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The purpose of this study is to investigate the relationship between employee retention, job
satisfaction, perceived supervisory support and compensation by considering the organizational
commitment as mediating variable in pharmaceutical industry in Pakistan. For this purpose, primary
data collection method was used. A total of four hundred and fifty (450) questionnaires were sent to
employees of six pharmaceutical companies. Out of the total, three hundred and twenty (320) usable
questionnaires were included for data analysis. Structural Equation Modeling (SEM) was carried out by
the means of AMOS 18.0 for model testing purpose. The results signify that positive and significance
relationship exists between compensation, Supervisory Support, and organizational commitment. The
results further conclude that organizational commitment has strong and positive relationship with
employee job satisfaction and employee retention.
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INTRODUCTION

Resource based view (RBV) is now one of the most
important concept for the organizations (Barney and
Wright 1998; Holland, Sheehan and Cieri 2007). Accor-
ding to this concept there are three types of resources
that work as pillar for the organization. These are organi-
zational capital, human capital, and physical capital. The
importance of human capital is increasing because it can
give the competitive edge to the organizations due to its
uniqueness (Holland et al., 2007). The importance of
human capital is on the increase, so the importance of
attracting and retaining the employees this argument is
considered because of competitive advantage which a
firm gets due to its employees (Holland et al., 2007). To
retain the employees Human Resource (HR) department
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becomes active and make policies for employee
betterment such that employee would be satisfied with
the organization and stay with the firm for longer time.
This shows that it is not just retention of employees but
also retention of valued skills (Acton et al., 2003). If an
organization retain its employees this will improve the
communication among employees and improve their
commitment and workforce support for organization.

The birth rate in the countries is decreasing therefore
labour becomes the concern for the organizations in the
near future. The number of employees leaving the
organizations is more than the employees joining. The
war of talent will start in the near future because of the
shortage of labour (Ferguson and Brohaugh, 2009;
Holland et al., 2007). The firms are trying to attract and
retain the employees. The talented people always have
options in their career so that this is the concern of firms
to keep them (Ferguson and Brohaugh, 2009). It is the



primary apprehension of the firm to acquire and manage
the human capital in the way that it supports the business
plan that is necessary for the firm. As the human capital
is the main component of any organization (Kennedy and
Diam, 2010; Molina and Ortega, 2003; Acton et al., 2003;
Chapman, 2009; Holland et al., 2007), therefore, the firm
has to use his human capital in the way that they can
perform the job efficiently by using their core skills. In this
context, firm have two options; whether to hire new
employees, train them and make them accustomed to the
working conditions and the environment of the firm or try
to retain the existing employees those who are aware
with the company policies, environment and working con-
ditions (Molina and Ortega, 2003). It is a strategy adopted
by the organization to keep its high profile employees for
longer period and for better performance (Gberevbie,
2010). If organization fails to keep competent employees
and they have dissatisfied employees with them it will
hamper their productivity and quality (Chiboiwa, Samuel
and Chipunza 2010). Retention is crucial especially for
those employees who are related with the operations.
Organization must reduce the turnover of their employees
because it put burden on the organization in terms of
money and human resource (Samuel and Chipunza,
2009).

Employer has to bear the cost when an employee
leaves the organization, because of loss of human capital
and hiring of new employees (Lockwood, 1999). The cost
of an organization has to bear in case of leaving of an
employee is almost equal to more than one year salary
and benefits of the employee. It means it has a significant
impact on economic condition of the organization. It is not
only the loss of money and resources also the loss of
knowledge and experience for an organization which
hampers the performance of the organization (Ramlall,
2004; Acton et al., 2003). The dissatisfaction with the job
assigned is an important determinant of the employee’s
failure rates to keep them intact with the present job. The
work structure is major determinant of job satisfaction
and commitment of employees with their jobs (Mulinge
and Muller, 1998). The job satisfaction also affect the
quality of the services employees are providing
(Crossman and Abou-Zaki, 2003). It furthermore relates
to the turnover and the position assigned to the em-
ployees on their return, as well as the accuracy of their
expectations and influences their job satisfaction (Vidal et
al., 2007).

