against job demands and reduce burnout-
driven turnover.

2.10 Research Gap Identification

While the individual variables examined in
this study have received attention in the broader
management literature, their simultaneous empirical
examination within the Indian pharmaceutical
industry  context represents a  significant
contribution. Most existing studies in this domain
are either conducted in Western pharmaceutical
contexts, focus on a single retention strategy, or rely
on qualitative methodologies. The present study
addresses these limitations through a large-scale
quantitative investigation that simultaneously
models seven retention strategy variables, employs
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stratified ~ random  sampling to  ensure
representativeness, and applies rigorous statistical
analysis to establish the relative predictive power of
each retention dimension.

3. HYPOTHESES DEVELOPMENT

Based on the theoretical frameworks
reviewed and the empirical evidence synthesised in
the preceding literature review, the following
research hypotheses are proposed. All hypotheses
posit a significant negative relationship between
retention strategy variables and employee turnover,
consistent with the expectation that stronger
retention practices are associated with lower levels
of turnover intention.

H1: Compensation and Benefits has a significant
negative relationship with Employee Turnover in
the pharmaceutical industry.

H2: Career Development Opportunities has a
significant negative relationship with Employee
Turnover in the pharmaceutical industry.

H3: Training and Development has a significant
negative relationship with Employee Turnover in
the pharmaceutical industry.

H4: Work-Life Balance has a significant negative
relationship with Employee Turnover in the
pharmaceutical industry.

HS: Performance Management and Recognition has
a significant negative relationship with Employee
Turnover in the pharmaceutical industry.

H6: Leadership and Supervisory Support has a
significant negative relationship with Employee
Turnover in the pharmaceutical industry.

H7: Employee Engagement and Organisational
Culture has a significant negative relationship with
Employee Turnover in the pharmaceutical industry.

Each hypothesis is derived from
established theoretical arguments and consistent
with prior empirical evidence demonstrating that
investments in employee retention strategies reduce
voluntary turnover. The hypothesised negative
directionality reflects the expectation that
improvements in retention strategy effectiveness
will be inversely associated with employees'
propensity to leave the organisation.

4. CONCEPTUAL FRAMEWORK

The conceptual framework for this study
illustrates the theorised relationships between the
seven independent retention strategy variables and
the dependent variable of Employee Turnover. The
framework is grounded in Push-Pull Theory, Social
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Exchange Theory, and the Job Demands-Resources
Model, which collectively predict that stronger
retention practices reduce the push factors driving
voluntary employee departure.

Figure 1: Conceptual Research Framework
(Based on Push-Pull Theory, Social Exchange Theory, and JD-R Model)

INDEPENDENT VARIABLES
(Employee Retent

trategies) DEPENDENT VARIABLE

)

1 @ curerDeveopmentOpporsis
= = Sy

= Training and Development

fork-Life Balance

Employee Turnover

Source: Developed for the Study

Figure 1: Conceptual Research Framework (Based
on Push-Pull Theory, Social Exchange Theory, and
JD-R Model)

5. RESEARCH METHODOLOGY

5.1 Research Design

This study employs a descriptive and
causal research design, which is appropriate for
investigations that seek both to characterise
prevailing conditions and to establish the directional
relationships between multiple predictor variables
and a criterion variable. The descriptive component
enables characterisation of the current state of
retention strategy implementation and employee
turnover across sampled pharmaceutical companies,
while the causal component facilitates assessment of
the magnitude and direction of the relationship
between retention practices and turnover intention.
A quantitative, cross-sectional survey methodology
was adopted to ensure statistical rigour and
replicability.

5.2 Population and Sample

The target population for this study
comprises employees at various hierarchical levels
and functional areas within pharmaceutical
companies operating in India. This includes
professionals in research and development,
manufacturing and quality control, regulatory
affairs, medical affairs, clinical operations, sales and
marketing, and corporate functions. A sample size
of 400 respondents was determined using Yamane's
(1967) sampling formula, which is widely applied in
management research to calculate statistically
adequate sample sizes for large populations. The
400-respondent  sample  provides  sufficient
statistical power for correlation and regression
analyses.

