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Abstract - Employees are the most important resource of the establishments. Any employee resignation causes both cost and 
competitiveness losses. Studying and understanding career stability of the employees are crucial factors letting them have 
goals at work. This research then aims to study and synthesize various factors affecting the career stability of Generation Y 
employees in auto parts manufacturing businesses. The findings revealed that there were 5 factors affecting the career 
stability: job roles, organizational characteristics, job satisfaction, organizational commitments, and career stability. These 
factors could also be developed into a research framework and used for further study of empirical data to test the relationship 
and weight of the Generation Y employees’ career stability factors. 
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I. INTRODUCTION 

 

Business operations are at present highly competitive 

due to technology and faster communication. Mergers 

as company’s strategies for growing business farther, 

and the launch of the ASEAN Economic Community 

leading to a significantly increased number of foreign 

investments in Thailand are also competitive causes. 

If companies cannot adapt to changing competitive 
conditions, they may have greater difficulties and 

challenges of doing businesses. Employees’ career 

stability is one of the conditions the establishments 

have to keep in mind. With high potential employees 

gone, the establishmentsmust bear oneto seventimes 

of a salary cost of the resigned employees. The other 

four costs were additionally occurred during related 

time periods. The first cost wasa costbefore 

resignation; it was caused when the employees had no 

motivation and inefficiency at work was generated. 

The second cost was the cost after resignation for 
processing and compensation claims.The thirdcost 

was the costof having vacancies, referring to as 

decline in sales or overtime pay for remaining 

employees.The forth cost was the cost offinding a 

replacement for new employee selection (Stanz, 

2009: 18). Senevirathna (2017: 2) also revealed that 

the procedure to find a replacement employee was 

very difficult. More than 86 percent of employers had 

difficulty recruiting new employees and 58 percent of 

the employers still had problems convincing the 

employees to stay at their job. The cost of recruiting 

new employees will be up to 50- 60 percent of wages. 
Moreover, the establishments had many ongoing 

costs such as skill acquisition costsfor investing in the 

new employees’ skills, and direct and indirect 

trainingcosts (Mbah, 2012: 277 .)Changing jobs was 

still the most frequent and troubling problem of the 

establishments as they had to pay for recruitment and 

new training costs, as well as encounter production 

stops or project delays. Wilcher (2018) believed that the 

loss of employees resulted in various damages such as 

earnings and knowledge retention. Besides, 

colleagues would have more work causing morale, 

low customer service level, greater chance of 

absences, and low employee engagement. 

 
Studying and understanding the needs of employees 

was therefore necessary because basic needs of jobs 

and employees’ basic characteristics in each time 

period were constantly changed. (Chombhuphan and 

Sutthinarakorn, 2018: 78).  Employee retention, an 

important factor for organization’s success, could 

generate greater commitment and willingness to 

persevere. The commitment helped the organization 

to increase the employee retention rate as the 

employees dedicated themselves to make the 

organization successful. The employee retention also 
benefited the organization in terms of improving 

effectiveness at work and increasing understanding of 

direction of the work. The employees were able to 

develop their professional skills through learning and 

new skills. They easily got along well with other 

people at work, had good opportunities to be role 

model employees and to be promoted, as well as 

worked happily and felt like they were part of the 

work (Shahid and Azhar, 2013: 253). 

 

For the establishments, more attention should be paid 

to Generation Y workforce as the highest number of 
Generation Y population was shown according to 

registration systems and statistical data in 2016. 

There were 11,906, 927 Boomers (1946-1964) aged 

56-74. Generation X was born between 1965-

1980and was between40-55years old (16,614, 511 



International Journal of Management and Applied Science, ISSN: 2394-7926                          Volume-6, Issue-1, Jan.-2020 

http://iraj.in 

A Conceptual Model of Career Stability of Generation Y Employees in Auto Parts Manufacturing Businesses 

 

2 

people) whereas Generation Y was born between 

1981- 2000 and was 20- 39 years old (18,975, 902 
people) (Department of Provincial Administration, 

2018: online).Although the numbers of Generation Y 

and Generation X populations were similar, 

Generation X employees gradually retired while 

Generation Y employees increasingly entered into the 

establishments and would be their main forces in the 

next 24 to 43 years. The study of Smola and Sutton 

(2002: 365-367) alsofound that work values in each 

generation were different, and the values were even 

more varied at different age periods.These study 

results were consistent with the research findings of 

the Shahid and Azhar (2013: 256) demonstrating that 
age was a good indicator of organizational 

commitment. Older employees had fewer 

opportunities to participate in career development. 

