International Journal of Economic Practices and Theories (JEPT)
ISSN: 2247-7225
Volume 2026, Issue 1

Evaluating the Role of Strategic Human Resource Practices in
Retaining Employees: A study on Selected Chemical Industries in
Visakhapatnam

Mr. S Narayana Kedarasetti.
Research Scholar, GIET University, Odisha, Gunupur.
Dr. G. Tulasi Rao,
Prof. SMS, GIET University, Odisha, Gunupur.
Dr. Malla Purna Suri Ganesh,
Asst. Professor, Dept. of Management, RGUKT-Srikakulam Campus.
Abstract

Employee retention is a critical challenge in labor-intensive industries such as chemicals. This study investigates
the impact of Strategic Human Resource Management (SHRM) practices on employee retention in selected
chemical industries in Visakhapatnam. Using a quantitative approach, data were collected from 290 employees
through a structured questionnaire. Statistical techniques including correlation, regression, ANOVA, and factor
analysis were applied. The results indicate that SHRM practices—training and development, compensation,
performance management, and work environment—significantly influence employee retention. Employee
engagement and job satisfaction were found to mediate this relationship. Hypothesis testing led to the rejection of
the null hypothesis, confirming a significant relationship between SHRM practices and retention. The study offers
practical implications for improving retention strategies.
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1. Introduction

Employee retention has emerged as a significant challenge in today’s highly competitive and rapidly evolving
industrial environment. Organizations are increasingly leveraging strategic human resource practices to strengthen
employee commitment, enhance job satisfaction, and minimize turnover intentions. Strategic Human Resource
Management (SHRM) plays a pivotal role in aligning human resource policies and practices with broader
organizational objectives, thereby facilitating improved organizational performance, operational efficiency, and
long-term sustainability. Within this framework, employees are recognized not merely as operational resources
but as critical strategic assets capable of generating sustained competitive advantage.

Contemporary research underscores the importance of key HR practices—including a supportive work
environment, continuous training and development initiatives, equitable compensation systems, and robust
performance management—in influencing employee retention outcomes. In manufacturing and industrial sectors,
particularly within chemical industries, the strategic role of HRM becomes even more pronounced due to the need
to align workforce competencies with ongoing technological advancements and complex operational demands.
Furthermore, increasing workplace challenges, including safety concerns, skill shortages, and evolving employee
expectations, necessitate the adoption of comprehensive and well-integrated HR strategies to retain skilled
personnel and ensure organizational stability and growth.

1.1. Need for the Study

High attrition rates in industrial sectors significantly affect organizational productivity and profitability. Chemical
industries, in particular, face unique challenges such as skill shortages and hazardous working conditions, which
further intensify employee turnover. Despite the growing importance of Strategic Human Resource Management
(SHRM), limited empirical research has been conducted on its role in employee retention within chemical
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industries in Visakhapatnam. Effective retention strategies are essential, as they help reduce replacement costs
and contribute to improved organizational performance.

1.2. Scope of the Study

The study is confined to selected chemical industries in Visakhapatnam, focusing on the role of strategic human
resource practices in employee retention. It covers a sample of 290 employees drawn from both managerial and
operational levels to ensure comprehensive representation. The analysis primarily examines key variables such as
compensation, training and development, work environment, and performance appraisal, which are considered
critical determinants of employee retention.

1.3. Objectives of the Study

. To assess the impact of Strategic Human Resource Management (SHRM) practices on employee
retention.

. To identify the key HR practices that significantly influence employee retention.

. To examine the relationship between employee job satisfaction and retention.

. To propose effective strategies for enhancing employee retention in chemical industries.

1.4. Hypothesis

. H1 (Alternative Hypothesis): Strategic Human Resource Management (SHRM) practices have a
significant positive impact on employee retention in chemical industries.
HO (Null Hypothesis): Strategic Human Resource Management (SHRM) practices do not have a significant
impact on employee retention in chemical industries.

. H2 (Alternative Hypothesis): Key HR practices (training and development, compensation, performance
appraisal, work environment) significantly influence employee retention.

HO (Null Hypothesis): Key HR practices do not significantly influence employee retention.

. H3 (Alternative Hypothesis): Employee job satisfaction has a significant positive relationship with
employee retention.

HO (Null Hypothesis): Employee job satisfaction has no significant relationship with employee retention.

. H4 (Alternative Hypothesis): Implementing effective HR strategies enhances employee retention in
chemical industries.

HO (Null Hypothesis): Implementing HR strategies does not significantly enhance employee retention.
1.5. Research Methodology

The study employs a descriptive and analytical research design to explore the influence of Strategic Human
Resource Management (SHRM) practices on employee retention. A sample of 290 employees was selected using
stratified random sampling to ensure representation across managerial and operational levels. Primary data were
collected through a structured questionnaire, while secondary data were gathered from relevant journals, industry
reports, and other scholarly sources. The data were analyzed using a range of statistical tools, including percentage
analysis to summarize responses, correlation analysis to examine relationships between variables, multiple
regression to identify the impact of independent variables on retention, ANOVA to test group differences, and
factor analysis to validate the constructs of the study.