5.3 Sampling Technique
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Stratified random sampling was employed
to ensure proportional representation of employees
across key strata, including organisational level
(junior, middle, and senior management), functional
department (R&D, manufacturing, regulatory,
commercial, and corporate), type of company
(multinational pharmaceutical corporation, Indian
generic manufacturer, and contract research
organisation), and years of pharmaceutical industry
experience. Within each stratum, respondents were
selected through simple random sampling. This
technique minimises selection bias and enhances the
representativeness and generalisability of the
findings.

5.4 Data Collection

Primary data were collected through a
structured questionnaire administered through a
combination of online survey platforms and in-
person distribution at pharmaceutical company
offices and industrial clusters. The online instrument
was distributed via professional networking
platforms and institutional HR contacts. A pilot
study involving 35 respondents was conducted to
assess instrument clarity, comprehension, and face
validity, resulting in minor wording revisions. Of
450 questionnaires distributed, 418 were returned (a
return rate of 92.9%). After exclusion of incomplete
and inconsistently responded questionnaires, 400
valid responses were retained for analysis.

5.5 Measurement Scale

All constructs in this study were
operationalised using a five-point Likert scale,
where 5 = Strongly Agree, 4 = Agree, 3 = Neutral, 2
= Disagree, and 1 = Strongly Disagree. Each of the
seven independent variables was measured using a
minimum of five scale items per construct, adapted
from validated instruments in the extant retention
and turnover literature. The dependent variable,
Employee Turnover, was operationalised as
turnover intention, measured through ten items
assessing employees' intentions to leave, their job
search behaviours, and their psychological
disengagement from the organisation. Turnover
intention is widely accepted in the literature as the
most immediate and reliable predictor of actual
voluntary turnover [20].

5.6 Reliability and Validity

Instrument reliability was assessed using
Cronbach's Alpha coefficient, yielding values
ranging from 0.83 to 0.91 across all constructs, all
exceeding the widely accepted threshold of 0.70,
thus confirming satisfactory internal consistency.
Content validity was established through expert
review by a panel of five HR professionals with
pharmaceutical industry experience and three
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academic researchers specialising in organisational
behaviour and HRM. Construct validity was
confirmed through exploratory factor analysis
(EFA) in SPSS, with all items loading at or above
0.65 on their respective factors and no significant
cross-loadings.

5.7 Statistical Tools

Data were analysed using IBM SPSS
Statistics 26. Descriptive statistics (means and
standard deviations) were computed to summarise
the distribution of responses across all constructs.
Pearson correlation analysis was employed to
examine bivariate relationships between the
retention strategy variables and employee turnover.
Multiple regression analysis was used to assess the
collective and individual predictive contributions of
the seven retention strategy variables to the variance
in employee turnover intention. All analyses were
performed at the 5% level of significance, with 1%
significance used as a higher stringency threshold
for interpretation.

6. DATA ANALYSIS AND RESULTS

6.1 Descriptive Statistics — Employee Turnover

Table 1 presents the descriptive statistics
for the dependent variable, Employee Turnover
(measured as turnover intention). Respondents rated
their agreement with ten statements reflecting their
intention to leave, job search behaviour, and
psychological disconnection from their current
employer.

Table 1: Descriptive Statistics — Employee
Turnover Intention

Statements Mean | Std.
D

I feel a strong intention to leave | 4.28 0.94
my current pharmaceutical
company within the next year.

I frequently think about resigning | 4.14 1.02
from my present position.
I am actively looking for job | 4.21 0.98
opportunities outside this
organisation.

If a better opportunity arose, I | 4.33 0.89
would leave this company
without hesitation.

The thought of leaving my job | 4.19 1.05
crosses my mind regularly.
I do not see a long-term future for | 4.09 1.08
myself in this organisation.
My overall commitment to | 4.06 1.11
staying with this company is low.
I would recommend others not to | 3.98 1.14
join this organisation if they have
alternatives.
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I feel disconnected from the goals | 4.11 1.07
and values of this pharmaceutical
company.