They then agreed that their jobs were good enough 

and did not think of changing jobs or 

even switching careers. They were more committed 

than young employees because they used to fight for 

the organizations and build them up; these led to their 

tendency to stay longer. The mentioned information 

was confirmed by data from the Research Center for 

Social and Business Development, suggesting that the 
Generation X had an average duration of working 

time at each workplace being equal to 5. 5 years 

compared with that of Generation Y only being equal 

to 2. 5 years each (Research Center for Social and 

Business Development, 2018). All of these results 

were in line with the survey results of the United 

States Bureau of Labor Statistics showing that 

workers aged 25- 34 years had the turnover rate of 2. 8 

years in a job (Bureau of Labor Statistics, 2018) . 

 

In this study, components of the career stability of 

Generation Y employees in auto parts manufacturing 
businesses were synthesized to create a model 

displaying the relationship structure among variables. 

The study was divided into 2 steps:  1 ) conducting 

literature reviews to theoretically synthesize content 

through studying concepts and theories relevant to the 

career stability, and 2) summarizing the content to 

become relevant components for being a conceptual 

framework. 

 

II. LITERATURE REVIEWS 

 

2.1. Generation Y 

Generation Yrefers to a group of people who 

were born in the 1980s and early 1990s,and specified 

behavioral characteristics by a group of friends. The 

key characteristics of this generation comprised of 1) 

having the same age range and having a shared 

history of society, politics, war, and important world 

events, 2) believing in family, career, personal life, 

society, politics, religion, behavior, marriage, and 

health. 3) Having awareness of childhood 

membership and sticking together during adolescence 

(Reeves and Oh, 2008: 297). Even though times had 

changed, the membership of people in this Generation 

was the same ( Sarah, 2003).The people in this 
Generation learned through digital natives; their 

learning environments were flexible and easily 

changed. As they learned through online courses, 

they felt good to use technology and continuously 

utilized it in their daily life. Likewise, they felt 

uncomfortable about traditional learning(Cornelius, 

2018). The feeling of being closely connected to 

technology led to both advantages and disadvantages 

in cognitive, emotional, and social outcomes in 

different aspects(Bolton et al., 2013: 8) 

 

As the people in this Generation were enlightened 
with advanced technology and convenience matters 

with unlimited access of information searching, their 

low tolerance was then created. They needed 

everything (want it all) and wanted it quickly (want it 

now). These characteristics directly affected work 

needs, salary, compensation, work-life balance, 

progress in work, and valued work characteristics to 

society (Bolton et al., 2013: 8 .)These findings were 

consistent with the results of Boonchuay Silamomet 

al ( .2018: 68  )stated that The people in this 

Generation had ambitions and clear career goals; they 
were ready to change jobs if the jobs were unable to 

meet their needs. They additionally needed leapfrog 

for their career paths, clear promotion systems, and 

even organizational supports of technical training and 

study visits to increase their work skills.In short, the 

people in Generation Y show some unique 

characteristics requiring everything they want 

regardless of being able to wait with patience. They 

suppose that they have a choice in everything they 

choose; therefore, they are always ready to find new 

opportunities or better things for themselves. 

 

2.2. Career Stability 

Career stability refers to an employees’ intention to 

work and continue staying at a job in their 

organization (Patgar and Vijayakumar, 2015) without 

thinking of quitting their job, changing careers, or 

trying to find new ones although they receive a better 

job offer   .Employees’career stability was important 

to the organization as it helped to lower management 

costs; no costs of training new employees were 

generated. Furthermore, the employees’career 

stability assisted to lower production costs because 
the employees were familiar with organizational 

policies, values, production processes, and working 

systems. The employees could maintain their 

customer base because they were already familiar 

with the customers, resulting in continuous 

knowledge sharing without risks of information or 

technology leakage from an employee resignation 

(Dutta and Banerjee, 2014).  Cowin and Hengstberger 

(2006), Rossi (2018: 21 - 22), and Laddawan et al .

