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Abstract
Introduction

Employee retention, especially in the private sector, is very challenging due to the inherent characteristics
of this sector. Therefore, the present study was conducted with the aim of explaining the conceptual
framework of factors affecting employee retention in private sector companies.

Method

This research is of mixed type and has been done in two qualitative and quantitative phases. In order to
extract factors effective on employee retention, a qualitative research method with a content analysis
approach was used, a Delphi method to screen the factors. Finally, confirmatory factor analysis was used
to validate the framework. In the qualitative phase, the statistical population included experts in
Zibasazan Kiana Company and university experts in the field of management. Using the purposeful
sampling method and based on the principle of theoretical saturation, 20 interviews were conducted.
Data analysis was done by content analysis method and 73 concepts were identified in the form of 4
factors. Then, using the Delphi technique, the panel members reached a consensus on 46 concepts in the
form of 4 individual, organizational, occupational and environmental factors. In the quantitative phase,
the statistical sample included 210 employees of Zibasazan Kiana Company.

Results

The results showed that the occupational factor with a factor loading of 0.834, the organizational factor
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with a factor loading of 0.715, the individual factor with a factor loading of 0.646, and the environmental
factor with a factor loading of 0.472 affect the retention of human resources in private sector companies.

Discussion

Employee retention is not influenced by just one factor, but many factors are involved. Therefore,
continuous monitoring of factors affecting employee retention and attention to new motivators in
employee retention is of great importance.
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Figure 1. Content analysis results
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Table 1. Results of the Delphi technique

Row Items Mean S.d Consensus (%) P-value Result
Organizational factor

Organizational culture and a common and sustainable

1 pattern of values, beliefs, and convictions in the organization 5.00 0.00 100 0.000  supported

2 Perceived organizational justice 495 0.22 100 0.000  supported

3 Leadership style and management competence 4.90 0.31 100 0.000  supported
Competency management and nurturing competent

4 individuals to take on strategic jobs 4.85 037 100 0.000  supported

5 Organizational transparency and sharing the organization's 4.85 037 100 0.000  supported
overall policies, strategy, and goals with employees

6 Perceived organizational support 5.00 0.00 100 0.000  supported
Organizational trust and confidence in the organization's

7 good faith and belief in the organization's credibility in 5.00 0.00 100 0.000  supported
fulfilling its commitments

] Employee training and development and investment in 4.95 022 100 0.000  supported
peopl¢ development o

9 Legalism and the soundness of the organization's 500 0.00 100 0.000  supported
management system o o )

10 Attention to human dignity and instilling a sense of worth in 500 0.00 100 0.000  supported
employees o ]

11 Talent management and retaining and developing the best 435 0.74 80 0.000  supported
and most efficient employees in the organization

Individual factor

1 Work experience in the organization 3.90 0.55 80 0.012  supported

2 Education level 4.05 0.68 80 0.012  supported

3 Personality traits such as positivity and benevolence 3.85 0.87 75 0.041  supported

4 Duty a_nd _responsibilit.y ) 4.35 0.48 100 0.000  supported

5 Orgarpzaponal commitment and belonging to the 4.20 0.61 90 0.000  supported
organization o )

6 The alignment of individual goals and values with 4.00 0.85 75 0.041  supported
organizational goals and values

7 Interest in the organization's field of activity 4.05 1.09 80 0.012  supported

8 Conservatism and risk aversion 4.00 0.91 80 0.012  supported

9 Emotional intelligence and the ability to master emotions 3.95 0.82 80 0.000  supported

10 Innovation and creativity 4.10 0.85 80 0.000  supported

11 Having a plan for personal growth and development 4.10 1.44 80 0.012  supported

Occupational factor

Job satisfaction and contentment satisfaction with

1 supervisor, colleagues, nature of work and salary and 4.95 0.22 100 0.000  supported
benefits

2 Work-life balance and quality of work life 4.55 0.60 95 0.000  supported
Having opportunities for career growth and advancement

3 and clarity of career path and career growth and 4.10 1.33 80 0.012  supported
development path

4 Job s_tability and job sepurity ) 4.40 0.75 95 0.000  supported

5 The importance of the job, the usefulness of the job and 4.45 051 100 0.000  supported
social status

6 Evaluating the correct performance of employees and 4.60 0.59 95 0.000  supported
connecting it to the compensation system, training, etc.