My dissatisfaction here has made | 4.24 | 0.97
me seriously consider leaving.

Source: Primary data computed

Interpretation

Table 1 presents the mean and standard
deviation scores for the ten turnover intention
statements. The mean values range between 3.98
and 4.33, indicating moderately high levels of
turnover  intention  among  pharmaceutical
employees in the sample. The statement 'If a better
opportunity arose, I would leave this company
without hesitation' recorded the highest mean (4.33),
suggesting that pharmaceutical employees are
highly responsive to external opportunities—a
finding consistent with the competitive talent market
in this sector. The statement 'I feel a strong intention
to leave my current pharmaceutical company within
the next year' also recorded a high mean (4.28),
indicating that a substantial proportion of
respondents are actively contemplating departure.

The statement 'T would recommend others
not to join this organisation if they have alternatives'
recorded the lowest mean (3.98), indicating that
while employees may personally consider leaving,
their advocacy behaviour is slightly less negative.
The relatively modest standard deviations (0.89 to
1.14) indicate reasonable consensus in responses.
Overall, the descriptive results confirm a concerning
level of turnover intention among sampled
pharmaceutical employees, underscoring the
relevance and urgency of effective retention strategy
implementation.

6.2 Descriptive Statistics — All Variables

Table 2 presents the mean and standard
deviation scores for all seven independent retention
strategy variables and the dependent variable.

Table 2: Descriptive Statistics — All Study
Variables

Variable Mean | Std.
D

Compensation and Benefits 3.89 1.12

Career Development | 3.76 1.18

Opportunities

Training and Development 3.92 1.09

Work-Life Balance 3.68 1.21

Performance Management and | 3.84 1.14
Recognition
Leadership and Supervisory | 3.71 1.19
Support
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Employee  Engagement and | 3.79 1.16
Organisational Culture
Employee Turnover (DV) 4.16 1.04

Source: Primary data computed

Interpretation

The descriptive statistics in Table 2 reveal
that respondents report relatively moderate
perceptions of their organisations' retention strategy
effectiveness across all seven dimensions, with
means ranging from 3.68 (Work-Life Balance) to
392 (Training and Development). The
comparatively lower mean for Work-Life Balance
(3.68) suggests that pharmaceutical employees
perceive significant difficulties in managing the
demands of their professional and personal lives—a
finding consistent with the known intensity of work
demands in this industry, particularly in
manufacturing, R&D, and sales functions. Training
and Development records the highest mean (3.92),
indicating that pharmaceutical companies are
perceived as more effective in this area, possibly
reflecting the mandatory nature of regulatory
compliance and GMP training in this sector.

The dependent variable, Employee
Turnover, records a notably higher mean (4.16)
compared to all independent variable means,
suggesting that perceptions of turnover intention
substantially exceed perceptions of retention
strategy effectiveness. This divergence itself
provides preliminary empirical support for the
argument that current retention strategies are
insufficient to adequately address turnover pressures
in the sampled pharmaceutical organisations.

6.3 Correlation Analysis

Table 3 presents the results of Pearson
correlation analysis examining the bivariate
relationships between the seven retention strategy
variables and Employee Turnover.

Table 3: Correlation Between Retention Strategy
Variables and Employee Turnover

Retention Strategy | r- p-

Variables value | value

Compensation and Benefits - 0.001*
0.847

Career Development | - 0.001*

Opportunities 0.831

Training and Development - 0.001*
0.818

Work-Life Balance - 0.001*
0.862

Performance Management and | - 0.001*

Recognition 0.839
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Leadership and Supervisory | - 0.001*
Support 0.854
Employee Engagement and | - 0.001*
Organisational Culture 0.871

Source: Primary data computed; * Significant at 1%
level

Hypothesis

HO: Employee retention strategy variables
do not have a significant relationship with employee
turnover in the pharmaceutical industry.