Research on compensation evidently shows a relation
between the rewards a firm offers and those individuals
that are fascinated by the compensation into working for
the firm, and those employees who will continue to work
for the industry. In recent years, the compensation got
the importance due to the economic conditions of emplo-
yees as well as the organization. The compensation is
very crucial component for retaining of employees and for
job satisfaction. It comprises on the largest part of the
employee retention procedures.  Organizational
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commitment is loyalty to the organization and mobi-
lization of all employees in the development of its goals,
purposes, and infrastructure (Kim et al., 2005). It is
discussed under three heads affective commitment, nor-
mative commitment and continuance commitment (Aube,
Rousseau and Morin, 2007). Affective commitment
describes the emotional attachment and involvement of
an individual with an organization, continuance means
perceived cost of leaving organization and normative is
perceived cost to remain in the organization (Meyer et al.
2002). The organizational commitment is correlated with
the job satisfaction and both are important factors for
employees leaving their job (Hussami, 2008).

This study analyzes the impact of supervisory support
and compensation on the job satisfaction and employee
retention while using the organizational commitment as a
mediating variable in medicine industry in Pakistan. This
study also shows the relationship between dependent
variables, job satisfaction and employee retention. This
study also depicts that how much the job satisfaction
influence the employee retention. Previous researchers
describe the relationship between organizational
commitment and employee retention or job satisfaction
but no study covers the relationship with both as
dependent variables.

LITERATURE REVIEW
Job satisfaction

Job satisfaction is a topic which is concerned by both the
people, those who are working in organizations and for
the people who study them. It is the variable which is
studied most frequently in organizational behaviour
research, and it is also a fundamental variable in both
research and theory of organizational experience range
from job design to supervision (Hong et al., 2005). As Job
satisfaction is a major concern for the organizational
research. On the other hand organizational performance
and employee satisfaction are also the key components
which are affected by this (Willem et al., 2007). What
employee feels and perceived about its job and what are
their experiences on work, does they feel positive or
negative about job, this all relates to job satisfaction (Kim
et al., 2005; Willem et al., 2007). Job satisfaction is the
extent to which the employee is satisfied with his present
work due to how many his needs and wants satisfied
(Finn, 2001). Job satisfaction can also be explained as
“the agreeable emotional condition resulting from the
assessment of one’s job as attaining or facilitating the
accomplishment of one’s job values” (Yang, 2009).

Job satisfaction in traditional model mainly focuses on
what an individual feels about his/her job or pleasure
feeling about job (Hussami, 2008; Crossman and Abou-
Zaki, 2003). Job satisfaction and dissatisfaction not only
depends on the nature of the job, it also depend on the
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expectation what's the job supply to an employee
(Hussami, 2008). Lower convenience costs, higher orga-
nizational and social and intrinsic reward will increase job
satisfaction (Mulinge and Mullier, 1998; Willem et al.,
2007).

Job satisfaction is complex phenomenon with multi
facets (Fisher and Locke, 1992; Xie and Johns, 2000), it
is influenced by the factors like salary, working environ-
ment, autonomy, communication, and organizational
commitment (Lane, Esser, Holte and Anne, 2010; Vidal,
Valle and Aragén, 2007; Fisher and Locke, 1992; Xie and
Johns, 2000). An important aspect of job satisfaction is
that when people have to make a choice where they want
to work it also influences their intent to stay with the
organization at current position (Lane, Esser, Holte and
Anne, 2010). If employees are more satisfied with their
job it will enhance their ability of creativity and produc-
tivity, it is also directly correlated with the customer
satisfaction (AL-Hussami, 2008). In the past much of
work has already been done by the researchers on the
organizational commitment and the job satisfaction and
they also developed the relationship between job satis-
faction and the organizational commitment (Yang, 2009;
Lane et al., 2010; Namasivayama and Zhaob, 2007) that
job satisfaction leads to organizational commitment.
There is also compelling evidence to the organizational
commitment impact on job satisfaction (Namasivayama
and Zhaob, 2007). As previous researches showed
relationship between organizational commitment and job
satisfaction (Yang, 2009). Wong et al. (2001) concluded
that if there is lack of satisfaction and commitment in an
organization it would increase the turnover intention of
employees. According to Al-Hussami (2008) the low
wages and less job satisfaction are the major compo-
nents that are affecting the retention. The supervisory
support, lack of respect and motivation are also the
attributes of the job dissatisfaction.