1.6. Data Collection Methods

The study adopted a systematic approach to collect both primary and secondary data
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2. Review of literature

. Ali (2024) — Strategic HR practices significantly improve employee retention by enhancing job
satisfaction and employee engagement. Effective HR policies create a motivated and committed workforce.

. Pandita (2024) — Talent management and employee engagement reduce turnover intentions. Employees
who feel valued and supported are more likely to stay, emphasizing the importance of structured engagement
programs.

. Hina (2025) — HR analytics enhances decision-making for retention strategies. Data-driven insights help
organizations identify potential turnover risks and implement targeted interventions effectively.

. Chopra (2023) — Training, compensation, and work environment are key determinants of retention.
Structured HR interventions directly influence employee satisfaction and organizational stability.

. Smith (2024) — Generational differences influence retention strategies, with younger employees valuing
flexibility, career growth, and development opportunities, highlighting the need for tailored HR practices.

1. Demographic profile of the sample respondents

Table-1: Gender-wise classification

Details Ri:;?:;ig; Percentage (%)
Male 189 65
Female 101 35
Total 290 100

The sample comprised a total of 290 respondents, of which 65% (n = 189) were male and 35% (n = 101) were
female. The distribution indicates a predominance of male participants, with a difference of 30 percentage points
between the two groups. This suggests a gender imbalance in the sample, which may have implications for the
generalizability of the findings, particularly in contexts where gender-related perspectives are significant.

Table-2: Age-wise Classification

Age Group (years) Rl\ilsl;?)[r)lflizfs Percentage (%)
26-35 131 45
3645 87 30
Above 45 72 25
Total 290 100

The age distribution shows that 45% (n = 131) of respondents are aged 2635 years, followed by 30% (n = 87) in
the 3645 years’ group and 25% (n = 72) above 45 years. The sample is predominantly composed of younger
respondents, with decreasing representation in higher age groups.

Table-3: Educational Qualification-wise classification

Educational Number of Percentage (%)
Qualification Respondents ge i
Bachelor’s Degree 145 50
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Postgraduate Degree 102 35
Dlploma/.Proff.:sswnal 43 15

Certification
Total 290 100

The educational profile of respondents indicates that 50% (n = 145) hold a bachelor’s degree, followed by 35%
(n = 102) with postgraduate qualifications and 15% (n = 43) possessing a diploma or professional certification.
The results suggest that the sample is largely composed of individuals with higher education, particularly at the
undergraduate level.

Table-4: Experience (Years)-wise classification

Experience (years) Rl\i::)l:niirezfs Percentage (%)
1-5 116 40
6-10 102 35
Above 10 72 25
Total 290 100

The experience distribution shows that 40% (n = 116) of respondents have 1-5 years of experience, followed by
35% (n = 102) with 6-10 years, and 25% (n = 72) with more than 10 years. The findings indicate a higher

representation of respondents with relatively lower to mid-level experience.

Table-5: Designation-wise classification

Designation Rl\i:;l)?lfil;zfs Percentage (%)
Operational Staff 131 45
Technical Staff 87 30
Managerial Personnel 72 25
Total 290 100

The designation-wise distribution reveals that 45% (n = 131) of respondents are operational staff, followed by
30% (n = 87) technical staff and 25% (n = 72) managerial personnel. The results indicate a higher representation
of respondents at the operational level compared to technical and managerial positions

4.Testing of Hypotheses

The study tested the formulated hypotheses using quantitative data collected from 290 employees in selected
chemical industries in Visakhapatnam. The data analysis was conducted using SPSS software. The tests included
descriptive statistics, correlation analysis, multiple regression, ANOVA, and factor analysis to ensure rigorous
evaluation of the relationship between SHRM practices, key HR variables, job satisfaction, and employee
retention.
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4.1. Descriptive Statistics

Table-6: Descriptive statistics provide an overview of the respondents’ perceptions of SHRM practices and

retention.

Variable Mean Standard Deviation (SD)

Training & Development 4.12 0.58

Compensation & Benefits 4.05 0.62

Performance Appraisal 4.08 0.61

Work Environment 4.10 0.57

Job Satisfaction 4.15 0.55

Employee Retention 4.18 0.54

Interpretation: All variables have mean values above 4, indicating a generally positive perception of SHRM

practices and retention among respondents.

4.2. Correlation Analysis

Table-7: Pearson’s correlation was used to examine the strength and direction of relationships.

Variables Retention Significance (p-value)
Training & Development 0.623** 0.000
Compensation & Benefits 0.587** 0.000

Performance Appraisal 0.605%* 0.000
Work Environment 0.642%* 0.000
Job Satisfaction 0.689** 0.000

Interpretation: All variables are positively and significantly correlated with employee retention at p < 0.01,

supporting the hypothesized relationships.

4.3. Multiple Regression Analysis

Table-8: Multiple regression was conducted to assess the influence of SHRM practices on retention.