Interpretation

Table 3 presents the Pearson correlation
coefficients between the seven retention strategy
variables and Employee Turnover. All seven
variables exhibit statistically significant negative
correlations with the dependent variable at the 1%
significance level (p < 0.001), providing strong
support for the rejection of the null hypothesis and
confirmation of all directional hypotheses (H1
through H7). The negative directionality of all
correlations confirms that higher levels of retention
strategy effectiveness are consistently associated
with lower employee turnover intention—a finding
theoretically consistent with Push-Pull Theory and
Social Exchange Theory.

Employee Engagement and Organisational
Culture recorded the strongest negative correlation
(r = -0.871), indicating that employees who
experience high levels of engagement and report a
positive organisational culture are substantially less
likely to express turnover intention. This finding
aligns with Harter et al's [16] meta-analytic
evidence that engagement is among the most
powerful buffers against voluntary turnover. Work-
Life Balance (r = -0.862) and Leadership and
Supervisory Support (r = -0.854) also demonstrate
strong negative associations with turnover,
underscoring the critical importance of personal life
quality and managerial relationships in retention.

Compensation and Benefits (r = -0.847)
and Performance Management and Recognition (r =
-0.839) show comparably strong negative
correlations, consistent with the expectation that
perceived fairness in reward and recognition reduces
the financial and psychological push factors driving
departure. Career Development Opportunities (r = -
0.831) and Training and Development (r = -0.818),
while still demonstrating strong and significant
negative relationships with turnover, show the
relatively lower correlations, suggesting that while
development opportunities are important, their
influence on short-term turnover intention may be
moderated by other contextual factors.
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6.4 Regression Analysis

Table 4 presents the results of multiple
regression analysis examining the collective and
individual predictive contributions of the seven
retention strategy variables to the variance in
Employee Turnover.

Table 4: Effects of Retention Strategy Variables
on Employee Turnover

Model Summary
R R Adjusted | F- p-
Square | R value | value
Square
0.948 | 0.898 0.896 497.63 | 0.001*

Regression Coefficients

Predictors | B Std. | Bet | t- pP-
Err |a valu | valu
or e e

(Constant) | 491 | 0.14 | — 34.5 10.00
2 2 92 1*

Compensat | - 0.06 | - - 0.00

ion and | 0.31 | 2 027 | 5.12 | 1*

Benefits 8 4 9

Career - 0.05 | - - 0.00

Developm | 0.28 | 8 024 | 494 | 1*

ent 7 6 8

Opportunit

ies

Training - 0.05 | - - 0.00

and 024 |5 0.20 | 4.38 | 1*

Developm | 1 6 2

ent

Work-Life | - 0.07 | - - 0.00

Balance 0.36 | 1 031 |5.09 | 1*
2 8 8

Performan | - 0.06 | - - 0.00

ce 029 (0 0.25 | 490 | 1*

Manageme | 4 4 0

nt &

Recognitio

n

Leadership | - 0.06 | - - 0.00

and 0.30 | 4 026 | 482 | 1*

Supervisor | 9 7 8

y Support

Employee | - 0.07 | - - 0.00

Engageme | 0.38 | 5 034 | 5.18 | 1*

nt & Org. | 9 1 7

Culture

Source: Primary data computed; * Significant at 1%
level

Hypothesis
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HO: Employee retention strategy variables
do not significantly influence employee turnover in
the pharmaceutical industry.

Interpretation

Table 4 presents the multiple regression
analysis results with Employee Turnover as the
dependent variable. The model summary indicates
that the seven retention strategy variables
collectively explain 89.8% of the variance in
employee turnover (R? = 0.898), with the adjusted
R? of 0.896 confirming that the model is not
substantially overfitted. The F-value (497.63, p <
0.001) confirms the overall statistical significance of
the regression model, leading to the rejection of the
null hypothesis.

