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ABSTRACT 

 

The main objective of this study is to investigate the relationship between employee 

engagement and human resources practices (Recruitment and selection, training and 

development, compensation and performance management) on employee retention. To 

attain the objectives, the quantitative method was used and data were collected through 

questionnaires and google form method. A total of 201 questionnaires were received 

and used for further analysis. The data were analysed using Pearson correlation and 

standard multiple regression. The findings exhibited that, there were relationship 

between employee engagement and human resource practices on employee retention. 

All the dimensions of human resource practices namely recruitment and selection, 

training and development, compensation and performance management were 

correlated with employee retention. In conclusion, it is observed that human resource 

practices and employee engagement have influence on the employee retention. This 

shows that employers need to develop a proper and well-structured human resource 

management policies in attaining high work engagement level and retention among 

the auditors. 

Keywords: Employee Retention, Human Resources Practices and Employee 

Engagement  
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ABSTRAK 

 

Objektif utama kajian ini adalah untuk mengkaji hubungan antara penglibatan pekerja 

dengan amalan sumber manusia (Pengambilan dan pemilihan, latihan dan 

pengembangan, pampasan dan pengurusan prestasi) terhadap pengekalan pekerja. 

Untuk mencapai objektif, metode kuantitatif digunakan, dan data dikumpulkan melalui 

kaedah soal selidik dan bentuk “Google Form”. Sebanyak 201 borang soal selidik 

diterima dan digunakan untuk analisis lebih lanjut. Data dianalisis menggunakan 

korelasi Pearson dan regresi berganda standard. Hasil kajian menunjukkan bahawa 

terdapat hubungan antara penglibatan pekerja dengan amalan sumber manusia 

terhadap pengekalan pekerja. Semua dimensi amalan sumber manusia iaitu 

pengambilan dan pemilihan, latihan dan pembangunan, pampasan dan pengurusan 

prestasi dihubungkan dengan pengekalan pekerja. Sebagai kesimpulan, diperhatikan 

bahawa amalan sumber manusia dan penglibatan pekerja mempunyai pengaruh 

terhadap pengekalan pekerja. Ini menunjukkan bahawa majikan perlu 

mengembangkan dasar pengurusan sumber manusia yang betul dan tersusun dengan 

baik dalam mencapai tahap penglibatan kerja dan pengekalan yang tinggi di kalangan 

juruaudit. 

Kata kunci:  Pengekalan Pekerja, Amalan Sumber Manusia dan Penglibatan Pekerja 
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CHAPTER 1 

INTRODUCTION 

 

1.1  Background of the Study 

 

Globally, research on job retention has increased dramatically in recent years, resulting 

in a debate over what factors influence employee retention with their jobs and induce 

increase performance in work organisations (Sarwar & Abugre, 2013). Market 

competition is one of the primary reasons why the organisation is confronted with 

enormous challenges. Organisation have to hire a competent worker so as to achieve 

the competitive advantage in the workplace. Furthermore, retaining skillful employees 

is more important than hiring. Nowadays, businesses are putting a greater emphasis on 

their employees’ skills and knowledge by investing in their development in the hopes 

of obtaining a long-term return. If the highly performing employees leaves, it could 

have a negative impact to the organisation. Employee retention is focused on keeping 

or motivating employees to stay in an organisation for as long as possible (Mita, 2014). 

Employee retention is the most focused issue in every organisation in this era, because 

the world becomes more industrialised, so do job opportunities. As a result, employee 

retention has received attention in terms of organisational competence growth. In terms 

of their roles and responsibilities, people have become more challenging. 

 

The advancement of technology has caused the majority of the organisation to become 

more technologically oriented. However, even though technology advancement has 

been increasing nowadays but the organisations still require human resources to run 

the organisations as there is no technology has been founded to match the values given 

by human resources. Most industries’ global competition has increased dramatically 

as a result of this. This situation also has an impact on the labour market. Thus, 

organisationation emphasizes on the ways to stay competitive in the industries that 

they are belonging. To survive and lead, organisations must work harder not only to 

attract but also to retain the best talent (Bodjrenou Kossivi et al., 2016). 
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When a qualified employee resigns and leaves the job, the organisation faces a variety 

of consequences, including increased costs for new hires, challenges to the 

organisation’s long-term survival and sustainability, and decreased efficiency and 

productivity (Beach, 2003). As a result, talent retention has emerged as a critical 

management concern (Samuel & Chipunza, 2009). Employees with exceptional 

abilities and skills can help the organisation gain a competitive advantage. Thus, in 

this difficult environment, organisations should make every attempt to maintain such 

skillful workforce (Samuel & Chipunza, 2009). 

 

The study's key aim is to determine the relationship between employee engagement 

and human resource practices on employee retention. According to Verma and Sarita 

(2014), organisation should focus on the ways to increase employee engagement if 

they want to retain their employees, this is because if the employee is highly engaged 

in their work the chances to leave the organisation is low whereas if the employee is 

not engaged with the work the possibilities to leave the organization is higher. To 

increase retention, the organisation uses a diverse of human resource practices (Khan 

et al., 2014).  It is crucial for the organisation to find out the ways or methods to 

encourage the employee to remain in the organisation. Employee turnover costs are 

typically 2.5 times greater than an individual’s salary. Moreover, organisations dealing 

with high employee turnover face not only financial losses while all the workload will 

be higher and the current employees have to cope up to settle all the remaining work 

which will lowering their self-motivation. Long-term consequences include the loss of 

long-term employees with specialised knowledge, expertise, and skills (Yamamoto, 

2011). 

 

Organisations uses employee retention as a tool to enhance its workforce to a longer 

term in an organisation until they resign or the project completes. Retaining a talented 

employee is critical for the organisation’s success. Human resource department plays 

a huge role to help the organisation to retain a good employee, they must have a 

strategy to retain the employees in order to enhance organisations reputation 

(Wisnefski, 2008; Rasli et al., 2014). Furthermore, the cost of losing an employee 

manifests itself in the form of consumer loss, productivity loss, and business loss (Self 
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& Dewald, 2011). The hiring of new workers will be an extra cost to any organisation 

to advertise, screen, verify, interview and train new employees (Nair, 2009). 
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1.2  Problem Statement 

 

In a 2015 survey conducted by Jobstreet Malaysia, it was discovered that 74 per cent 

of 631 employees were displeased with their workplace. Employees who are talented 

and good, according to Heathfield (1995), are an organisation’s asset. Retaining 

talented employees is critical for a company’s long-term growth and success, but 

employee retention has become a big concern for organisations. A number of factors 

affect an employee's decision to remain with the organisation such as a person’s age, 

family circumstances, job market, professional life, chances to learn and other benefits 

(Musser, 2001). 

 

The relationship between employee engagement and human resource practices on 

employee retention is the focus of this study. Employee’s willingness to support the 

organisation to achieve its goal and to provide continuous effort on long-term basis is 

known as employee engagement (Verma & Sarita, 2014). Employee involvement 

leads to the creation of an emotional connection between the organisation and the 

employee, which improves employee retention (Balakrishnan et al., 2013). 

 

Recruitment and selection, training and development, compensation and performance 

management are inclusion of human resource practices. Various costs, such as 

advertisements, employers’ salaries and candidate expenses reimbursement, are 

included in the recruiting process. The choice of most suited employees for the 

organisation, as an indicator of employee retention, was shown by Lauver and Brown 

(2001). As the start-up costs for replacing employees, the organisation needs training 

and administrative costs (Carsen, 2002; Wocke and Heymann, 2012).  

 

Robert and Outley (2002), stated that if an organisation wants to retain good workers, 

it should pay careful attention to the development of skills and abilities among 

employees, because a good retention strategy should include training. When it comes 

to retaining talented employees, compensation is critical. The fundamental aspect in 

employee’s retention is a competitive salary payment and benefit packages (Zinghem 
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et al.,2009). An integrated and efficient assessment method will enhance 

organisational efficiency and employee motivation (Beardwell et al., 2004). It 

acknowledges good results and offers feedback on what skills, competencies, and 

attitudes are needed to achieve goals, all while helping to improve employee retention. 

 

Accounting professionals play a vital part in the growth and advancement of 

organisation in today's globalised environment (Yusof et al., 2011). Accountants, 

auditors, tax practitioners, and consultants are the examples of accounting 

professionals. Accounting professionals' primary role is to offer a wide variety of 

services to their clients in all areas of business activities, including regular 

bookkeeping, accounting, auditing, tax return preparation, and consulting (Yin Koh et 

al., 2017). According to previous research conducted by the Association of Chartered 

Professional Accountants (ACCA) and the Audit Oversight Board (AOB) in 2013, 

Malaysia’s accounting sector has a high employee turnover problem. They have stated 

that this issue is particularly prevalent in their auditing practices, and they continue to 

experience high retention and turnover rates (ACCA, 2013). 