(2018: 123) synthesized components of career 

stability which could be divided into 3 sub-

components as follows: 1) being part of the 
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organization meaning that the employees were ready 

to unconditionally comply with organizational rules, 
2) planning to work continuously meaning thatthe 

employees were energetic, focused, dedicated to their 

job, and improved their knowledge to increase self-

worth and to apply to work, and 3) not quitting a job 

meaning that the employeesdecided not to move 

fromthe original organization even if there were new 

opportunities or better offers. 

 

2.3. Roles 

Rolesrefer tojob positions with specific duties and 

responsibilities in the organizational structure 

(Ashforth, 2001: 4); they are also considered to be 
dividing and bonding lines between the employees 

and the organization.Therefore, the employees 

needed to be familiar and fully understand their roles 

to obtain consistent performance at work.The 

advantages of the roles were to create clarity in jobs 

and work processes, to continue working efficiently 

and effectively, to control and complete the task on 

time, to communicate effectively, and to promote 

effective teamwork.The work roles could be divided 

into 3 sub-components: role ambiguity,role conflict, 

and role overload. 1) The role ambiguityreferring to a 
role lacking in clarity and having unpredictable 

outcomes.Role receivers felt that they did not receive 

good organizational communication.If the employees 

needed clarity, the role ambiguity would most likely 

happen. The role ambiguity caused the role receivers 

to solve problems with defense mechanisms, 

ultimately resulting in dissatisfaction, stress, and 

anxiety. Other research findings supported thatthe 

role ambiguity would negatively affect group 

satisfaction, create hostility level, and bring about 

undesirable results(MacCorkle, 2004: 8). 2) The role 

conflict referring toincongruence and incompatibility 
between expectations and what appeared in the roles 

(MacCorkle, 2004: 8).The role conflict was occurred 

by easy matters having two or more overlapping roles 

and it increased steadily as the employees paid more 

attention and gave more effort into their work (Ee, 

Teoh, and Yen, 2017: 15). The role conflict also had 

a direct correlation to job related tensions, job related 

anxiety, job dissatisfaction, futility, propensity to 

withdraw, lack of confidence in organization, 

inability to influence decision making, unfavorable 

attitude toward role senders, job contentment, 
dedication toward a job, and resignation intention  

(Ee, Teoh, and Yen, 2017: 15) .3 )The role overload 

occurred when multiple roles were assigned to the 

employees at the same time and each work role has 

different job requirements, resulting in failing 

at achieving the employees’ goals. The employees 

also lacked resources to meet the needs of each job. 

Excessive roles had a bad relationship impacting the 

employees’ health and job satisfaction (Pearson, 

2008). These roles additionally createdwork stress 

due to inappropriate job characteristics such as an 

imbalance between work duties and work time and so 

on. An increased workload manifested significant 

impact onjob satisfaction(Kane ,2018: 6-7). 
 

2.4. Organizational Characteristics 

Organizational characteristicsrefer tofeatures driving 

various activities to achieve organizational objectives 

and encouraging the employees to stay at their jobs. 

Good organizational characteristics positively affect 

those involved in the organization such as employees, 

executives, shareholders, and customers in order to 

drive the various activities to meet the 

organizational.The organizational characteristics 

consist of  4 sub-components: organizational readiness 

for work support, human resource strategy and 
fairness, confidence in managers and supervisors, and 

organizational culture. 1  )The organizational 

readiness for work supportrelated tothe employees’ 

perception towards the organization, considering that 

the organization was ready to provide value for their 

dedication, concern about their welfare, and help 

solving problems. Organizational support was also 

considered as a guarantee that the organization 

wasready to help the employees in doing their work 

more efficiently and solving unwanted situations. If 

the employees were aware of this support, their 
commitment to achieve their stated objectives would 

be increased (Krupa, 2018: 35) and their intent to 

resignwould be reduced (Eder and Eisenberger, 2008: 

66)  .2  )The human resource strategy and 

fairnessrelated to work practices enabling the 

employees to work efficiently and achieve their goals. 