The standardised Beta coefficients reveal
the relative predictive strength of each retention
strategy variable. Employee Engagement and
Organisational Culture emerges as the strongest
predictor (B =-0.341), indicating that improvements
in employee engagement and cultural alignment are
associated with the greatest reductions in turnover
intention. This finding reinforces the theoretical
proposition that employees who are psychologically
invested in their organisation's purpose and values
are substantially less likely to seek alternative
employment. Work-Life Balance (f = -0.318) is the
second strongest predictor, confirming the particular
importance of personal life quality for
pharmaceutical professionals who often operate
under demanding schedules.

Leadership and Supervisory Support (f = -
0.267), Compensation and Benefits (p = -0.274),
Performance Management and Recognition (f = -
0.254), Career Development Opportunities (fp = -
0.246), and Training and Development (§ = -0.206)
all demonstrate statistically significant negative
effects on turnover at the 1% level, with
standardised beta coefficients reflecting their
individual contributions after controlling for all
other  predictors.  Notably, Training and
Development shows the lowest beta coefficient,
possibly reflecting the mandatory compliance
training element that may be perceived as less
differentiating in organisations where such training
is a regulatory requirement rather than a genuine
developmental investment.

Regression Equation

Employee  Turnover = 4912 —
0.362(Work-Life Balance) — 0.389(Employee
Engagement & Culture) — 0.318(Compensation &
Benefits) —  0.309(Leadership  Support) —
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0.294(Performance Management) — 0.287(Career
Development) — 0.241(Training & Development)

This equation demonstrates that the
greatest marginal reductions in employee turnover
are achieved through investments in Employee
Engagement and Organisational Culture and Work-
Life Balance, emphasising that retention strategies
targeting employee psychological investment and
personal life quality offer the highest returns in
terms of turnover reduction.

7. FINDINGS AND RECOMMENDATIONS

7.1 Key Findings

The study yields several empirically
significant findings that advance understanding of
employee retention and turnover dynamics in the
pharmaceutical industry. First, all seven retention
strategy variables—Compensation and Benefits,
Career Development Opportunities, Training and
Development, Work-Life Balance, Performance
Management and Recognition, Leadership and
Supervisory Support, and Employee Engagement
and Organisational Culture—demonstrate
statistically significant negative relationships with
Employee Turnover at the 1% level of significance.
This finding provides comprehensive empirical
support for all seven research hypotheses (HI
through H7) and confirms the collective relevance
of multi-dimensional retention frameworks in
pharmaceutical HR management.

Second, Employee Engagement and
Organisational Culture emerges as the most
influential retention strategy variable (f = -0.341, r
= -0.871), suggesting that pharmaceutical
companies which succeed in creating engaged
workforces and positive cultures gain the greatest
protection against voluntary turnover. This finding
is theoretically significant as it positions culture and
engagement—traditionally regarded as 'soft' HR
concerns—as the most powerful quantitative
predictors of a critical operational outcome. Third,
Work-Life Balance (f = -0.318) is identified as the
second most influential predictor, a finding with
particular resonance in the pharmaceutical industry
where demanding schedules and high-pressure
environments are widespread. Fourth, the high
explanatory power of the regression model (R? =
0.898) confirms that the seven selected retention
strategy dimensions collectively provide a highly
comprehensive framework for understanding and
predicting employee turnover in the pharmaceutical
sector.

7.2 Recommendations

Based on the empirical findings, several
strategic recommendations are proposed for HR
professionals, senior leaders, and policymakers in
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the pharmaceutical industry. First, given that
Employee Engagement and Organisational Culture
is the strongest predictor of reduced turnover,
pharmaceutical ~ organisations  should invest
systematically in cultural development initiatives.
These should include purpose-driven leadership
communication that connects employees' daily work
to broader patient health outcomes, peer recognition
programmes, cross-functional collaboration
initiatives, and regular employee engagement
surveys with visible action-planning. HR teams
should develop leading indicators of engagement
and treat declining engagement scores as early
warning signals of turnover risk.