 

The respondents said they wanted significant changes in compensation and 

advantages, particularly with respect to work efforts, based on the survey results. In 

addition, audit firms should correspond their pay with the current market prices, since 

they are normally underpaid for the time and energy they have made. In the case of 

salaries, health benefits and bonus, respondents who have also identified a 

remuneration package in the audit firms are not generally as great as those in 

commerce and industry, although stress levels and workload in audit firms are much 

higher. 

 

In 2018, the Malaysia Institute of Accountants conducted a study on the Audit 

Profession in Malaysia, which revealed that audit firms are having difficulty retaining 

employees. According to Shanmugam (2017), audit firms frequently have a high 

turnover rate given the long working hours. Extensive working hours for auditors are 

very popular in Malaysia (Yin Koh et al., 2017). This shows that the auditors in 
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Malaysia have a high turnover rate. Several previous researches discovered that human 

resource approaches play a critical role in maintaining key employees, such as benefits, 

training provided and bonus have an effect on employee turnover, absenteeism and job 

efficiency (Arthur, 1994). Positive human resources practices (for example higher pay 

and advantages, freedom to work, and safety at work) can cut employee turnover and 

reduce the likelihood of employees leaving the organisation to a minimum (Olaimat 

and Awwad, 2017). 

 

In Malaysia there are many studies conducted on employee retention, but not many 

researches are conducted particularly for auditors. Regularly the studies on employee 

retention will be conducted in manufacturing industry, private companies, tourism 

industry and education institution. Management is obligated to identify the reasons 

why employees is not retaining the organisation and what are the ways can be 

implemented to reduce the direct and indirect costs of employee turnover (Ongori, 

2007). Thus, this study will be conducted to identify the relationship between 

employee engagement and human resource practices on employee retention among 

auditors. These human resource practices can assist employees in determining whether 

or not they want to stay with the organisation (Chew & Chan, 2008). 
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1.3  Research Questions 

 

1) Does training and development and employee retention have a relationship?  

2) Does compensation have a positive relationship with employee retention?   

3) How does recruitment and selection and retention of employees relate to each 

other? 

4) What is the relationship between performance management and employee 

retention?   

5) Is there any relationship between employee engagement and employee 

retention among auditors?   

6) How does the five independent variables (Training and development, 

compensation, recruitment and selection, performance management and 

employee engagement) have effect on employee retention? 

 

 

1.4  Research Objectives 

 

1) To investigate the relationship between training and development and 

employee retention.  

2) To understand the relationship between compensation and employee retention.  

3) To determine the relationship between recruitment and selection and employee 

retention.  

4) To study the relationship between performance management and employee 

retention.  

5) To ascertain the relationship between employee engagement and employee 

retention.  

6) To identify the effect of five independent variables (Training and development, 

compensation, recruitment and selection, performance management and 

employee engagement) and employee retention.  
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1.5  Scope of the Study 
 

This research focuses on the turnover problems among auditors in Klang Valley as it 

is becoming more prevalent over time. A total of 377 questionnaires will be distributed 

to the auditors around Klang Valley for the further analysis. The organisation must 

concentrate on ways to minimise their desire to quit and explore how to execute them. 

The study will provide a valuable suggestion to reduce the turnover rate in the 

organisation by assisting management to improve their human resource practices, 

identifying their weaknesses and determining factors that cause employees to leave 

their jobs. Furthermore, the study also helps the organisation to encourage employees 

to perform better and to improve their gratification on the organisation and to reduce 

turnover intention. 
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1.6  Significance of the Study 
 

The purpose of the present study is to identify the relationship between employee 

engagement and human resource practices on employee retention among auditors in 

Klang Valley. Employee engagement, recruitment and selection, performance 

management, training and development and performance management are the five key 

components of this study. All through the study, it may assist employers in better 

knowing their employees needs and attitudes toward human resource practices. As a 

result, this study can reflect the extent of employee retention. It may also assist firms 

to enhance their human resource practices in order to meet and retain employee needs. 

Employees are motivated and their performance will improve if they are pleased with 

their human resource practices. 

 

This study can assist employers in re-discovering human resource practices for 

motivating employees for further enhancement. According to Taylor and Westover 

(2011), turnover considered to be a significant issue for many organisations, so this 

study can aid in overcoming the turnover problem among auditors. Furthermore, this 

research would then alter the employee's perception of human resource practices and 

their ability to fulfill their needs. Organisation also can manage their employees and 

improve their growth and performance by learning better about human resources 

practices. Eventually, this research is also reliable and valuable for further 

investigations involved in this area by providing valuable insight into human resources 

practices on the employee retention.  
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1.7  Definition of Key Terms 

 

Training and development 

Employees will gain ability to achieve organisation’s objectives through training 

process. Training enables employees to attain fundamental skills and work in 

acceptable ways. It offers employees sufficient knowledge and skills to work. The 

well-trained employees can offer the organisation the best service and fulfill their roles 

according to Rogers (2003). 

 

Compensation  

Compensation, which includes salary packages, recognition, incentives and 

psychological contract, should be associated with corporate objectives with a clear 

view from the behavior of each person to the rewards to achieve those objectives 

(Tyson, 2006). 

 

Recruitment & Selection 

Recruitment is the mechanism by which a company creates a pool of qualified, 

experienced, and competent people who apply for jobs at the organisation (Bratton & 

Gold, 2007). It says that the organisation should hire a right person for the right job 

(Roselius & Kleiner, 2000). The organization's goal is to identify qualified applicants 

that meet the qualifications for jobs (Otoo et al., 2018). 

 

Performance Management 

The performance management processes are including guiding and coaching 

employees for their performance enhancement, ongoing progress review and the 

execution of employee’s skills and abilities development programmes (Sahoo & 

Mishra, 2012). 
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Employee Engagement 

The employee involvement is a worth and positive position, which the employee has 

in relation to the organisation (Sridevi & Markos, 2010). Employer and employee 

interactive relationship will be one of the efforts to enhance and promote engagement. 

A committed employee improves his work performance, understands about the 

business environment and works for the organisation with other employees. 

 

Retention  

Organisation’s capability to retain their employees for extended period of time known 

as employee retention. Retaining talent is critical for businesses transitioning from 

start-up to rapid growth. It is crucial to keep the good employees close to the core 

competencies of the organisation. The main goal of the organisation to implement 

employee retention is to reduce the cost of recruit a new employee for replacement. 

Organisation should retain the employees who have skills and competencies that are 

relevant to the business (Zinghem et al., 2009). 
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1.8  Organisation of the Thesis 

 

This research is divided into five chapters, the first of which discusses the 

background of employee engagement and human resource practices on employee 

retention. This chapter discusses turnover issues that occur in Malaysia. Research 

questions and objectives also will be discussed in this chapter. Finally, it contains 

the significance of this research as well as the structure of this project.  

 

There is a literature review in chapter two that contains the framework for this 

research. It includes some evidence from previous studies that aids in the 

development of this research’s hypothesis. The third chapter goes over the method 

that can be used to analyse the independent and dependent variables. It also 

includes the sample and sampling technique, data collection procedures, and data 

analysis. 

  

The fourth chapter is all about data analysis. This chapter would then present the 

findings and provide answers to the research questions and hypothesis. In chapter 

five, hypothesis, study limitations, recommendations, and conclusion for future 

research was discussed. The purpose of this study is to determine the relationship 

between employee engagement and human resource practices and employee 

retention. It also determines the various types of human resource practices that will 

be strongly related to employee retention. 
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CHAPTER 2 

LITERATURE REVIEW 

 

2.1 Introduction 

 

The past literature studies will be discussed in this chapter. Furthermore, Social 

Exchange Theory (SET) is used as a main concept in this study and the theory was 

explained in detail. Finally, the conceptual framework diagram and hypothesis 

formation was also reviewed in this chapter. 

 

2.2 Employee Retention 

 

Retention refers to an organisation’s strategy for encouraging employees to retain in 

their organisation for long term (Griffeth & Hom, 2001). They claimed that incredibly 

competent employees make a remarkable contribution to the organisation’s growth, 

and that losing them would have a negative impact. The retention of employees is a 

process according to Hom and Kinicki (2001) is a mechanism that persuades 

employees to remain loyal to and with the employer for a long time or until the projects 

are completed. Previous research by Amaeshi (2014) found that employees seem to 

leave the organisation because of dissatisfaction and constant friction with superior 

and other team members. Futhermore, employees decide to quit from the organisation 

due to low pay, deficiency of advancement opportunities and a lack of motivation. The 

organisation must work tougher to retain employees who are critical to their growth 

and are regarded to be effective contributors. 