The previous analysis showed that there is positive
correlation existed between job satisfaction and organiza-
tional commitment (Schwepker, 2001; Namasivayama
and Zhaob, 2007; Al-Hussami, 2008; Wong et al., 2001).
While in individualistic culture there is greater probability
that the job satisfaction influence organizational com-
mitment greatly (Wong et al., 2001). It might be possible
that employee is not satisfied with his/her job but remain
loyal to their organizations. Generally, if an employee is
satisfied with supervisor, coworkers, pay policies and
future promotion s/he will be committed to their organiza-
tions and satisfied with their jobs (Reed, Kratchman and
Strawser, 1994). Wong et al. (2001) described that there
are three relationships among organizational commit-
ment, job satisfaction and employee turnover intentions,
1) job satisfaction impact on organizational commitment
and in the end this will affect employee turnover, 2) job
satisfaction used as a mediator between organizational
commitment and turnover intention, 3) impact of job satis-
faction and organizational commitment on each other and

their affect on turnover intention. This study mainly
focuses on the organizational commitment impact on job
satisfaction and employee retention. Both the organizatio-
nal commitment and the job satisfaction are interrelated,
but of discernible, attitudes. Organizational commitment
is supposed to provide the people with constancy,
thoughts of belonging and durable (Lane et al., 2010;
Reed et al., 1994) than job satisfaction because on the
other hand job satisfaction is associated with immediate
work environment (Reed et al., 1994).

Compensation

Different people interpret compensation differently. In this
paper compensation, reward, recognition, and wages are
terms used in different situations (Zobal, 1998). The com-
pensation is defined by American Association is “cash
and non-cash remuneration provided by the employer for
services rendered” (ACA, p. 9). In organization’s point of
view, the retention of employees is the major concern
and compensation and benefits is one of the best initia-
tives which a company can acquire to retain employees.
The compensation includes salary and wages, bonuses,
benefits, prerequisites, stock options, bonuses, vaca-
tions, etc. While setting up the packages, the following
components should be kept in mind. This compensation
and reward system also increases employee perfor-
mance (Deckop et al., 2006; Moncarz et al., 2009;
Zsidisin et al., 2003). The financial and non-financial
compensation are given to employees for accomplish-
ment of desired goals and against their behaviour.

Reward can be spontaneous and formal. The pay for
performance is the form of reward which is given on
performance based (Zobal, 1998).

Compensation is very valuable tool for retention and
turnover. It is also a motivator for an employee in commit-
ment with the organization which in result enhances
attraction and retention (Zobal, 1998; Moncarz et al.,
2009; Chiu et al., 2002). It also works as communicator
when it is given to employee against his services which
shows how much an employee is valuable for its organi-
zation (Zobal, 1998). As the important components of
compensation are base salary, merit pays, discretionary
rewards or bonuses, which attract best employees (Chiu
et al.,, 2002). Top employees are motivated by doing
high-quality work. Actually, all employees are motivated
to do good work. No one awaken in the morning and
thinks, “I want to be unsuccessful at my job today.”
However, top performers in any organization have a
tendency to have the talents you’re looking for and are
basically motivated (Carroll, 2009). Compensation also
shapes the culture of an organization. Culture may be
individualistic or collectivistic; it depends upon the organi-
zational characteristics and members of the organization
(Kuhun, 2009; Zobal, 1998). Compensation is one of the
most important tools for attracting and retaining



employees. It is used to attract the potential candidates,
because applicants want to be aware of it while applying
for vacancy (Kuhun, 2009; Boyd, 2000; Zobal, 1998; Chiu
et al., 2002; Moncarz et al., 2009; Lawler, 1994). Those
organizations which have a high-wage system will have
better recruitment and retention of employees as
compare to others. Efficient wage system influences the
employees for longer retention, because if an employee
gets better reward internally he would like to stay until his
self-interest fulfilled there. Employee can switch if gets
better opportunity in the external environment (Moncarz
et al., 2009; Shaw et al., 1998).

Organizational commitment

Organizational commitment is a “psychological stabilizing
or helpful force that binds individuals to courses of action
relevant” to the organization (Carrie're and Bourque,
2009). Individuals with higher levels of organizational
commitment have a sense of belonging and identification
with the organization that increases their desire to pursue
the organization's goals and activities, and their willing-
ness to remain a part of the organization (Meyer and
Allen, 1991). Moreover, organizationally committed
individuals are far less likely to engage in absenteeism
and turnover (Golden and Veiga, 2008).

Initially conceptualized as a one-dimensional construct,
organizational commitment is now known to be
multidimensional in nature. The most common forms of
organizational commitment studied and reported on in the
academic literature are affective (emotional attachment to
the organization), continuance (perceived costs associa-
ted with leaving the organization) and normative (feelings
of obligation towards the organization) (Carrie’re and
Bourque, 2009; Rego and Cunha, 2008). Each of these
components contributes to strengthening the likelihood
that the employee will remain in the organization, but the
nature of each mind-set differs from the others.
Employees with a strong affective bond remain because
they want to do so. Those with strong continuance com-
mitment stay because they feel they have to. Normatively
committed employees remain because they feel they
ought to (Rego and Cunha, 2008; Parish Cadwallader,
Busch, 2008). This means that a given employee can be
affectively, normatively and instrumentally committed to
the organization.