This strategy was connected with creating familiarity, 

providing good memories and experiences at work, 

promoting well-being, creating new experiences, 

facilitating new knowledge and skills,and giving fair 

opportunities to be promoted. Kummerfeldt (2011) 

studied the human resource strategy as an important 
factor in job satisfaction, potential, and stability. The 

findings demonstrated thatthe human resource 

strategy as the factor in the job satisfaction pertained 

to continuity-newness consisting of various forms of 

stimulation. Meanwhile, the human resource strategy 

as the factor in the career stability was connected 

with recognition, open communication, and value. 3) 

The confidence in managers and supervisors involved 

indesirable characteristics of the supervisors leading 

to employee happiness and satisfaction at work. 

These characteristicswere described as appropriate or 
adaptive behavior, understanding weaknesses and 

strengths, being open and friendly, having morality 

and ethics, and being fair. If the employees were 

satisfied with their executives, supervisors, and 

colleagues, their job satisfaction at workwould be 

increased (Kane, 2018:6-7). Furthermore,3Stearns 

(2012: 28-29) studied the relationship among 

leadership behaviors, job satisfaction, and career 

stability, and found that the leadership behaviors 

affected attitudes, dedication, commitment, and job 

satisfaction of the employees consisting of behaviors, 

self-awareness, transparency, internalized moral, and 
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balanced processing.  4 ) The organizational 

culturereferred tobeliefs and values aimingatthe 
employees' satisfaction and success at work. Various 

researches also found that the organizational culture 

was closely related to the job satisfaction and the 

career stability. If the employees were satisfied with 

the organizational culture, they would be satisfied 

with their job, colleagues, and organizational 

commitment (Giaedi, 2012: 27;Kane ,2018: 9). 

 

2.5. Job Satisfaction 

Job satisfactionrepresents a satisfied expression as job 

expectations match reality.When the employees' 

job satisfaction level has become expected, aspiration 
and happiness at work will be generated. The findings 

ofJones (2018: 19),Kane (2018: 6-7), and Khamis et 

al. (2012: 9207) pointed out that the job satisfaction 

consisted of 5 components: organizational image, job 

characteristics and work engagement, career 

advancement opportunities, income and 

compensation, and employee relations in 

the organization.1) The organizational imagereferred 

to organizational qualifications influencing the 

decisions to stay or leave the organization such as job 

security and good reputation. 2) The job 
characteristics and work engagementrelated to the 

nature of work and what providing convenience at 

work such as work equipment,physical work,work 

chart, time, form and work duration. 3) The career 

advancement opportunitiespertained to organizational 

support and encouragement for the employees, salary 

increase, promotion, relocation, and academic 

support. 4) Theincome and compensationrelated to 

rewards in both monetary (salary and bonus) and non-

monetary forms (various welfare benefits). 5) The 

employee relations in the organizationreferred to a 

sense of satisfaction with colleagues caused by 
helping, sharing, and maintaining good human 

relations in both work and personal issues. 

 

2.6. Organizational Commitment 

Organizational commitment related to employees’ 

expression of emotion in recognizing the importance 

of work, job interest, and responsibility for the 

assignment. The organizational commitment is 

essential to the organizational success through 

relationships, relationship maintenance, awareness 

and understanding, as well as behaviors such as 
reconciliation, forgiveness, dedication and sacrifice to 

maintain the relationships, and predicting the 

direction of future relationships whether to be 

remained or continued.The study ofMeyer and Allen 

(1997: 11) andMowday, Poter, and Steers(1979: 

226)revealed that the organizational commitment 

comprised of 3 sub-components: Trust and 

acceptance of organizational values and 

goals,willingness to dedicate efforts to the 

organization, and desires to maintain membership. 1) 