 

Organisation’s willingness to retain important workers while they are losing them is 

known as employee retention (Heery, 2001). It is an organisation’s potential to keep 

its employees. According to recent research by Raudenbush and Bryk (2002), retention 
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is critical for any organisation. As per Cappelli (2000), there are few factors observe 

as a significant for a well-functioning employee retention system. According to Cole 

(2000), employee will work use their greatest effort and will remain in the organisation 

where they have a sense of belonging. Employees tend to work in organisations that 

have a friendly working atmosphere. 

 

Choosing and retaining talented employees is critical to any business performance. 

Turnover is costly for both individuals and organisations (Mitchell et al, 2001). 

Employee turnover shows that employees have left the organisation within a specific 

period and if turnover is high, it will affect other employees’ morality and 

performance. Furthermore, employees also will be influenced to leave the 

organisation.  The existence of internal retention benefits, as well as the willingness 

and ability to use them, decide whether or not an organisation can prevent turnover 

(Maertz et al, 1998). 

 

2.3 Underpinning Theory: Social Exchange Theory 

 

Social Exchange Thory (SET) describes that an employee can repay the organisation 

by their success as they get what they expect from the organisation in return such as 

competitive salary and benefits and other economic resources from the organisation, 

which is based on exchange philosophy (Cropanzano & Mitchell 2005). The bond 

between employee and employer and employee workplace behavior is used to describe 

social exchange theory (Osman et al., 2016). According to a previous study, high 

turnover problems are caused by a lack of social exchange relationships, and a good 

social exchange relationship would have a positive impact on employees' attitudes and 

behaviour, resulting in improved job performance, increased engagement, and a 

reduced desire to leave the company (Avanzi et al., 2014). 

 

According to Saks (2006), social exchange theory is used to explain employee 

engagement and commitment; it can be calculated by the resources they received from 
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the organisation, and their performance becomes a kind of repayment. Saks (2006), for 

example, argued that a more theoretical basis has been found to explain employee 

participation in the complementary standards of social exchange theory (SET), which 

depicts a two-party relationship (Karatepe, 2011). Saks (2006) also suggested that 

higher levels of commitment are evidence of employees' repayment of their 

organisation. According to Rich et al. (2010), if the organisation acknowledges the 

employees, they will feel respected and trusted to continue to work there, thus 

employee motivation are also linked with social exchange theory.  

 

Employment is a cooperative partnership that includes the exchange of deals for 

returns including salary, benefits and work safety, through efforts, engagement and 

productivity employee contributions (Owor, 2016). In all the human resource 

practices, social exchange theory is playing a crucial role. The examples of human 

resource practices such as recruitment and selection, compensation, training and 

development and employee performance management. Human resource practices are 

contributing more on the social exchange theory concept. For instance, if the employee 

receives the desired reward system, training programs, performance appraisal without 

biasness they will feel more motivated to work with the organization. If the employee 

does not achieve their target well, employer shall provide them a related training and 

development for their enhancement to perform well in the job. These types of benefits 

act as a reciprocal phenomenon where the employee will be glad to continue working 

with the organization with their employer support (Narwin, 2016). 

 

2.4 Human Resource Practices 

 

Human resource (HR) activities would include essential guidance to the organisation 

in order to make the executive business plan easier to execute. HR practices are being 

used by organisation to manage employees in accordance with HR management 

(Wijesin et al, 2019). Management of the employees within the internal organisation 

environment is known as a human resource practices this including planning, 

production, development, utilisation, evaluation, maintenance and retention of 

adequate numbers, policies and practices to achieve the goals of the organisation (Jeet 
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& Sayeeduzzafar, 2014). Employee selection, human resource planning, training for 

employee advancement, reward scheme, task analysis, performance assessment, and 

employee relations are some of the policies and procedures that human resource 

management oversees (Dessler, 2007). Human resource management encompasses 

policies, procedures, and processes that influence employee behaviour, attitudes, and 

efficiency (Noe, Hollenbeck, Gerhart, & Wright, 2007).  

 

Human resource practices are created to help organisational accomplish their goals, 

ensure positive employer-employee relationships, and add value to their 

organisation (Marescaux et all., 2012). Human resource strategies that are adaptable 

and creative are assisting companies in achieving a competitive edge by their 

employees. Organisational objective is achieved by using human resource 

management practices as a tool to controlling employees (Wright et al., 2003). Human 

resources management will be used as a method to develop integrated human resource 

strategies that will promote employee engagement and enable employees to participate 

to the best of their abilities in order to improve organisational performance. 

 

2.4.1 Training and Development 

 

Training and development are the strategic enhancement of expertise, skills, and 

abilities required by an organisation to complete a particular mission (Olaniyan & Ojo, 

2008). Training is mandatory in an organisation’s to attain its goals because it allows 

employees to strengthen their performance. This is due to the fact that training 

programmes improve personal efficacy, professional growth, and the efficiency with 

which an organisation operates (Olaniyan & Ojo, 2008).  Mondy et al (2015) reports 

that training and development in organisations have taken on the formal role to enable 

employees to build new skills and know-how they need to carry out their current work. 

Furthermore, employees contribute in the form of good performance to the 

organisation through acquiring new information, knowledge and competencies 

(Ivancevich, 2001).  
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It offers general information and behavior’s that would be beneficial to higher-ranking 

employees. Besides, Dowling et al. (2004) claimed that training focuses on improving 

current job skills and behaviors, while education focuses on developing abilities in 

relation to a future role or task. Training is thought to be capable of imparting new 

information and skills. If relevant training is provided, it will aid in the achievement 

of the employees' and the organization's objectives. Employer should use training and 

development activities to demonstrate that they care for the employees and that they 

are important contributors to the company. This view gives the employee an 

understanding of themselves and improves their self-development (Dockel, 2003; 

Meyer & Allen, 1997; Kraimer, Seibert, Wayne, Liden and Brovo, 2011; Storey and 

Sisson, 1993). 

 

2.4.2 Compensation 

 

Compensation refers to the overall amount of monetary and non-monetary incentives 

given to employees in return for their services (Mondy et al, 2015). The importance of 

the work, level of personal contributions, efforts, and success are typically focused on 

financial and non-financial incentives (Milkovich et al, 2005). In the emerging 

economy and current job environment, compensation takes the form of benefits and 

earnings that an employee gets. There are several different types of incentives and 

recognition that are provided today. Performance-based compensation, employee 

appreciation, non-financial incentives, extrinsic rewards, and intrinsic rewards are 

examples of these (Imna & Hassan, 2015). 

 

Compensation and incentive can be easily explained as an employee’s reward for loss 

or recognising their work, achievement and efforts related to their work functions 

(Huang & Kleiner, 2005). There are two types of compensation which is monetary and 

non-monetary benefits. This compensation must be in line with the organization's 

structure and plan in order to achieve the organization's goals. Hsieh & Kleiner (2003) 

indicates that three main components comprise a particular compensation system 
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which comprises a basis compensation, indirect compensation and incentives that will 

be rewarded. 

 

Inadequate reward will create a discomfort for employees to contribute totally to the 

firm (Bustamam et al., 2014). The management of rewards is a central role of the 

human resources discipline and a strategic partner for the organisation’s. 

Compensation also has a major part in employee performance (Yang, H. 2008). 

According to Barber & Bretz (2000), an incentive management scheme has a direct 

effect on an organisation’s capability to attract, retain, and empower highly potential 

workers, as they achieve a high level of efficiency through this benefit. 

 

2.4.3 Recruitment and Selection 

 

The primary purpose of the recruiting and hiring process is to hire the best people for 

the right jobs in order to meet the organization's strategic objectives (Roselius & 

Kleiner, 2000).  Employee retention is related to recruiting and selection, and choosing 

the best talent is also another way to achieve a competitive edge from employees and 

minimise employee’s intention to leave the organisation (Kundu & Lata, 2017). The 

degree to which an organization's hiring practices attract committed and well-qualified 

employees who remain with the organisation for a longer period of time can be used 

to measure recruitment process performance (Hughes & Rog, 2008). The primary goal 

of recruiting is to find a suitable applicant that meets the work requirements (El-Kot 

& Leat, 2008). 

 

According to Maina (2014), the overall job package affected recruitment and selection. 

Salaries and benefits, secure employment, work organisation, autonomy, family-

friendly activities creation, and the working atmosphere are all included in the 

packages. The more appealing a package is, the more likely it is to encourage 

candidates or applicants, as well as increase employee retention (Pirzada et al., 2013). 

Recruitment, according to Goldstein et al. (2017), is a series of steps that must be 
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followed in order to find and hire the right person. It is critical that the organisation 

chooses recruitment methods which could attract the best candidates. Farndale et al. 

(2018) also explained that selecting and recruiting involves matching the potential 

employee's skills and capabilities with requirements in a particular job. Russell and 

Brannan (2016) stated that recruitment involves the activities performed by an 

organisation to identify, induce and retain a desired group of applicants to fulfill the 

organisation’s mission. 