According to Meyer and Allen (1991) the affective
commitment (AC) “refers to the employee’s emotional
relationship to, recognition with, and participation in the
organization” (employees stay with a firm because they
want to), continuance commitment (CC) “refers to a
consciousness of the costs connected with leaving the
organization” (employees stay with a firm because they
need to), and normative commitment “reflects a feeling of
obligation to continue employment” (employees stay with
a firm because they ought to). These three components
of commitment help to define the overall organizational
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commitment.

Supervisory support

The mentoring is used for development-orientation
(Scandura and Williams, 2004). When a supervisor
provides mentoring, the relationship affects the protégés
skill development and intentions to remain with the
employer (McManus and Russell, 1997). On the other
hand non-supervisory mentor may increase mentee’s
confidence by providing access to outside organization
(Scanduraa and Williams, 2004). The immediate super-
visor support is vey important in organizational change.
Although the support of supervisor is not very crucial in
satisfaction but it has positive impact on satisfaction
(Griffin, Patterson and West, 2001). According to
Chakrabarty, Oubre, and Brown (2008) “perhaps the
finest way in which supervisors can portray himself as a
role model is to personally demonstrate proper techni-
ques so that employee could understand how job should
be done.” Through this way, the skills of subordinate can
be enhanced. The supervisor has positive impact on
developing skills on-the-job performance work attitudes
and career expectation of protégés. He/she also has
control on work assignments (Scanduraa and Williams,
2004). In case of lower quality of relationships between
subordinate and supervisors may exert pressure on
individual which decreases his efficiency for work and
enhances unwillingness to work hard because of extra
control or simply marginalize and ignore the subordinate
(Golden and Veiga, 2008).

Supervisors and subordinates share valuable informa-
tion, while they are interacting with each other. Super-
visor may engage in supervising or other socio-emotional
relations on the other hand subordinate by making extra
effort with greater dedication and completing supervisor’s
goals and by displaying organizational commitment. The
exchanges of valued resources will payback both of them
in the form of benefits (Golden and Veiga, 2008). In
organizing the working environment supervisor is a
crucial component of an organization it is also the key
component to pass on the information to the employees
(Patterson, Griffin, West, 2001). Supervisors also
exchange the positional resources with the subordinate,
which include material and non-material things (Golden
and Veiga, 2008). Theory recommends that, as philo-
sophy of reciprocal relation affect employees’ observation
of their organization, thinking of reciprocal relation will
also relate the interpersonal relationships that employees
develop with their supervisors (Smith, 2005). Employee
will be more committed to the organization and also more
committed with the supervisor if he/she perceives that the
supervisor will be supportive (Shanock and Eisenberger,
2006; Smith, 2005). Literature that supports social and
organizational culture indicate that whenever subordinate
is properly supported by supervisor this will generate
positive outcomes both for organization and employee
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Compensation

Job Satisfaction

Organizational
Commitment

Supervisory
Support

Figure 1. Research model.

(Shanock and Eisenberger, 2006). It is also beneficial for
supervisor; because more competent and more suppor-
tive the supervisor is, the more likely employee and
supervisor retain their jobs (Smith, 2005). Longer the
employee retains the relationship between employee and
supervisor develops and prior studies also support this
because supportive supervision enhances impact on both
organizational commitment and job retention (Smith,
2005).

Hypotheses:

H,: Compensation has positive relationship with the
organizational commitment.

H.: Supervisory support has positive relationship with the
organizational commitment.

Hs: Organizational commitment has positive relationship
with the job satisfaction.

H4: organizational commitment has positive relationship
with employee retention.

Hs: Job satisfaction has a positive relationship with
employee retention.

The summary of the hypotheses is given in Figure 1. This
study is useful for the organizations that they could retain
their valuable employees and could excel and get
competitive advantage in the market with these crucial
and valuable employees that are the assets for the
organizations.