Trust and acceptance of organizational values and 

goals referred to the employees' feelings of 

acceptance in the organization and its goals 

regardless of their own conflicts. 2) Willingness to 
dedicate efforts to the organizationrelated to the 

employees’ feelings of voluntary sacrifice of physical 

strength, encouragement, time, and ability for the 

organization 3) Desires to maintain 

membershipinvolved in the employees’ feelings of  

desire to stay in their organization in spite of 

receiving better opportunities.All these results were 

in line with the findings ofCooper-Hakim 

andViswesvaran (2005: 241) stating that the 

psychological attachment component pertained to 

employees’ attachment to the practices of the 

organization's objectives and the desires to remain 
within their guidelines. The development of the 

organizational commitment was triggered by the 

psychological commitment between employers and 

employees balancing dedication of them both. The 

commitment ultimately led to employees’ compliance 

to persevere, take action, and work for the 

organization. 

 

From the synthesis of theoretical content and all 

literature reviews, the researchers found that the 

career stability of Generation Y employees in auto 
parts manufacturing businessescomposed of 1) job 

roles: role ambiguity, role conflict, androle overload; 

2) organizational characteristics: organizational 

readiness for work support, human resource strategy 

and fairness, confidence in managers and supervisors, 

and organizational culture;  3 ) job satisfaction: 

organizational image, job characteristics and work 

engagement, career advancement opportunities, 

income and compensation, and employee relations in 

the organization;  4 ) organizational commitment: trust 

and acceptance of organizational values and goals, 

willingness to dedicate efforts to the organization, 
and desires to maintain membership;  5 ) career 

stability:being part of the organization  ,planning to 

work continuously  ,and not quitting a job. These 

components could then be developed into a research 

framework ofGeneration Y employees’ career 

stability in auto parts manufacturing businesses in 

Thailand 

 

III. RESULTS AND DISCUSSION 

 

From the synthesis of theoretical content and all 
literature reviews, the researchers found that the 

career stability of Generation Y employees in auto 

parts manufacturing businessescomposed of 1) job 

roles: role ambiguity, role conflict, androle overload; 

2) organizational characteristics: organizational 

readiness for work support, human resource strategy 

and fairness, confidence in managers and supervisors, 

and organizational culture;  3 ) job satisfaction: 

organizational image, job characteristics and work 

engagement, career advancement opportunities, 

income and compensation, and employee relations in 

the organization;  4 ) organizational commitment: trust 



International Journal of Management and Applied Science, ISSN: 2394-7926                          Volume-6, Issue-1, Jan.-2020 

http://iraj.in 

A Conceptual Model of Career Stability of Generation Y Employees in Auto Parts Manufacturing Businesses 

 

5 

and acceptance of organizational values and goals, 

willingness to dedicate efforts to the organization, 
and desires to maintain membership;  5 ) career 

stability:being part of the organization  ,planning to 

work continuously  ,and not quitting a job. These 

components could then be developed into a research 

framework (see Fig.1.) of Generation Y employees’ 
career stability in auto parts manufacturing businesses 

in Thailand. 

 

 
Fig.1. The hypothetical research framework of Generation Y employees’ career stability in auto parts manufacturing 

businesses(Proposed Model( 

 

IV. CONCLUSIONS 
 

This research aims to create understanding of the 

career stability of Generation Y employees in auto 

parts manufacturing businesses in Thailand.The 

synthesis of theoretical content and all literature 

reviews to identify hypothetical research framework 

led to 5 factors affecting the career stability: 1) job 

roles: role ambiguity, role conflict, androle overload; 

2) organizational characteristics: organizational 

readiness for work support, human resource strategy 

and fairness, confidence in managers and supervisors, 

and organizational culture;  3 ) job satisfaction: 
organizational image, job characteristics and work 

engagement, career advancement opportunities, 

income and compensation, and employee relations in 

the organization;  4 ) organizational commitment: trust 

and acceptance of organizational values and goals, 

willingness to dedicate efforts to the organization, 

and desires to maintain membership;  5 ) career 

stability:being part of the organization  ,planning to 

work continuously  ,and not quitting a job. The 

findings also unveiled that each variable not only 

influenced the career stability but also had an effect 

on one another,e.g. 1) the job roles affecting the 
organizational characteristics and the job satisfaction, 

2) the organizational characteristics affecting the job 

satisfaction and the organizational commitment, and 

3) the job satisfaction affecting the organizational 

commitment. All of these factors could be developed 

into the research framework and used for further 

study of empirical data to test the relationship and 

weight of the Generation Y employees’ career 

stability factors. 