 

2.4.4 Performance Management 

 

Performance management ensures efficient and productive achievement of 

organisational objectives. Performance management includes activities such as the set 

of common goals-setting, ongoing progress assessment and communication, guidance 

and training to enhance self-development and rewarding employees’ achievements 

(Sahoo & Mishra, 2012). Accomplishment of goals directed by the organisation and 

the comprehend and concise terminology that used are explicitly related to the 

performance management (Atkinson, 2012). Efficient orientation, job descriptions, 

training for self-development, adequate hiring processes, achievement-based on 

performance criteria, results and metrics, inputs, performance development discussion 

and an effective reward scheme should all be included in an effective performance 

management system that contributes to increased productivity. 

 

Strategic planning is divided into three stages. The Performance Management 

System’s strategic framework is established in the first stage. The second stage 

involves establishing a reporting system, and the third stage entails establishing the 

culture necessary to change the organisation in order to achieve its objectives (Sahoo 

& Mishra, 2012). Performance management, according to Brudan (2010), is “a 

discipline that aids in the establishment, monitoring, and attainment of individual and 

organisational goals.” In addition, Frank and Verbeeten (2008) stated the management 

of performance is defined as “a process to define goals, to pursue strategies, to grant 

decision-making rights and to measure and reward performance.” Shikongo (2011) 



20 
 

suggests that the appropriate mechanism for evaluating individual or team success 

should be introduced, and that it be rewarded. Not only would this be a good system 

for the hard-earned, but it will also promote under-performers to “pull their weight” 

and receive rewards. 

 

2.5 Employee Engagement 

 

Zahari et al. (2020) defined the commitment of employees as a readiness of an 

employee to work more than its normal working time. He also pointed out that 

employee participation is a part of the chapter on People and Organisation. Employee 

engagement, according to Kahn in Saks (2017), is how employers use employees for 

their work roles, as well as how the employee communicates one’s opinion physically, 

cognitively and emotionally at work. Representation of an employee’s phychological, 

enthusiastic and social state that contributes to the organisation’s preferred result is 

known as employee engagement (Shuck et al., 2010). Employee engagement is linked 

to the employer’s viewpoints, goals, and activities (Paul, 2020). Gallup (2006) stated 

that an organisation describes employee engagement as “participation and willingness 

for work.” 

 

Employee engagement is a “positive, rewarding, work-related outlook characterised 

by vigor, devotion, and absorption” (Schaufeli et al., 2002). High level of passion and 

strength demonstrate by an employee at work is referred as vigor. Thus, from the 

explanation, it can be concluded that vigor denotes an energy that can be gained 

through employee engagement and is an employee’s attitude in the organisation. 

Moreover, the researcher noted that vigour is a high degree of vigorous status, clear 

and stable preparation for their position, and the capacity to confront difficulties 

(Zahari et al., 2020). The second element is dedication. Employee dedication is 

described by Zahari et al. (2020) as being highly dedicated to their employment and 

feeling respected for their participation, enthusiasm, and energy. Dedication is seen as 

a move ahead of vigour, a close link between private work, enthusiasm, emotions and 

sentiment deserved for their position (Schaufeli & Bakker, 2004). Absorption is the 

third aspect of employee participation.  Absorption refers as an employee who is fully 
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attached or involved in his or her work. It demonstrates that the employee is 

completely satisfied with their work, focus on their work, they have their own time 

and enjoying their task and not disengage themselves from their work (Schaufeli & 

Bakker, 2004). 

 

2.6 The Relationship between Training & Development and employee 

retention 

 

Training and development are valuable skills that an organisation should provide to its 

employees in order to achieve and improve the organisation's goals; through training, 

an organisation can improve employee retention. Employees is likely to stay and be 

satisfied with the organisation if they receive training from the employer (Rowden & 

Conine, 2005). Employees who do not receive any training are less likely to stay and 

be satisfied with the organisation. Previous researchers (Bassi et al., 1996; 1997; 

Oakland et al, 2001; Jones et al., 2004; Vorhies et al, 2000) discovered that training 

has a positive relationship on the growth and enhancing employee retention rates. This 

means that training can help to minimize organisational turnover. 

 

Employee’s development, coaching and providing feedback, job rotation, on-the-job 

training and off-the-job training are only a few of the different types of training 

available. On-the-job training offers employee satisfaction, increases work 

productivity, and fosters engagement in the workplace, both of which contribute to 

employee retention (Hanif, 2013). Off-the-job training forces employees to focus on 

specific tasks, allowing them to learn new knowledge and skills without being 

distracted, resulting in increased employee commitment and retention (Elnaga & 

Imran, 2013). According to Kaymaz (2010), work rotation broadens employees’ skill 

sets while also enhancing employee engagement and retention. Coaching and 

mentoring are widely regarded as effective methods of training and development. One-

on-one consultation is possible with this method. Training improves employee 

performance and productivity while allowing employees to be in the organisation for 

a longer period of frame (Hanif, 2013). 
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According to Sinha and Sinha (2012), employee self-development programmes have 

and important and beneficial effect on employee engagement, support, and retention 

(Sinha & Sinha, 2012). Training and growth have a substantial impact on employee 

retention (Juhdi et al., 2013). Employees are encouraged to further their education in 

order to progress in their professions, develop themselves, and stay with the 

organisation (Heathfield, 2008). Nassazi (2013) stated that, individuals' long-term 

progress in order to fulfil potential tasks and obligations is referred as training and 

development. Employees' success is boosted by training and development activities, 

which improves their awareness, talents, mentality, capacities, competencies, and 

attitudes while lowering grievances, absenteeism, and turnovers. It also boosts morale 

and develops the capabilities needed to meet predetermined results, priorities, and 

objectives (Elnaga & Imran, 2013). 

 

2.7 The Relationship between Compensation and Employee Retention 

 

Tangible benefits and monetary returns are referring to compensation. The 

compensation elements are including recognition of employees, non-monetary 

incentives, performance rewards extrinsic rewards and intrinsic rewards (Munir et al., 

2016). Pay dependent on performance increases employee performance and motivates 

and engages employees (Nazir, et al., 2013) to increase employees’ retention. 

Employees are always looking for recognition that is important for them to appreciate 

and respect. This process will improve efficiency, faithfulness, retention and the 

satisfaction of individual employees (Danish & Usman, 2010). Non- monetary benefits 

are also attracted, motivate and retain skilled employees in organisation (Fogleman & 

McCorkle, 2013). 

 

According to Saeed et al., (2013), extrinsic rewards is a powerful tool to increase 

employee motivation, improve employee performance and satisfaction. Employees are 

motivated by intrinsic rewards, which are seen as a long-term source of motivation. 

Traditionally, organisations used a rewards scheme to recruit and retain employees, as 

well as motivate them to put in more effort (Bergmann et al, 2001). Compensation is 

often regarded as the most important costs associated with running a business. Having 
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a well-organised and consistent incentive system will help an organisation recruit, 

engage, and retain key employees, resulting in higher organisational financial 

efficiency (Lardner, 2015). 

 

Employees prioritise monetary and non-monetary benefits when deciding where to 

work or whether to stay with an organisation (Coffey, 2013). The implementation of 

good policies of reward and compensation enables skilled employees to remain with 

the organisation for a lengthy period of time, since employees are happier with the 

organisation (Chiekezie et al., 2017). Human needs differ from one another, so if an 

organisation wants to keep its employees, it must first understand them and then 

implement an effective compensation and reward system. Compensation systems 

should be a priority for organisation as it will inspire employees to work consistently. 

Employees can increase their job efficiency and the organization's growth will be 

developed due to the organisation’s ability to recruit, motivate, and keep employees in 

the organisation by providing fair pay and adequate incentives (Khudhair et al., 2020). 

 

2.8 The relationship between Recruitment & Selection and Employee 

Retention 

 

The majority of employee retention is driven by recruitment. Employee retention is 

greatly influenced by equal recruitment (Janjua & Gulzar, 2014). According to Maina 

(2014)’s report, employee recruiting practices and policies have an impact on 

employee retention. Attrition rates can be significantly reduced by an organisation’s 

talent management, recruitment, and retention policies and practices (Frankeiss, 2008). 

Employee satisfaction with work is improved when research methodology of 

recruitment is combined with the right type of training and development opportunities 

(Deery, 2008). 

 

Therefore, the right employee must be recruited and employed, which results in high 

retention of the employee; (Bhavnagar, 2008). Well-directed recruitment can 
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demonstrate the company’s potential to look after its employees, and can keep 

employees’ long term (Shen, Cox & McBride, 2004). According to another study by 

Karemu et al. (2014), recruitment has a positive relationship on employee retention. 