So many studies already conducted on employee
retention but this study describes the new relationship
between all these variables. Here, job satisfaction and
employee retention both are considered as dependent
variable and this paper also explain the relationship
between these two variables, while using organizational
commitment as mediating variable between dependent
variables and independent variables.

v

Employee
Retention

METHODOLOGY
Sample and Data

The data was collected from the Pharmaceutical Industry of
Pakistan through survey questionnaire. The survey was used to
analyze the job satisfaction and employee retention in this particular
industry. Total four hundred and fifty (450) questionnaires were per-
sonally administered to frontline employees of six pharmaceutical
companies. Out of total, three hundred and twenty (320) usable
questionnaires were included for data analyses. The survey utilized
the non-probability sampling method of frontline employees of
organizations.

The survey consisted of thirty four (34) questions. All the ques-
tions were measured at 5-point Likert Scale. Through this survey
data regarding independent variables, supervisory support and
compensation, dependent variables job satisfaction and employee,
retention and mediating variable organizational commitment is
collected to check the employee behavior in pharmaceuticals
industry. The questions were adapted from previous studies in
other to main the content and construct validity of the survey
instrument.

Measure

The dependent and independent variables were measured at 5-
point Likert scale. The organizational commitment was measured
by eighteen items used by Vandenberghe et al. (2004). These
items are widely used for measuring organizational commitment.
The scale used to measure the supervisory support consisted of
five items and it was adapted from the study of Baptiste, (2008).
The chosen scale to assess compensation was adapted from
Moncarz et al. (2009) and Chiu et al. (2002).

The five-item scale was used to measure compensation practices
and employee perception towards an organization. The job
satisfaction was measured at eight items used by Baptiste, (2008).
To assess the employee retention the items were adopted from
(Milman, 2003).

RESULTS

The model is tested using the structural equation
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Figure 2. Estimated Path Diagram of Research Model.
COM= Compensation; SS= Supervisory Support; OC= Organizational Commitment SAT=Job

Satisfaction; ER= Employee Retention

modeling techniques. The path diagram of the estimated
research model is shown in Figure 2. Structural equation
modeling is a very useful technique in social sciences for
analysis. This modeling is also known as causal
modeling, or path analysis, which hypothesizes causal
relationships among variables and tests the causal
models with a linear equation system. Causal models can
involve either manifest variables, latent variables, or both.
It is close to casual relationship that is common in social
sciences theorizing.

The results of above hypotheses test of the relationship
between constructs including compensation, supervisory
support (independent variables), organizational commit-
ment (mediating variable), and job satisfaction and
employee retention (dependent variables) are shown in
Table 1. Table 1 shows the Beta value is 0.144 between
COM and OC and the relationship is evident from the
analysis that if there is one degree change in COM there
would be 14.4% change in OC. The value of Beta
between SS and OC is 0.184 which shows that if there is
one degree change in SS it brings 18.4% change in OC.
The value of Beta between OC and SAT is 0.727 which
shows that if there is one degree change in OC it brings
72.7% change in SAT, The results in Table 2 further
signifies that Beta value between OC and ER is.3854
that's depicts that if there is one degree change in OC it
brings 38.54 change in ER whereas, employee satisfac-

tion (SAT) accounts 20.16% change in employee
retention The analysis highlights the relationships
between COM, SS, OC, SAT, ER are positive and

statistically significant (P<0.05).

The aforementioned results in Table 2 indicate fit
indices of the model. The indices includes Chi-square,
Chi- Square over degree of freedom (Df), Goodness of
for index (GFI), Adjusted goodness of fit index (AGFI,
Root mean square error of approximation (RMSEA) and
Non-Normed fit index Tucker—Lewis index (TLI). The
significant value of chi-square depicts that this criteria
does not fit the model, however another measure like
Chi-square /df suggested by Tabachnick and Fidell(
2007) to as low as 2.0 and Wheaton et al. (1977) as high
as 5.0 indicates that there are discrepancy factors in the
model that affect the value of Chi- Sqaure. Chi- square
lack of it might be one of the possible reasons indicated
by (Bentler and Bonnet, 1980; Joreskog and Sorbom,
1993) that Chi Square is sensitive to sample size and
nearly always reject model when sample size is large.
The GFI value greater than 0.90 (Schumacker and
Lomax, 2004) and AGFI is variant of goodness of fit
which adjusted goodness of Fit index for degree of
freedom and RMSEA value below 0.08 (MacCallum et
al., 1996) and value of TLI greater than .95 (Hooper et al
(2008) indicates good fit of the model. The above results
indicate that model is acceptable and fit according to the
four criteria namely, GFI, AGFI, RMSEA, and TLI. The
previous studies that are focusing on the organizational
commitment mostly use different kinds of commitment of
employee with the organization (Wasti and Can, 2008;
Vandenberghe et al., 2004) but here in this study all the
three types of commitment affective, normative and con-
tinuance commitment are discussed and current paper
shows the more rigorous relationship with satisfaction
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Table 1. Hypotheses testing based on Regression weights.