Second, the prominence of Work-Life
Balance as a retention driver demands urgent
attention in pharmaceutical operational design.
Organisations should evaluate shift patterns in
manufacturing environments, introduce flexible
working arrangements for non-production roles,
establish clear boundaries around out-of-hours
communication, and provide enhanced support for
working parents and carers. The business case for
work-life balance investment is compelling: even
modest improvements in this dimension, as
indicated by the regression analysis, can generate
substantial reductions in costly voluntary turnover.

Third, pharmaceutical companies should
review their compensation benchmarking practices
to ensure that total reward packages remain
competitive with both domestic and international
competitors for talent. This is particularly critical for
roles in regulatory affairs, clinical operations, and
drug discovery, where specialist skills are globally
scarce. Performance-based pay differentiation,
transparent pay progression frameworks, and
comprehensive benefits—including health
insurance, retirement provisions, and employee
assistance programmes—should form the core of the
compensation retention strategy.

Fourth, leadership development should be
recognised as a retention investment as much as a
performance investment. Given that Leadership and
Supervisory Support (B = -0.267) is a significant
predictor of reduced turnover, pharmaceutical
organisations should invest in structured line
manager capability programmes addressing
coaching skills, performance conversations,
developmental feedback, and team engagement.
360-degree feedback mechanisms that make leaders
accountable for their direct reports' engagement and
retention should be institutionalised.

8. CONCLUSION

This study provides robust and
comprehensive empirical evidence that employee
retention strategies significantly and negatively
influence employee turnover intention in the Indian

IJDDT Volume 16 Issue 71s 2026

pharmaceutical ~ industry. By simultaneously
examining seven distinct retention strategy variables
through a rigorous quantitative methodology—
encompassing  descriptive  statistics, Pearson
correlation analysis, and multiple regression
analysis—the study demonstrates that HR
investments across compensation, career
development,  training,  work-life  balance,
performance  recognition, leadership,  and
organisational culture collectively explain nearly
90% of the variance in pharmaceutical employee
turnover intention.

The finding that Employee Engagement
and Organisational Culture and Work-Life Balance
are the strongest predictors of reduced turnover
intention carries significant implications for
pharmaceutical HR strategy. It suggests that beyond
the traditional emphasis on financial compensation,
pharmaceutical organisations must prioritise the
psychological and personal dimensions of the
employee experience to compete effectively for
talent in an increasingly contested labour market.
Employees who feel valued, engaged, and supported
in maintaining their personal well-being are
demonstrably less likely to seek employment
elsewhere, regardless of external market conditions.

The study's theoretical contribution lies in
its empirical validation of Push-Pull Theory, Social
Exchange Theory, and the JD-R Model within a
pharmaceutical industry context, extending these
frameworks' applicability and demonstrating their
explanatory power for sector-specific retention
challenges. The comprehensive and multi-
dimensional retention framework proposed and
validated in this study offers a theoretically
grounded and empirically supported tool for
pharmaceutical HR professionals seeking to
diagnose and address turnover risk.

Future research should examine the
longitudinal  effects of retention strategy
interventions on actual (rather than intended)
turnover, explore potential moderating variables
such as organisational size, company type (MNC
versus domestic), and employee generation
(Millennial versus Gen Z), and investigate the
comparative effectiveness of retention strategies
across different pharmaceutical  sub-sectors.
Qualitative research exploring the lived experiences
of pharmaceutical professionals who have left their
organisations would complement the quantitative
findings of this study and provide richer insights into
the motivational dynamics underlying voluntary
departure decisions.

REFERENCES

[1] S. Bates, "Getting Engaged," HR Magazine, vol.
49, no. 2, pp. 44-51, 2004.

Page: 1681



EXAMINING THE RELATIONSHIP BETWEEN EMPLOYEE RETENTION
STRATEGIES AND EMPLOYEE TURNOVER: A STUDY OF THE
PHARMACEUTICAL INDUSTRY

[2] J. L. Price and C. W. Mueller, "A Causal Model
of Turnover for Nurses," Academy of
Management Journal, vol. 24, no. 3, pp. 543—
565, 1981.