According to (Dermody, 2002; Greene & Tello,1996) employee retention must be 

positively linked to recruitment practices in order to be successful. According to 

Gamage (2014), the recruitment procedure would decide who is recruited. It would 

find competent applicants and correctly fit them to the job if it is well planned. If the 

correct screening procedure is used, the chances of selecting the right individual to 

occupy a slot improves. Productivity rises as the right candidates are chosen for the 

role (Ekwoaba et al., 2015). 

 

2.9 The Relationship between Performance Management and 

Employee Retention 

 

Previous research has established a link between employee retention and employee 

performance. Employee retention has a strong influence on employee productivity 

(Susilo, 2013). If the employee retention is higher, it will increase the employee 

performance. As per Prabhu Mangkunegara and Agustine (2016), the output from 

performance is a result from efforts of a person and is attained in certain circumstances 

through a person’s ability and act (Sumarni, 2011). The organisation will interfere with 

and improve this specific situation, namely through an effective and sustainable 

Strategic Employee Retention Programme. Given that the business world of today is 

competitive, it is an issue that every organisation faces, and retains the right talented 

people. 

 

Managing employee performance is an important way to involve and dedicate 

employees to the organisation. As a result, employees are more likely to remain with 

the organisation for the long haul (Pandita & Ray, 2018). Therefore, the researcher 

demonstrates the significance relationship between performance management on 

employee retention in order to give a good impact on the organisation. The successful 

performance evaluation and planning system improved the perception of employees 



25 
 

for justice and equity at work (Dailey and Kirk, 1992). Essentially, employees who 

feel treated equally by an effective performance assessment system are more likely to 

maintain jobs than others who otherwise see themselves. 

 

2.10 The Relationship between Employee Engagement and Employee 

Retention 

 

Employee engagement is critical to employee productivity, has a significant impact on 

organisational outcomes, and reduces the likelihood of new recruitment while 

increasing the likelihood of retention (Yassin, 2018). Employees who are engaged 

about their jobs would have a high degree of vigor, eagerness for their work, and 

dependability from day to day (Macey & Scheinder, 2008). Furthermore, employees 

who are engaged at work are more likely to be pleased with their needs and 

preferences, resulting in retention and satisfaction. Employee engagement, according 

to researchers, has grown in popularity in recent years and has a positive relationship 

with customer loyalty, efficiency, advantages, employee retention, and organisational 

success and profit (Richman, 2006; Baumruk, 2006). 

 

Increased in profit and intention to retain in the organization is a positive outcome 

demonstrate by the engaged employees (Ashraf &Ahmed Siddiqui, 2020). Previous 

researcher stated that there is a positive relationship between employee engagement 

and employee retention (Chib, 2019). Saks (2006) stated that highly engaged 

employees will work with a positive energy and they are actually very active and 

persistently engage themselves in their work and will not have time and space for a 

negative thought such as to leaving the organisation. Normally, work will determine 

purpose of the employees to remain in the organisation. Thus, if the work is engaging 

the employees, they will not think to leave the organisation. Employee engagement 

seems to be closely tied to employee’s performance outcome. Employee retention is 

higher in companies with committed employees as a result of lower turnover and 

decision to resign, as well as increased efficiency, performance, prosperity, and 

customer satisfaction (Sridevi & Markos, 2010).  
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2.11 Hypothesis 

 

H1: There is a significant relationship between training and development and 

employee retention. 

H2: There is a significant relationship between compensation and employee retention. 

H3: There is a significant relationship between recruitment and selection and employee 

retention. 

H4: There is a significant relationship between performance management and 

employee retention. 

H5: There is a significant relationship between employee engagement and employee 

retention. 

H6: There is a significant effect between the five independent variables (Training and 

development, compensation, recruitment and selection, performance management and 

employee engagement) and employee retention. 
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2.12 Research Framework 

 

INDEPENDENT VARIABLE                                  DEPENDENT  VARIABLE 
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CHAPTER 3 

METHODOLOGY 

 

3.1 Introduction 

 

This chapter would describe the methodology used in this study. This chapter will go 

into every step of the study process, including the research design, population and 

sample size. Finally, the sources of data and data collection process are explained in 

depth in this chapter. 

 

3.2 Research Design 

  

Overall solution for gaining an answer by analysis and data collection so as to 

incorporate relevance for the purposes of research is known as research design 

(Jankowicz, 2000).  Quantitative methods and cross-sectional design were used for 

this research. The quantitative method has been used because the survey research is a 

quantitative investigation (Creswell, 2003). Quantitative analysis focuses on 

numerical data and can be useful for academic and hypothesis testing purposes 

(Buame, 2006; Dawson, 2002; Kothari 1985; Kumar, 2005). The aim of quantitative 

analysis is to figure out how an independent variable and a dependent variable in a 

population are related. 

  

The quantitative data thus seemed warranted to ensure that employee engagement and 

human resources practices are related to the retention of employees. Cross-section 

designed as the data gathered once, then over days, weeks or months in order to answer 

the question of research (Sekaran, 2003).  The auditors based in the Klang Valley are 

participating in this study. This study focuses on auditors because they have a high 
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turnover rate (Malaysia Institute of Accountants, 2018). The respondent must answer 

all questions and complete them.  

 

3.3 Population and Sampling 

 

Any group of people, incident or items that researcher want to study is referred as a 

population (Sekaran, 2003). Auditors from Klang Valley is the regarded as a 

population in this study. Klang Valley was chosen because it has the most auditors, 

which will help to obtain an accurate data. According to the Malaysian Institute of 

Accountants (MIA), the total registered population in Klang Valley is 21,260, with 

738 firms. Candidates who have a relevant academic qualification will be accepted by 

MIA for membership as per Accountant Act of 1967. Any part of the fully defined 

populations is described as a sample. Sample will be valid only if representative from 

the population was chosen. Each member from the population has a similar chance to 

be chosen as a sample (Banerjee, 2010). It is ideal for testing the whole population, 

but in most cases the population is too huge for everyone to be included. The 

convenience sampling method, which is a form of non-probability sampling technique, 

was used in this study. This sampling technique is preferred by several researchers 

because it is fast, inexpensive, and easy. 

 

3.4 Sample Size 

 

Subset or subgroup of a population is defined as sample. The researcher should able 

to draw a conclusion from the sample that are generalizable to the overall population 

(Sekaran, 2003). The questionnaire will distribute to 377 respondents for this study, 

and the sample size is 377 (N=377) auditors from firms in Klang Valley. 

 

The sample size is 377 respondents since, according to Krejoie and Morgan (1970), 

our population is 21,260, and so the sample size is 377 respondents based on their 
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table. The information about the auditor population in Klang Valley is gathered from 

the Malaysian Institute of Accountants (MIA) website. 

 

3.5 Sources of Data 

  

Variety of sources used to collect data for the present study. Primary data was used in 

this study to see if there is a relationship between employee engagement and human 

resource practices on employee retention among auditors. 

 

Primary data  

Primary data, such as questionnaires, is information that can be obtained in an effective 

manner in terms of expense, time, and resources. The data collection method used in 

this study was through questionnaire. Information is gathered by primary data 

collection methods such as interviews and questionnaires. To obtain the information, 

a set of questionnaires was allocated to the auditors in Klang Valley, and the 

questionnaire was also emailed to the audit firms via Google Form.   

  

3.6 Data Collection and Analysis  

 

There were three sections of the questionnaire. The first section includes six questions 

about the respondent’s demographic variables, such as sex, age, marital status, 

education, experience, and wage level. Secondly, there were questions on the 

independent variables: engagement of employees and human resources practices, and 

the dependent variable, namely the employee retention. The four major functional 

areas of human resource practices were recruitment and selection, training and 

development, performance management, and compensation. All of the questions were 

graded on a 5-point scale, with 1 denoting "strongly disagree" and 5 denoting "strongly 

agree." The respondents will be 377 auditors from Klang Valley. The firm’s 

information was obtained from Malaysia Institute of Accountant (MIA) website, the 
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website provides the firms name, address and contact number. The data was collected 

by the researcher and on the data collection days, respondents were chosen at random 

from the firms and asked for their assistance to complete the questionnaires. The 

questionnaire is written in English.  

 

3.7 Method of Analysis 

 

Statistical Package for Social Science (SPSS) will be used to analyse the results once 

all of the details have been collected. The data will be scanned, and errors and missing 

values will be checked. This consistency check aids in the detection of data that is out 

of range, logically inconsistent, or has extreme values. It will begin with descriptive 

analysis to analyse the data. The purpose of descriptive analysis is to quantify the 

distribution of data collected across demographic, independent, and dependent 

variables related to employee engagement and human resource practices on employee 

retention. 