7 Et'c;i:tsy, security and health of the workplace and lack of job 430 073 35 0.003  supported

3 Ergonomic conditions of the workplace appropriate to the 430 0.65 90 0.000  supported
needs and capacity of users

9 A fair and satisfactory compensation system 5.00 0.00 100 0.000  supported

10 ;1;11; zgevenness and repetitiveness and challenging nature of 405 0.96 75 0.041  supported

11 Balance of responsibility and authority and independence in 475 0.44 100 0.000  supported
decision-making

12 The suitability of the job and the specialized requirements 435 1.08 90 0.000  supported
and personality characteristics of the employee

13 Providing welfare services and facilities and credits 4.45 0.68 90 0.000 supported
Transparency of the job description and expectations and

14 determining the conditions for obtaining a job 4.60 059 95 0.000  supported

Environmental factor

Easy access to urban infrastructure (transportation, banks,

1 markets, etc.) in the vicinity of the workplace 485 0.48 95 0.000  supported

2 Unstable economic situation and high cost of living 4.70 0.47 100 0.000 supported

3 Salaries and benefits equivalent to the average of society 4.45 0.75 85 0.003  supported

4 Level of technology use in society 4.35 0.74 85 0.003  supported

5 Laws and institutions supporting private sector workers 4.20 0.69 85 0.003  supported

6 Reputation and reputation of the organization in society 4.25 0.63 90 0.000 supported

7 Social justice and fair distribution of opportunities 4.35 0.58 95 0.000  supported

8 Supply and demand of human resources in the labor market 4.20 0.89 80 0.012  supported

9 Inflation rate and purchasing power 4.75 0.44 100 0.000  supported

10 Existence of job opportunities in other organizations 4.85 0.36 100 0.000  supported
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Table 2. Kendall test results
" " §
2 5 g - 2 . g
2 = = z =2 S | 2
Factors = 2 2 2 e g g Z
< 5y g g V] = A~ S
= 54 5y 3 Q S
< & =
=]
Z
Organizational 18 10 4 4 0.528 179.630  0.000 Moderate
factor
2 Individual factor 17 9 3 5 0.134 42.889 0.000 Very weak
=1
z .
2 ;’ccupa“"nal 24 14 7 3 0302 138821  0.000 Weak
= actor
s
Environmental 14 10 3 1 0.371 96.449 0.000 Weak
factor
Organizational 14 11 3 0 0.513 133.343 0.000 Moderate
Z factor
2 Individual factor 14 11 3 0 0.509 33.937 0.001 Moderate
b .
g ‘f’““pa“"“al 17 14 3 0 0.641 77199 0000  Moderate
% actor
Environmental 11 10 1 0 0.593 58.608 0.000 Moderate
factor
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Figure 2. Measurement Model of factors affecting employee retention based on factor loading

Table 3. The impact of each factor on human resource retention

Hypotheses Path coefficient t-value Result

Organizational factor — Employee retention 0.715 25.432 supported
Individual factor — Employee retention 0.646 19.186 supported
Occupational factor — Employee retention 0.834 32.717 supported
Environmental factor — Employee retention 0.472 15.924 supported
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Table 4. Convergent validity and reliability assessment of measurements

Variable Cronbach's alpha CR AVE
Organizational factor 0.884 0.904 0.526
Individual factor 0.928 0.937 0.534
Occupational factor 0.900 0918 0.501
Environmental factor 0.880 0.910 0.627
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Table 5. Divergent validity of factors affecting human resource retention

Variable 1 2 3 4
1. Organizational factor 0.725

2. Individual factor 0.624 0.732

3. Occupational factor 0.686 0.611 0.707

4. Environmental factor 0.671 0.632 0.645 0.791
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Table 6. The fit indices of Research model

Fit indices Recommended value Calculated value
Chi-square (¥2) - 384.536

The ratio of Chi-square degrees of freedom (y2/df) <3 1.602

Goodness of fit index (GFI) >0.9 0.972
Comparative Fit Index (CFI) >0.9 0.865

Normed Fit Index (NFI) >0.9 0913
Tucker-Lewis Index (TLI) >0.9 0.906

Root Mean Square Error of Approximation(RMSEA) <0.05 0.038
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