Paths Estimate S.E. C.R. P Label
OoC <--- Com 0.1445 0.0255 5.6568 0.000  Supported
OoC <--- SS 0.1841 0.0238 7.7216 0.000  Supported
SAT <--- OoC 0.7275 0.1327 13.018 0.000  Supported
ER <--- OoC 0.3854 0.1741 2.2133 0.026  Supported
ER <--- SAT 0.2016 0.0724 16.594 0.000  Supported
Table 2. Model Fit indices.
Chi-Square Df p-value Chi/Df GFl AGFI RMSEA TLI
84.020 5 0.000 16.804 0.971 0.965 0.071 0.953

and employee retention. Most of the previous studies
focusing on the job satisfaction on organizational commit-
ment but here emphasize is on organizational commit-
ment impact on job satisfaction. This study explains that
there is stronger relationship exist between job
satisfaction and organizational commitment than previous
studies and more than the relationship with employee
retention.

DISCUSSION

This study emphasize on the maintaining and retaining of
key resource which works as a source of competitive
advantage for every organization. It is the aim of every
organization to retain there most proficient and efficient
employees. That is a matter of concern especially in this
era when organizations are trying to cut down their
expenses due to recession in the world economy and
organizations are concentrating their competent emplo-
yees. The reason behind this is that recruitment and
selection is a time taking and expensive process. On the
other hand when they higher new employees they need
training and take time to accustomed with the environ-
ment. In this whole process organization has to suffer in
the form of resources. To achieve their goals organization
tries at its best to use its existing resources and mainly
focus on their human capital. They try to develop the
commitment of its employees with the organization
because committed employees are willing to put their
maximum effort. It is also discussed in the prior literatures
that organizational commitment and job satisfaction are
important variables for the retention of employees. But to
enhance the organizational commitment this study con-
centrate on compensation, which is an important matter
for every employee, and the other is the support of the
supervisor who create the opportunity for the employee to
interact and communicate and feel relaxed at work place.

In the time of recession when organizations are downs-
izing the support from supervisor is very crucial to feel
employee relaxed and keep him busy in his task,
because while organizations are passing through the
downsizing process employees are conscious about the
security of their job.

This study explain the relationships between compen-
sation, supervisory support with organizational commit-
ment which are also discussed in previous literatures like
Chew and Chan (2008), and Murry, Sivasubramaniam,
and Jacques (2001), these two variables impact on
organizational commitment is not stronger as compared
to other studies but the relationship is clearly very strong
between commitment and job satisfaction. This shows
that great commitment of employee with the organization
has strong impact on satisfaction and both these
variables lead to retention of employees.

CONCLUSION AND RECOMMENDATIONS

This study analyzes the main issues in the pharmaceu-
tical industry which are employee retention and their job
satisfaction. This study describes that employee retention
and job satisfaction of employees can be enhanced if
employees have strong organizational commitment. If
employees are committed with their organization they are
reluctant to exit from their current job. Increased commit-
ment will also increase their efficiency. But to increase
the organizational commitment the compensation and
supervisory support plays critical role, as the results show
that these two are core variables in increasing
commitment in pharmaceutical industry. This study also
specifies the relationship between dependent variables
job satisfaction and its impact on other dependent
variable employee retention. There strong positive
relationship also indicates that more the employee is
satisfied with his job more he is willing to intact with the



organization. It means that satisfied employee is more
loyal to its organization and therefore employee is
unlikely to switch job and work hard for the organization.
This study is carried out in multinationals organizations in
Pakistan, but it can be generalized if number of industries
as well as number of respondents increased. Recom-
mendation for future research is carry out this study in
other sectors of the economy by incorporating more
sample size .The purpose of such study would be to
resolve how job satisfaction and employee retention is
viewed by the employee of other industries settings
compared to the employee in this study. Further, their
impact on firm performance can be observed because
the ultimate objective of the firm is to increase the
productivity and performance.

REFERENCES

Acton T, Golden W (2003). Training the knowledge worker: A
descriptive study of training practices in Irish software companies. J.
Eur. Ind. Train., 27(4): 137-146.

AL-Hussami M (2008). A Study of nurses' job satisfaction: The
relationship to organizational commitment, perceived organizational
support, transactional leadership, transformational leadership, and
level of education. Eur. J. Sci. Res., 22(2): 286-295.