 

Following the completion of the descriptive analysis, testing reliability must be 

conducted. The reliability of the scales is also tested in this research to measure the 

consistency and stability. The Cronbach’s Alpha is then used to identify the 

consistency and homogeneity of scales like level measurement. According to Sekaran 

(1992), the reliability value of Alpha Cronbach around 0.6 is considered low and 

unacceptable, Alpha Cronbach between 0.6 and 0.8 is acceptable, and Alpha Cronbach 

greater than 0.8 is good. According to Majid Konting (2000), an Alpha value greater 

than 0.6 is used as an index of reliability in an investigation. In the analysis of 

Pearson’s correlation, the relationship between two variables is investigated. In this 

study, the hypothesis is examined, namely the relation between employee engagement 

and human resource practices on employee retention. The effect of multiple 

independent variables on the dependent variable is determined using standard multiple 

regression analysis in this study. 
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3.8 Summary 

 

The research methodology was explained in this chapter, which include the details 

about data to be obtained, such as number of respondents, data collection techniques 

and method of analysis. This data collection techniques will be used in next chapter to 

interpret the findings and results. 

 

 

 

 

 

 

 

 

 

 

 

0.7 And above – Very Strong Relationship  

0.50 – 0.69 – Strong Relationship  

0.30 – 0.49 – Moderate Relationship  

0.10 – 0.29 – Low Relationship  

0.01 – 0.09 – Very Low Relationship 
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CHAPTER 4 

DATA ANALYSIS 

 

4.1 Introduction 

 

This chapter discussed the results of data analysis and the findings of the study. The 

chapter explained demographic profile of respondents. Next, the relationship between 

variables were explained through correlation analysis. The chapter continues with 

regression analysis. The responses from the questionnaires were analysed using the 

SPSS 23.0 software. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



34 
 

4.2 Respondents Profile 

 

The table below show the gender differences between 201 respondents. According to 

the findings, there are 60 male respondents and 151 female respondents. The 

percentage rate for each gender is approximately 29.9% for males and 70.1% for 

females. The questionnaire was distributed to audit firms in Klang Valley. The three 

major races are Malay, Chinese, and Indian. The Malay have the highest percentage 

of respondents 42.8%, (n = 86), followed by the Chinese 34.8%, (n = 70), Indians 

20.4%, (n = 41), and others 2.0%, (n = 4). Based on the table, 64.7% (n = 130) of the 

201 respondents are single, while 35.3% (n = 71) are married. For educational 

backgrounds of the auditors, highest proportion of auditors are Degree holders, 

accounting for 85.6% (n = 150). Diploma holders account for 10.9% (n = 22), Master’s 

students account for 10.0% (n = 20), PhD students account for 1.5% (n = 3), and others 

account for 3.0% (n = 6).  

 

The most notable percentage in job tenure for audit firm is 50.2% (n = 101), which 

represents auditors with 1 to 3 years of service. In addition, 20.9% (n = 42) of those 

with 4 to 6 years of experience are represented in the table. Auditors with less than one 

year of service and those with seven years or more of service contribute 13.4% (n = 

27) and 15.4% (n = 31), respectively. Salary levels of auditors in Klang Valley range 

from RM 1,200 to RM 2,000, RM 2,001 to 3,000, RM 3,001 to RM4,000, and RM 

4,001 and higher. The highest frequency is from RM 2,001 to RM 3,000, which 

contributes 42.8% (n = 86), while the lowest frequency is from RM4,001 and above, 

which contributes 14.9% (n = 30).  
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Table 4.1 Background of the respondent 

Demographic Information Frequency Percentage 
Cumulative 

Percentage 

Gender 

Male  60 29.9 29.9 

Female 141 70.1 100.0 

Total 201 100.0  

Race 

Malay 86 42.8 42.8 

Chinese 70 34.8 77.6 

Indian 41 20.4 98.0 

Other  4 2.0 100.0 

Total 201 100.0  

Marital Status 

Single 130 64.7 64.7 

Married 71 35.3 100.0 

Total 201 100.0  

Education 

Level 

Diploma 22 10.9 10.9 

Degree 150 74.6 85.6 

Master 20 10.0 95.5 

PhD 3 1.5 97.0 

Others 6 3.0 100.0 

Total 201 100.0  

Job Tenure 

Below 1 year 27 13.4 13.4 

1-3 years 101 50.2 63.7 

4-6 years 42 20.9 84.6 

7 years & above 31 15.4 100.0 

Total 201 100.0  

Salary Level 

RM1200-RM2000 33 16.4 16.4 

RM2001-RM3000 86 42.8 59.2 

RM3001-RM4000 52 25.9 85.1 

RM4001 & above 30 14.9 100.0 

Total 201 100.0  
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4.3 Reliability Test 

 

According to (Mohsen, 2011), Cronbach alpha was created by Lee Cronbach in 1951 

to display the degree of internal consistency of a scale as a number between 0 and 1. 

The table shows the result of Cronbach’s alpha for our dependent and independent 

variables, recruitment and selection, training and development, performance 

management, compensation and employee engagement. In this research there are 5 

items for recruitment and selection with a Cronbach’s alpha of 0.899, 5 items for 

training and development with a Cronbach’s alpha of 0.921, 5 items for performance 

management with a Cronbach’s alpha of 0.931, 4 items for compensation with a 

Cronbach’s alpha of 0.904, 8 items for employee engagement with a Cronbach’s alpha 

of 0.952, and 5 items for employee retention with a Cronbach’s alpha of 0.844. 

Cronbach’s alpha coefficients of 0.60 to 0.70 or greater are considered acceptable by 

(Sekaran, U., 2009). So, in this case, the SPSS results for all of the study variables are 

greater than 0.70. Cronbach’s alpha for our independent and dependent variables is 

satisfactory. 

 

Study Variables Cronbach’s Alpha No. of items 

Recruitment & Selection .899 5 

Training & Development .921 5 

Performance Management .931 5 

Compensation .904 4 

Employee Engagement .952 8 

Employee Retention .844 5 
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4.4 Correlation Analysis 

 

 

 

 

Correlations 

 

Recruitment 

& Selection 

Training & 

Development 

Performance 

Management 

Compens

ation 

Employee 

Engagement 

Employee 

Retention 

Recruitment 

&  

Selection 

Pearson 

Correlation 
1 .845** .782** .729** .761** .405** 

Sig. (2-

tailed) 
 .000 .000 .000 .000 .000 

N 201 201 201 201 201 201 

Training &  

Developmen

t 

Pearson 

Correlation 
.845** 1 .852** .847** .846** .492** 

Sig. (2-

tailed) 
.000  .000 .000 .000 .000 

N 201 201 201 201 201 201 

Performance 

Management 

Pearson 

Correlation 
.782** .852** 1 .822** .847** .424** 

Sig. (2-

tailed) 
.000 .000  .000 .000 .000 

N 201 201 201 201 201 201 

Compensatio

n 

Pearson 

Correlation 
.729** .847** .822** 1 .861** .554** 

Sig. (2-

tailed) 
.000 .000 .000  .000 .000 

N 201 201 201 201 201 201 

Employee  

Engagement 

Pearson 

Correlation 
.761** .846** .847** .861** 1 .505** 

Sig. (2-

tailed) 
.000 .000 .000 .000  .000 

N 201 201 201 201 201 201 

Employee  

Retention 

Pearson 

Correlation 
.405** .492** .424** .554** .505** 1 

Sig. (2-

tailed) 
.000 .000 .000 .000 .000  

N 201 201 201 201 201 201 

**. Correlation is significant at the 0.01 level (2-tailed). 
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4.4.1 Correlations (The Relationship between Training & Development and 

Employee Retention) 

 

H1: There is a significant relationship between training and development and 

employee retention. 

 

Training and development have a positive relationship with employee retention among 

Klang Valley auditors. Employee retention (r =0.492, p<0.01) has a positive 

relationship in the results from table below. Training and development and employee 

retention have a moderate relationship, as stated by the correlation table. This finding 

supports previous research that found a significant relationship between training and 

development and employee retention. The study also showed that employers who 

provide the employees with proper training programmes show their attention to the 

development of employees and will keep employees in the organisation long-term 

(Bibi et al., 2018). Employee retention has a moderate relationship with training and 

development, according to this study. Hypothesis 1 is accepted.  

 

Correlations 

 

Training & 

Development 

Employee 

Retention 

Training & 

Development 

Pearson Correlation 1 .492** 

Sig. (2-tailed)  .000 

N 201 201 

Employee Retention Pearson Correlation .492** 1 

Sig. (2-tailed) .000  

N 201 201 

**. Correlation is significant at the 0.01 level (2-tailed). 
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4.4.2 Correlations (The Relationship between Compensation and Employee 

Retention) 

 

H2: There is a significant relationship between compensation and employee retention. 

 

There is a significant relationship between compensation and employee retention 

among auditors in Klang Valley. Employee retention (r =0.554, p<0.01) was positively 

correlated with the results from table below. There is a strong relationship between 

compensation and employee retention according to the correlation table. The current 

findings are in line with previous research that has found a positive relationship 

between compensation and employee retention. The researcher also stated that 

compensation has a good relationship with employee performance as well as the 

employee's desire to remain with the organisation (Olaimat & Awwad, 2017). 