[3] J. P. Hausknecht and J. A. Holwerda, "When
Does Employee Turnover Matter? Dynamic
Member Configurations, Productive Capacity,
and Collective Performance," Organization
Science, vol. 24, no. 1, pp. 210-225, 2013.

[4] G. T. Milkovich and J. M. Newman,
Compensation, 10th ed. McGraw-Hill, 2010.

[5] Z. Ton and R. S. Huckman, "Managing the
Impact of Employee Turnover on
Performance: The Role of Process
Conformance," Organization Science, vol. 19,
no. 1, pp. 56-68, 2008.

[6] P. Mehta and S. Kapoor, "Retention Challenges
in the Indian Pharmaceutical Sector: An
Empirical Analysis," International Journal of
Human Resource Management, vol. 28, no. 4,
pp. 612-631, 2017.

[71 T. W. H. Ng and D. C. Feldman, "Organizational
Tenure and Job Performance," Journal of
Management, vol. 36, no. 5, pp. 1220-1250,
2010.

[8] D. G. Allen, L. M. Shore, and R. W. Griffeth,
"The Role of Perceived Organizational
Support and Supportive Human Resource
Practices in the Turnover Process," Journal of
Management, vol. 29, no. 1, pp. 99—118, 2003.

[9T G. S. Benson, "Employee Development,
Commitment and Intention to Turnover: A
Test of 'Employability’ Policies in Action,"
Human Resource Management Journal, vol.
16, no. 2, pp. 173-192, 2006.

[10] R. Noe, Employee Training and Development,
8th ed. McGraw-Hill, 2020.

[11] J. H. Greenhaus and N. J. Beutell, "Sources of
Conflict Between Work and Family Roles,"
Academy of Management Review, vol. 10, no.
1, pp. 76-88, 1985.

[12] K. M. Shockley and T. D. Allen, "Investigating
the Missing Link in Flexible Work
Arrangement Utilization: An Individual

Difference Perspective," Journal of
Vocational Behavior, vol. 76, no. 1, pp. 131—
142, 2010.

[13] F. Luthans, Organisational Behavior: An
Evidence-Based Approach, 13th ed. McGraw-
Hill, 2015.

[14] A. J. Kinicki, F. M. McKee-Ryan, C. A.
Schriesheim, and K. P. Carson, "Assessing the
Construct Validity of the Job Descriptive
Index: A Review and Meta-Analysis," Journal

IJDDT Volume 16 Issue 71s 2026

of Applied Psychology, vol. 87, no. 1, pp. 14—
32,2002.

[15] R. W. Griffeth, P. W. Hom, and S. Gaertner, "A
Meta-Analysis of Antecedents and Correlates
of Employee Turnover: Update, Moderator
Tests, and Research Implications for the Next
Millennium," Journal of Management, vol. 26,
no. 3, pp. 463—488, 2000.

[16] J. K. Harter, F. L. Schmidt, and T. L. Hayes,
"Business-Unit-Level Relationship Between
Employee Satisfaction, Employee
Engagement, and Business Outcomes: A
Meta-Analysis,"  Journal of  Applied
Psychology, vol. 87, no. 2, pp. 268-279, 2002.

[17] E. G. Ravenstein, "The Laws of Migration,"
Journal of the Statistical Society of London,
vol. 48, no. 2, pp. 167-235, 1885.

[18] P. M. Blau, Exchange and Power in Social Life.
John Wiley & Sons, 1964.

[19] A. B. Bakker and E. Demerouti, "The Job
Demands-Resources Model: State of the Art,"
Journal of Managerial Psychology, vol. 22,
no. 3, pp. 309-328, 2007.

[20] T. R. Mitchell, B. C. Holtom, T. W. Lee, C. J.
Sablynski, and M. Erez, "Why People Stay:
Using Job Embeddedness to Predict

Voluntary ~ Turnover," Academy  of
Management Journal, vol. 44, no. 6, pp. 1102—
1121, 2001.

Page: 1682