 

REFERENCE 

 
[1] Department of Provincial Administration, “The Number of 

Nationwide Population by Age”, December 2016 

(Online).http://stat.dopa.go.th/stat/statnew/upstat_age_disp.

php, (Access on 28 November2018). 

[2] B. Silamom,W. Deoisres,andA. Khumyu, “Factor 

Influencing the Retention of Professional Nurse”,Journal of 

nursing and healthcare, vol.36(1), pp.62-71, 2018. 

[3] L. Someran, S. Am-ugsorn, S. Supaphol, andS. Sastsara, 

“Promoting career advancement and career stability for the 

caregiver”,Journal of Humanities and Social Sciences 

Thonburi University vol.12(29), pp.119-134, 2018. 

[4] Research Centre for Social and Business Development Co., 

Ltd. 2018.  The survey results of a salary in the dimension 

of work and quality of life.(Online).  



International Journal of Management and Applied Science, ISSN: 2394-7926                          Volume-6, Issue-1, Jan.-2020 

http://iraj.in 

A Conceptual Model of Career Stability of Generation Y Employees in Auto Parts Manufacturing Businesses 

 

6 

http://sabcentre.com/download/article/ 

article2018052408542.pdf., (Access on 13 February 2019). 

[5] B.E. Ashforth, “Role Transitions in Organization Life An 

Identity-Based Perspective”, New Jersey: Lawrence 

Erlbaum Associates Inc, 2001. 

[6] R.N. Bolton, A. Parasuraman, A. Hoefnagles, N. Migchels, 

S. Kabadayi, T. Gruber, Y. Komarova, and D. Solner, 

“Understanding Generation Y and their use of social media: 

A review and research agenda”,  Journal of Service 

Management,vol.24(3), pp.245-267, 2013. 

[7] Bureau of Labor Statistics. 2018.  Employee Tenure 

(Online). https://www.bls.gov/news.release/pdf/tenure.pdf., 

(Access on 2 May 2019) 

[8] R. Chombhuphan and W. Sutthinarakorn, “Success in 

Building a Micro Entrepreneurship of Generation Y 

Vocational Graduates in Gig Economy”, International 

Journal of Management and Applied Science , vol.4(4), 

pp.78 – 82, 2018. 

[9] Cooper-Hakim and C. Viswesvaran, “The construct of work 

commitment: testing an integrative framework”,  

Psychological bulletin, vol.131(2), pp. 241-259, 2005. 

[10] A.D. Cornelius, “ Strategies for motivating a 

multigenerational workforce”,  Doctor of Business 

Administration College of Management and Technology, 

Walden University, 2018. 

[11] L.S. Cowin and C. Hengstberger-Sims, “New graduate 

nurse self-concept and retention: A longitudinal survey”, 

International journal of nursing studies, vol.43(1), pp. 59-

70, 2006. 

[12] A.B. Dutta and S. Banerjee, “Study of employee retention”, 

International journal of business management & research 

(IJBMR), vol.4(1), pp. 83 – 88, 2014. 

[13] P. Eder and R. Eisenberger, “Perceived organizational 

support: Reducing the negative influence of coworker 

withdrawal behavior” Journal of management, vol.34(1), 

pp.55 – 68, 2008. 

[14] M.J. Ee, M.Y. Teoh, and Y.Y. Yen., “Role Conflict, Role 

Ambiguity and Role Overload: The Strains of Work-Family 

Conflict”, The Social Science, vol.12(9), pp.15., 2017. 

[15] T. Giaedi, “Using structural equation model to study the 

impact of organizational culture and nursing work 

environment in nursing and patient satisfaction”, Medical 

University of South Carolina - College of Health 

Professions, 2012. 