According to the findings of this study, compensation has a strong domination on 

employee retention. Hypothesis 2 is accepted.  

 

Correlations 

 Compensation 

Employee 

Retention 

Compensation Pearson Correlation 1 .554** 

Sig. (2-tailed)  .000 

N 201 201 

Employee Retention Pearson Correlation .554** 1 

Sig. (2-tailed) .000  

N 201 201 

**. Correlation is significant at the 0.01 level (2-tailed). 
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4.4.3 Correlations (The Relationship between Recruitment & Selection and 

Employee Retention) 

 

H3: There is a significant relationship between recruitment and selection and employee 

retention. 

 

The auditors in Klang Valley have a substantial relationship between recruitment and 

selection and employee retention. The result from below table has been positively 

related to the retention of the employee (r =0.405, p<0.01). The correlation table shows 

a moderate relationship between recruitment and selection and employees’ retention. 

The findings of the research of Olaimat and Awwad (2017) reinforces the statement 

that there is a significant relationship between recruitment, selection and employee’s 

retention. Systematic recruitment and selection approaches will help to improve 

employee retention (Beardwell & Wright, 2012). Recruitment and selection are based 

on a moderate relationship with the employee retention. Hypothesis 3 is accepted.  

 

Correlations 

 

Recruitment & 

Selection 

Employee 

Retention 

Recruitment & Selection Pearson Correlation 1 .405** 

Sig. (2-tailed)  .000 

N 201 201 

Employee Retention Pearson Correlation .405** 1 

Sig. (2-tailed) .000  

N 201 201 

**. Correlation is significant at the 0.01 level (2-tailed). 
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4.4.4 Correlations (The Relationship between Performance Management and 

Employee Retention) 

 

H4: There is a significant relationship between performance management and 

employee retention. 

 

There is a significant relationship between performance management and employee 

retention among auditors in Klang Valley. Employee retention (r =0.424, p0.01) was 

positively correlated with the results from table below. Performance management and 

employee retention have a moderate correlation, according to the correlation table. The 

connection between performance management and the employee retention is positive 

(Kakara et al., 2017). The researcher also said the intention to maintain performance 

management in the organisation will be maximised. This investigation concludes that 

the management of performance has a moderate relationship with employee retention. 

Hypothesis 4 is accepted.  

 

Correlations 

 
Performance 

Management 

Employee 

Retention 

Performance Management 

Pearson Correlation 1 .424** 

Sig. (2-tailed)  .000 

N 201 201 

Employee Retention 

Pearson Correlation .424** 1 

Sig. (2-tailed) .000  

N 201 201 

**. Correlation is significant at the 0.01 level (2-tailed). 
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4.4.5 Correlations (The Relationship between Employee Engagement and 

Employee Retention) 

 

H5: There is a significant relationship between employee engagement and employee 

retention. 

 

Employee engagement and retention among auditors in Klang Valley have a 

significant relationship. Employee retention was positively correlated with results 

from the table below (r =0.505, p0.01). According to the correlation table, there is a 

clear relationship between employee engagement and employee retention. Employee 

engagement and retention have been shown to have a positive relationship in previous 

studies. Employee engagement plays a big role in today’s competitive business world, 

but it should not be overlooked. In order to keep employees, employers must be able 

to fulfill their ever-changing demands (Ashraf and Siddiqui, 2020). Employee 

engagement has a strong link to employee retention, according to this study. 

Hypothesis 5 is accepted.  

 

Correlations 

 

Employee 

Engagement 

Employee 

Retention 

Employee Engagement Pearson Correlation 1 .505** 

Sig. (2-tailed)  .000 

N 201 201 

Employee Retention Pearson Correlation .505** 1 

Sig. (2-tailed) .000  

N 201 201 

**. Correlation is significant at the 0.01 level (2-tailed). 
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4.4.6 Regression Analysis  

 

H6: There is a significant effect between the five independent variables (Training and 

development, compensation, recruitment and selection, performance management and 

employee engagement) and employee retention. 

 

In the ANOVA table, it reveals that the F value is 18.579 and the p-value is 0.00 which 

is less than 0.05 (p < 0.05) significant at the 0.05 level. In overall the regression modal 

with those two-independent variables of employee engagement and human resource 

practices was suitable in explaining the variation in employee retention. These findings 

also in line with the previous researcher which is employee retention and employee’s 

efficiency are improved when a successful human resource practices initiative is used 

(Asiedu-Appiah et al., 2013). Thus, hypothesis 6 is accepted. 

 

ANOVAa 

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 41.158 5 8.232 18.579 .000b 

Residual 86.398 195 .443   

Total 127.556 200    

a. Dependent Variable: EMPLOYEE RETENTION 

b. Predictors: (Constant), Employee Engagement, Recruitment & Selection, Compensation, 

Performance Management, Training & Development 
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The results shown in table below indicates that effects of employee engagement and 

human resources practices on employee retention is relatively low or in a moderate 

percentage. The coefficient of relationship illustrates that the value of R² is 0.323 

which means 32.3 percent of the variance in employee retention was affected by 

employee engagement and human resource practices (Recruitment and selection, 

compensation, training and development and performance management). Previous 

research results by Olaimat and Awwad (2017) indicating that a variety of independent 

variables such as recruitment and selection, compensation, training and development 

and performance management, clarified 26.6 percent of the variation in employee 

retention. The remaining 67.7 percent shows that there are also other variables that 

affect the employee retention apart from the variables that was tested in this study.  

 

Model Summaryb 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate Durbin-Watson 

1 
.568a .323 .305 .66563 1.869 

a. Predictors: (Constant), Employee Engagement, Recruitment & Selection, 

Compensation, Performance Management, Training & Development 

b. Dependent Variable: Employee Retention 
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The table below shows the relationship between employee engagement and each 

human resource practice towards the dependent variable or employee retention. The 

Beta (β) value of standardized coefficient shows the variable that contributes to the 

dependent variable. The study depicts that employee retention is positively effect by 

training and development (β = 0.169), compensation (β = 0.478), and employee 

engagement (β = 0.175), while the remaining variables such as recruitment and 

selection and performance management show an insignificant or negative outcome. 

Comparatively, compensation variable has a stronger effect on employee retention and 

a larger Beta value as compared to other variables. This result indicates that employees 

will be much more satisfied with compensation which is monetary and non-monetary 

benefits provided by the organisation and this will lead their retention for a longer time 

of period. According to (Asiedu-Appiah et al., 2013) recruitment and selection shows 

negative effect with employee retention and performance management also indicates 

an insignificant effect towards employee retention (Olaimat & Awwad., 2017). 

 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.566 .212  7.395 .000 

Recruitment & Selection -.035 .101 -.040 -.350 .727 

Training & Development .148 .133 .169 1.110 .269 

Performance Management -.202 .115 -.230 -1.765 .079 

Compensation .413 .113 .478 3.643 .000 

Employee Engagement .163 .128 .175 1.277 .203 

 

 

 

 

 

 



46 
 

4.5 Summary 

 

This chapter discusses the research findings. The analysis is based on the concepts of 

dependability and correlation. According to the correlation table, all human resource 

practices such as recruitment and selection, training and development, performance 

management, and compensation are related to employee retention. Furthermore, 

employee engagement is also positively related to employee retention. 
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CHAPTER 5 

CONCLUSION AND RECOMMENDATION 

 

5.1 Introduction 

 

This chapter would go over the study’s findings in greater depth. This chapter 

discusses the hypothesis H1, H2, H3, H4, and H5, as well as the study’s limitations, 

recommendations for future research, and conclusion. The purpose of this study is to 

determine the relationship of employee engagement and human resource practices on 

employee retention among auditors in Klang Valley. This section would provide an 

overall view of the research based on the results of Chapter 4. This chapter contains a 

recommendation that is appropriate for future research and for the organisation to 

improve employee retention. In the limitation section, struggles faced during the 

research process was discussed. Finally in the conclusion part, the overall findings of 

the research were explained. 
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5.2 Discussion 

 

The purpose of present study is to identify the relationship of employee engagement 

and human resource practices on employee retention among auditors in the Klang 

Valley. Recruitment and selection, training and development, performance 

management, and compensation were all human resource practices used in present 

study.  According to the results of this research, employee retention is positively 

related to training and development. The positive results indicate that training and 

development are important human resource practices that affect auditors' decisions to 

stay with the organisation. The auditors believe that if they are offered with more 

training activities, this shows the employers are concerned about their growth and 

development and they will serve more in the auditing firm. Firms may use a variety of 

strategies to help auditors improve their self-development, such as proposing a training 

program, focusing on potential skills required in future, or encouraging them to 

proceed for further studies by providing a bond, which can help the company retain 

auditors. Based on the current findings, there is a significant relationship between 

training and development and employee retention, as stated in an earlier study by 

Hassan et al. (2013). Furthermore, Lian Lee et al. (2013) studied the relationship 

between training and development and employee retention, and the results show that 

the two variables have a positive relationship. 