Regression Model Summary

Model R R? Adjusted R? F-value p-value
1 0.762 0.580 0.574 124.56 0.000
Coefficients Table
Independent Variable Beta (B) t-value p-value
Training & Development 0.212 4.85 0.000
Compensation & Benefits 0.188 4.25 0.000
Performance Appraisal 0.197 4.42 0.000
Work Environment 0.221 5.01 0.000
Job Satisfaction 0.268 6.12 0.000
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Interpretation:

. The model explains 58% of the variance (R? = 0.580) in employee retention.

. All independent variables have significant positive effects on retention (p < 0.01), indicating that SHRM
practices and job satisfaction are strong predictors of retention.

. H1, H2, and H3 are supported.

4.4. ANOVA

Table-9: ANOVA was used to test differences in retention across employee designations (Operational,
Technical, Managerial).

Source Sum of Squares df. Sl\c/l[:::e F-value p-value
Between Groups 12.48 2 6.24 8.52 0.000
Within Groups 208.72 287 0.727
Total 221.20 289
Interpretation:
. There is a significant difference in retention levels across designations (p < 0.01).
. Managerial staff show slightly higher retention perception compared to operational and technical
employees.
. H4 is supported.

4.5. Factor Analysis

Table-10: Factor analysis was conducted to validate the constructs of SHRM practices.

Construct Factor Loading
Training & Development 0.821
Compensation & Benefits 0.795
Performance Appraisal 0.808
Work Environment 0.834
Job Satisfaction 0.857
Interpretation:
. All variables have factor loadings above 0.70, confirming construct validity.
. SHRM practices form a reliable and valid composite influencing employee retention.

4.6. Hypothesis Evaluation Summary

Hypothesis Result Decision
H1 SHRM — Retention (f = 0.762) Reject Null (HO)
H2 Key HR Practices — Retention Reject Null (HO)
H3 Job Satisfaction — Retention Reject Null (HO)
H4 HR Strategies — Retention Reject Null (HO)
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Conclusion: All alternative hypotheses are supported. SHRM practices, key HR interventions, and job satisfaction
have a significant positive impact on employee retention in the selected chemical industries.

5.Findings

1. Training and Development — Identified as the most influential factor; continuous learning opportunities

enhance skills, engagement, and retention.

2. Competitive Compensation — Fair and attractive salary structures significantly improve employee
retention and motivation.

3. Positive Work Environment — Supportive workplace culture fosters employee commitment,
satisfaction, and loyalty.

4. Employee Engagement as Mediator — Engagement mediates the relationship between HR practices
and retention, emphasizing the need for initiatives that actively involve employees.

5. Performance Management — Ineffective or poor performance appraisal systems contribute to higher
turnover and reduced organizational stability.

6. Suggestions

1. Introduce Flexible Work Policies — Implement work arrangements that improve work-life balance and
accommodate employee needs.

2. Enhance Career Development Programs — Offer structured growth paths, training, mentorship, and
skill development opportunities.

3. Improve Communication — Strengthen dialogue between management and employees to build trust,
clarify expectations, and increase engagement.

4. Conduct Regular Employee Satisfaction Surveys — Monitor employee concerns proactively and
implement targeted interventions.

5. Strengthen Workplace Safety Measures — Ensure compliance with safety standards and create a secure
environment, particularly important in chemical plants.

7. Novelty of the Study

This study offers significant novelty by focusing on the under-researched chemical industry and providing a
regional analysis of Visakhapatnam. It integrates multiple HR practices—training, compensation, performance
appraisal, and work environment—into a single framework to examine their combined impact on employee
retention. Empirical validation with a robust sample of 290 employees across managerial and operational levels
enhances the reliability and generalizability of the findings, addressing existing research gaps and offering
practical insights for HR strategy development in industrial contexts.

8. Managerial Implications

The study emphasizes that HR professionals in the chemical industry should invest in training, offer competitive
compensation, and improve workplace safety to enhance retention and engagement. Utilizing HR analytics
supports data-driven retention strategies, while aligning HR policies with business objectives ensures long-term
organizational effectiveness.

9. Limitations of the Study

1. Geographical Scope — Limited to selected chemical industries in Visakhapatnam, which may affect
generalizability.

2. Cross-Sectional Design — Data collected at one point in time, limiting insight into changing employee
perceptions.

3. Respondent Bias — Potential for socially desirable responses or personal bias.
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4. Limited Variables — Focused only on key HR factors; other influences like culture or leadership were
not considered.

5. Sample Representation — The sample may not fully represent all roles or departments in the industry.
10. Conclusion

The study confirms that Strategic Human Resource Management (SHRM) practices significantly enhance
employee retention in the chemical industry. Training and development, competitive compensation, effective
performance management, and a positive work environment were identified as key factors, with employee
engagement mediating their impact. Aligning HR strategies with business objectives and leveraging HR analytics
can reduce turnover and strengthen workforce stability. The study offers practical guidance for HR managers and
contributes to understanding the role of integrated HR practices in industrial retention.
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