[16] R.L. Jones, “The Relationship of Employee Engagement 

and Employee Job Satisfaction to Organization 

Commitment”, Doctor of Business Administration College 

of Management and Technology, Walden University, 2018. 

[17] C. Kane, “Does generation matter? Understanding employee 

turnover intentions and the millennial worker”, Doctor of 

Business Administration Fox school of Business, Temple 

University, 2018. 

[18] K.A. Khamis, R. Saad, D.M. Sadek, A. Anuar, and M.R. 

Khir, “Job satisfaction related with organization 

commitment: a study on bank employees at Northern region 

Malaysia”, Elixir icial Science, vol.48, pp.9206 -9211, 

2012. 

[19] J.M. Krupa, “Identifying the Personal and Perceived 

Organizational Characteristics Associated with Job 

Satisfaction Among Juvenile Probation Staff”, Doctor of 

Philosophy Department of Criminology College of 

Behavioral and Community Sciences, University of South 

Florida, 2018. 

[20] V.D. Kummerfeldt, “Human resource management 

strategies for volunteers: A study of Job satisfaction, 

performance and retention in a nonprofit organization”, 

Doctor of Philosophy School of business and technology, 

Capella University, 2011. 

[21] M.L. MacCorkle, “Factors that influence the career stability 

of assistant principals”, Doctor of Education in Educational 

Leadership Department of Leadership Studies, Marshall 

University, 2004. 

[22] S.E. Mbah, “Job Satisfaction and Employees’ turnover 

intentions in total Nigeria plc. in Lagos State”, International 

journal of humanities and social science, vol.2(14), pp.275-

287, 2012. 

[23] J.P. Meyer and N.J. Allen, “Commitment in the Workplace 

Theory, Research, and Application”, California: SAGE 

Publications. 1997. 

[24] R.T. Mowday, R.M. Steers, and L.W. Porter, “The 

Measurement of organization commitment”, Journal of 

Vocational Behavior, vol.14, pp.224-247, 1979. 

[25] S. Patgar and N. Vijayakumar, “A study on the factors 

affecting employee retention in a textile industry”, 

International journal of recent research in civil and 

mechanical engineering, vol.1(2), pp.1-5, 2015. 

[26] Q.M. Pearson, “Role overload, job satisfaction, leisure 

satisfaction, and psychological health among employed 

women”, Journal of counseling & development, vol.86(1), 

pp.57-63, 2008. 

[27] T.C. Reeves and E. Oh, “Generation differences. Handbook 

of research on educational communications and 

technology”, A project of the association for educational 

communications and technology, Lawrence Erlbaum 

Associates, 2008. 

[28] M. Rossi, “Characteristics of employee retention: A case 

study of industrial product and service provider”,  Master 

degree Faculty of Management, Business competence, 

University of Tampere, 2018. 

[29] K. Sarah, “Advising the millennial generation”, NACADA 

Journal, vol.23, pp.30, 2003. 

[30] G.A. Senevirathna, “Factors Affecting Employee 

Retention”, Bachelor of Arts (Hons) in International 

Business Management, Staffordshire University, 2017. 

[31] M. Shahid and S.M. Zhar, “Gaining employee commitment: 

Linking to organization effectiveness”, Journal of 

management research, vol.5(1), pp.250-268, 2013. 

[32] K.W. Smola and C.D. Sutton, “Generational differences: 

Revisiting generationalwork values for the new 

millennium”, Journal of organizational behavior, vol.23, 

pp.363-382, 2002. 

[33] K. Stanz, “Factors affecting employee retention: what do 

engineers think?”, Management Today, vol.25(8), pp.17-19, 

2009. 

[34] M. Stearns, “The Relationship of Leadership Behaviors to 

Staff RN Job Satisfaction and Retention”, Doctorate of 

Education, Grand Canyon University, 2012. 

[35] M.M. Wilcher, “Strategies of employee engagement in 

franchise hotel from the perspectives of frontline employees 

and their management”,   Doctor of Business 

Administration School of Business and Technology, Capella 

University, 2018. 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 