Aube C, Rousseau V, Morin ME (2007). Perceived organizational
support and organizational commitment. The moderating effect of
locus of control and work autonomy. J. Manage. Psychol., 22(5): 479-
495.

Baptiste NR (2008). Tightening the link between employee wellbeing at
work and performance: A new dimension for HRM. Manage. Decis.,
46(2): 284-309.

Bentler PM, Bonnet DC (1980). Significance Tests and Goodness of Fit
in the Analysis of Covariance Structures. Psychol. Bull., 88(3): 588-
606

Barney JB, Wright PM (1998). On becoming a strategic partner: the role
of human resources in gaining competitive advantage. Hum. Resour.
Manage., 37: 31-46.

Chiboiwa MW, Samuel MO, Chipunza C (2010). An examination of
employee retention strategy in a private organisation in Zimbabwe.
Afr, J. Bus. Manage., 4(10): 2103-2109.

Chapman C (2009). Retention begins before day one: orientation and
socialization in libraries. New Lib. World. 110(3/4): 122-135.

Chakrabarty S, Oubre DT, Brown G (2008). The impact of supervisory
adaptive selling and supervisory feedback on salesperson
performance. Ind. Mark. Manage., 37: 447-454.

Chiu KR, Luk VW, Tang TL (2002). Retaining and motivating
employees, Compensation preferences in Hong Kong and China.
Personnel Rev., 31(4): 402-431.

Crossman A, Abou-Zaki B (2003). Job satisfaction and employee
performance of Lebanese banking staff. J. Manage. Psychol., 18(4):
368-376.

Deckop JR, Konard AM, Perlmutter FD, Freely JL (2006). The effect of
human resource management practices on the job retention of former
welfare clients, Human Resource Manage., 45(4): 539-559.

Ferguson R, Brohaugh B (2009). The talent wars. J. Consum. Mark.,
26(5): 358-362.

Finn CP (2001). Autonomy: an important component for nurses’ job
Satisfaction. Int. J. Nurs. Stud., 38: 349-357.

Golden TD, Veiga JF (2008). The impact of superior-subordinate
relationships on the commitment, job satisfaction, and performance of
virtual workers. Leadersh. Q., 19: 77-88.

Gberevbie DE (2010). Strategies for employee recruitment, retention
and performance: Dimension of the Federal civil service of Nigeria.
Afr. J. Bus. Manage., 4(8): 1447-1456.

Griffin MA, Patterson MG, West MA (2001). Job satisfaction and team
work: the role of supervisor support. J. Organ. Behav., 22: 537-550.

Anis et al. 7323

Holland P, Sheehan C, De Cieri H (2007). Attracting and retaining talent
Exploring human resources management trends in Australia. Hum.
Resour. Dev. Int., 10(3): 247262.

Hong L, While AE, Barriball KL (2005). Job satisfaction among nurses:
a literature review. Int. J. Nurs. Stud., 42: 211-227.

Hooper D, Coughlan J, Mullen MR (2008). Structural Equation
Modelling: Guidelines for Determining Model Fit. Elect. J. Bus. Res.
Methods, 6(1): 53-60.

Joreskog K, Sorbom D (1993). LISREL 8: Structural Equation Modeling
with the SIMPLIS Command Language. Chicago, IL: Scientific
Software International Inc.

Kennedy E, Daim TU (2010). A strategy to assist management in
workforce engagement and employee retention in the high tech
engineering environment. Evaluation and Program Planning

Kim WG, Leong JK, Lee Y (2005). Effect of service orientation on job
satisfaction, organizational commitment, and intention of leaving in a
casual dining chain restaurant. Hosp. Manage., 24: 171-193.

Lane KA, Esser J, Holte B, McCusker MA (2010). A study of nurse
faculty job satisfaction in community colleges in Florida. Teach.
Learn. Nurs., 5: 16-26.

Lockwood D, Ansari A (1999). Recruiting and retaining scarce
information technology talent: a focus group study”. Ind. Manage.
Data Syst., 99(6): 251-256.

MacCallum RC, Browne MW, Sugawara HM (1996). Power Analysis
and Determination of Sample Size for Covariance Structure
Modeling. Psychol. Methods, 1 (2): 130-49.

Meyer JP, Allen NJ (1991). A three component conceptualization of
organizational commitment. Hum. Resour. Manage. Rev., 1: 61-89
Meyer JP, Stanley DJ, Herscovitch L, Topolnytsky L (2002). Affective,
continuance, and normative commitment to the organization: A meta-
analysis of antecedents, correlates, and consequences. J. Vocat.