 

The study results of the relationship between compensation and employee retention 

also show that there is a substantial relationship between compensation and employee 

retention. In comparison to other variable practices of human resources, compensation 

has a strong relationship with employee retention. These results show that when 

auditors are pleased of the compensation packages that the audit firm offers, they 

would remain within the company. There are two types of reward system the 

organisation could focus on which is monetary and non-monetary. The organisation 

should concentrate on the most stringent reward scheme as demanding by the auditors. 

It is clear from the start of the study that the auditors are dissatisfied with the salary 

packages offered by the firms. As a result, the compensation plan should be 

comparable to and compatible with prevailing market rates. This finding is congruence 
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with previous research by Williams et al. (2007), who discovered that employees 

stayed committed to the organisation if they were comfortable with how the 

organisation operated and communicated its compensation system. Compensation is 

strongly linked to employee retention (Lian Lee et al., 2013). Employee retention has 

a strong relationship with compensation, according to Haider et al. (2015). 

 

The positive relationship between recruitment and selection and employee retention 

shows that the auditing company should ensure that the most appropriate vacancy 

candidate has been employed to enhance employee retention. This result could be 

attributed to Olaimat and Awwad’s (2017) explanations that the organisation should 

employ an appropriate candidate to reduce employee inefficiency and cost of hire a 

new employee. Selecting a right employee also contributing to the employee retention. 

Firms should have their own recruiting processes and procedures in place so that they 

can find the best applicant for the role. Kamalaveni et al., (2019) conducted previous 

research that corroborated the findings that recruitment and selection have a positive 

relationship on employee retention. 

 

According to the findings of the study on the relationship between performance 

management and employee retention, there is a significant relationship between the 

two variables. According to the findings, performance management is critical in 

retaining auditors. Employers should make a fair and unbiased performance 

assessment system so that the employees will have good perception towards fairness 

at the audit firm. Auditors will maintain their position if the organisation has done 

justice and without favoritism to manage the performance management system. Malik 

et al., (2020) indicates a good relationship between performance management and 

retention of employees. Kakara et al. (2017) said the connection between performance 

management and employee retention is significant. 

 

The correlation method was used to assess the relationship between employee 

engagement and employee retention, and the results indicate that there is a strong 

relationship between the two variables. The positive relationship suggests that if the 
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employer worked hard to provide employee engagement programmes, auditors would 

stay in the organisation for a long time of period. Human resource practices activities 

will help to improve and enforce employee engagement. For example, if a new 

incentive scheme is implemented, auditors will be encouraged to continue working, 

which will improve their job engagement indirectly. Thus, audit firms should focus on 

ways of improving employee engagement to retain employees. The previous studies 

support that statement of Verma and Sarita (2014) said there is a positive relationship 

between employee engagement and employee retention.  

 

Multiple regression method was used to find the effect between five independent 

variables (Training and development, compensation, recruitment and selection, 

performance management and employee engagement) on employee retention and the 

findings shows that employee engagement and human resource practices have a 

significant effect towards employee retention. The results describes that the 

independent variables such as employee engagement, training and development and 

compensation having a positive effect on employee retention whereas recruitment and 

selection and performance management have a negative effect on employee retention. 

In comparison to the other two variables, auditors want the organisation to focus more 

on their self-development programmes and reward system, which could improve their 

work commitment and contribute to retention in the organisation.  

 

This finding is supported by Hussain and Rehman (2013), they observed that there is 

a significant impact between compensation and employee retention. Recent study by 

Bagga (2013) also consistent with the current finding which is employee self-

development or training and development have a positive impact on employee 

retention. According to Oshome and Hammound (2017) employee engagement and 

employee retention are also having a significant impact towards each other. 

Furthermore, based on the finding’s compensation has a major effect on employee 

retention. As a result, the organisation should implement an innovative activity that 

combines reward system and training and development to increase auditor’s 

motivation which allowing them to stay with the organisation for as long as possible. 
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5.3 Limitations 

 

The research was carried out in audit firms in Klang Valley. This research investigation 

has several limitations. The research was performed at a number of auditing firms. 

This study was conducted by referring to audit firms that are registered of the 

Malaysian Institute of Accountants (MIA).  The questionnaires were distributed to 

MIA-listed audit firms. In replying to the questionnaire, the respondent did not respond 

positively. They have been too busy to answer the questionnaire and do not have much 

time. Furthermore, some respondents were not involved in collecting data from them. 

Secondly, a time limit was observed during the data collection period, the research has 

to completed within the short time of period. The method of data collection is a 

questionnaire. During the journey, the distance between the firms delayed in collecting 

the questionnaires from the firms. 

 

Thirdly, due to the Covid-19 situation, the Klang Valley was under Conditional 

Movement Control Order (CMCO) during the data collection period. Most 

respondents or audit firm staff are unwelcoming because they are adhering to Standard 

Operating Procedures (SOP), such as no visitors are permitted on company premises 

during CMCO. As a result, the data collection process is slowed, and unable to obtain 

the exact 377 respondents for this study, and only able to get 201 respondents for the 

survey. 
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5.4 Suggestion for Future Study 

 

The study concentrated solely on the relationship of human resource practises and 

employee engagement on employee retention. Thus, future studies may involve 

mediating and moderating variables in developing conceptual and analytical models 

of human resource practices and employee retention relationships. Besides, the sample 

size in this study was small which is 201 respondents only. Therefore, for future 

research the sample size should be expanded to obtain more generalised data. The big 

sample size will help to get a more accurate data and the overall perception among the 

auditors. Furthermore, the study focuses on four dimension of human resource 

practices only which is training and development, compensation, recruitment and 

selection and performance management. Apart from these four variables, the 

researcher should rely more on other human resource practices variables in future 

studies. This will assist the researcher to find out other variables that influence 

employee retention. 
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5.5 Recommendations 

 

In response to the data analysis and findings of this study, some suggestions and 

recommendations in employee engagement and human resource practices on 

employee retention can be described. According to the findings of the study, it is 

critical to retain good employees in today’s economy. As a consequence, the 

organisation must focus on the needs and desires of its employees on a regular basis, 

because employee preferences may change over time (Munish and Agarwal, 2017). 

Employee engagement has been confirmed as a potential source that leads to employee 

retention by Nizam Salahudin, et al., (2019). Human resource practices, on the other 

hand, positively influenced employee retention (Bai & Bhuttu, 2016). Thus, one of the 

most effective methods is to establish better employee engagement programmes and 

human resource practices in the workplace. This current study offers auditors a deeper 

understanding of employee engagement and human resource practices that increase 

employee retention. This study found a significant relationship between employee 

engagement and human resource practices on employee retention among auditors in 

Klang Valley. 
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5.6 Conclusion 

 

Finally, employees are a valuable asset to any organisation. As a result, the 

organisation must play a critical role in retaining their workforce. This is because 

attracting and retaining the good employees have always been a greatest challenge in 

todays highly competitive business environment. All of the hypotheses were discussed 

in this study, and all of the independent variables, such as employee engagement, 

recruitment and selection, training and development, performance management, and 

compensation, were found to have a significant relationship to employee retention.  

 

In addition, the audit firms must improve the execution of employee engagement and 

human resource practices with a view to maintaining good employees. If the 

organisation is aware of the strategic way for managing employee engagement and 

compensation, it has high opportunities for an organisation to improve employee 

retention. This is because the findings show that auditors are looking for and placing 

a higher value on employee engagement and compensation in their organisations.  

 

According to the data analysis in this study employee engagement and compensation 

have the most significant relationship with employee retention. So as to keep auditors 

in the firm for the long term and to operate the firm efficiently, the employer must 

implement a great reward system as one of the strategic approaches. It not only assists 

to reduce the intention to leave the organisation among employees, but it also helps to 

improve employee performance and customer service quality (Chiang & Birtch, 2011).  

 

Previous research was concentrates between two variables but in the present study 

social exchange theory is used as an underpinned theory to prove there is a correlation 

between employee engagement, human resource practices and employee retention. 

The results also revealed that social exchange theory can be used as a theoretical 

framework to understand the relationship between employee engagement and retention 

(Munish and Agarwal, 2017). The positive findings among all the variables shows that 
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the employers should provide an attractive human resource practices and employee 

engagement activities in order to retain their valuable auditors, these findings are also 

supported by social exchange theory which explains the employee will repay the 

organisation through their performance and the intention to stay will increase if they 

receive an adequate resource from their employer.  
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