Behav., 61: 20-52.

Milman A (2003). Hourly employee retention in small and medium
attractions: the Central Florida example. Hosp. Manage., 22: 17-35
Molina JA, Ortega R (2003). Effects of employee training on the
performance of North-American firms. Appl. Econ. Lett., 10: 549-552.
Moncarz E, Zhao J, Kay C (2009). An exploratory study of US lodging
properties’ organizational practices on employee turnover and

retention, Int. J. Contemp. Hosp. Manage., 21(4): 437-458.

Mulinge M, Muller CW (1998). Employee Job Satisfaction in Developing
Countries: The Case of Kenya. World Dev., 26(12): 2181-2199

Murry WD, Sivasubramaniam N, Jacques PH (2001). Supervisory
support, social exchange relationship, and sexual harassment
consequences a test of competing model. Leadersh. Q., 12: 1-29.

Namasivayama K, Zhaob X (2007). An investigation of the moderating
effects of organizational commitment on the relationships between
work—family conflict and job satisfaction among hospitality employees
in India, 28: 1212-1223.

Parish JT, Cadwallader S, Busch P (2008). Want To, Ought To, Need
To: Employee Commitment to Change in a Service Organization. J.
Organ. Change Manage., 21 (1): 32-52.

Ramlall S (2004). A Review of employee motivation, employee retention
within organization. J. Am. Acad. Bus. Cambridge, 5(1/2): 52.

Reed SA, Kratchman SH, Strawser RH (1994). Job Satisfaction,
Organizational Commitment, and Turnover Intentions of United
States Accountants: The Impact of Locus of Control and Gender.
Account. Audit. Account. J., 7(1): 31-58

Rego A, Cunha MP (2008). Perceptions of authentizotic climates and
employee happiness: pathways to individual performance? J. Bus.
Res., 61(7): 739-752.

Smith BD (2005). Job retention in child welfare: Effects of perceived
organizational support, supervisor support, and intrinsic job value
Children and Youth Services Rev., 27: 153-169.

Scanduraa TA, Wiliams EA (2004). Mentoring and transformational
leadership: The role of supervisory career mentoring. J. Vocat.
Behav., 65: 448-468.

Samuel MO, Chipunza C (2009). Employee retention and turnover:
Using motivational variables as a panacea. Afr. J. Bus. Manage., 3
(8): 410-415.

Shanock LR, Eisenberger R (2006). When Supervisors Feel Supported:
Relationships with Subordinates’ Perceived Supervisor Support,
Perceived Organizational Support, and Performance. J. Appl.



7324 Afr. J. Bus. Manage.

Psychol., 91(3): 689-695

Tabachnick BG, Fidell LS (2007). Using Multivariate Statistics (5th ed.).
New York.

Vandenberghe C, Bentein K, Stinglhamber F (2004). Affective
commitment to the organization, supervisor, and work group:
Antecedents and outcomes. J. Vocat. Behav., 64: 47-71.

Vidal MES, Valle RS, Aragon BMI (2007). Antecedents of repatriates’
job satisfaction and its influence on turnover intentions: Evidence
from Spanish repatriated managers. J. Bus. Res., 60: 1272-1281.

Wasti SA, Can O (2008). Affective and normative commitment to
organization, supervisor, and coworkers: do collectivist values
matter ?J. Vocat. Behav., 73 (3): 404-413.

Willem A, Buelens M, Jonghe ID (2007). Impact of organizational
structure on nurses’ job satisfaction: A questionnaire survey. Int. J.
Nurs. Stud., 44: 1011-1020.

Wheaton B, Muthen B, Alwin DF, Summers G (1977). Assessing
Reliability and Stability in Panel Models. Sociol. Methodol., 8(1): 84-
136.

Wong C, Wong Y, Hui C, Law KS (2001). The Significant Role of
Chinese Employees’ Organizational Commitment: Implications for
Managing Employees in Chinese Societies, J. World Bus., 36(3):
326-340.

Schumacker RE, Lomax RG (2004). A Beginner's Guide to Structural
Equation Modelling (2nd ed.). Mahwah, New Jersey: Lawrence
Erlbaum Associates, Inc.

Yang J (2009). Antecedents and consequences of job satisfaction in the
hotel industry Jen-Te Int. J. Hosp. Manage.,

Zobal C (1998). The ideal team compensation system — an overview:
Part I. Team Perform. Manage., 4(5): 235-249.



