2 3y
#g;sneﬁ’ International Journal of Scientific Research in Engineering and Management (I[JSREM)

w Volume: 08 [ssue: 12 | Dec - 2024 SJIF Rating: 8.448 ISSN: 2582-3930

An Analysis on Designing and Improving EmployeeS Retention Through
Career Development at World Zone Logistics Private Limited, Cochin
Kerala

Author 1: Anagha A
IV Sem MBA, RRIAS, RR Institutions
Bangalore University, Bangalore

Email ID: anaghaanil724@gmail.com

Author 2: Dr. Janardhan G Shetty
Principal, RRIAS, RR Institutions
Bangalore University, Bangalore

Email ID: rrias(@rrinstitutions.com

ABSTRACT

This study explores strategies for designing and enhancing employee retention through career development initiatives
at World Zone Logistics Private Limited. Employee retention is a critical challenge for organizations, and career
development programs play a pivotal role in addressing it. The research examines existing career development
frameworks and identifies gaps affecting employee satisfaction and loyalty. Through surveys and interviews with
employees and managers, the study gathers insights into the effectiveness of current practices and the need for
improvement. Based on the findings, the study proposes tailored career advancement opportunities, mentorship
programs, and skill enhancement initiatives to foster a culture of growth and engagement. To analyse the research used
a T-TEST as a statistical tool. The results emphasize that well-structured career development plans significantly
contribute to reducing turnover rates and enhancing organizational performance. This research serves as a guide for
companies aiming to balance employee aspirations with organizational goals.

Keywords: Employee Retention, Career Development, Organizational Growth, Employee Engagement, Talent
Management

1. INTRODUCTION

Employee retention has become a cornerstone of organizational success in today’s competitive business landscape. High
turnover rates not only increase recruitment and training costs but also disrupt organizational stability and productivity.
World Zone Logistics Private Limited, like many organizations in the logistics sector, faces challenges in retaining
skilled employees due to evolving career aspirations and competitive opportunities.

Career development has emerged as a key factor influencing employee satisfaction and loyalty. Employees are
increasingly valuing opportunities for professional growth, skill enhancement, and clear career progression within their
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organizations. By addressing these needs, companies can significantly enhance retention rates while fostering a
motivated and engaged workforce.

This study investigates the role of career development in employee retention at World Zone Logistics. It aims to assess
existing initiatives, identify gaps, and propose actionable strategies for designing robust career development programs
that align employee aspirations with organizational goals.

2. RESEARCH METHODOLOGY

In this research, the method used is a primary and exploratory descriptive research design to examine career development
programmes and consumer retention at World Zone Logistics Private Limited. Secondary Data this will be collected
from organizational records, reports, and previous research to contextualize the findings and understand industry
standards and best practices. The purpose is to gather primary information about the employees’ perceptions about their
career development in the present organization. As for the method, the study aims to reveal ways in which training and
growth packages, promotions speak, and organizational commitment as the major determinants affecting the decisions
of employees to stay with the organization through cross-sectional surveys and interviews.

3. REVIEW OF LITERATURE

1. David G. Allen (2023) - Employee Retention and Turnover: Theory, Research, and Practice
Emphasizes that skills enhancement, staff promotion, and Personal Professional Contentment have less chances of
employee turnover.

2. Anthony Klotz (2023) - The Great Resignation: Understanding Modern Employee Turnover
Focuses on reasons for the recent trend in employee turnover, Board underlining the need for meaningful career
advancement opportunities.

3. Heidi K. Gardner (2022) - Smart Collaboration for Greater Retention emphasizes that
successful employee engagement and retention depend onmulti-functional cooperation and teamwork.

4. Herminia Ibarra (2022) - Working Identity and Career Development Ibarra further states that,
over time, people change, and therefore need tomake changes in their careers to reflect the new aspects that they prefer
orin which they have gained new interest.

5. Brian Kropp (2022) - The Hybrid Workplace: Implications for Retention looks at how
‘flexible’ working situations, including remote and flexible work options appear to enhance employee satisfaction
levels and staff retention rates.

3.1 OBJECTIVES OF THE STUDY

1. To assess the current state of employee retention and career development programs at World Zone Logistics.
2. To determine the main factors that influence employee retention and turnover, specifically related to career
growth and development opportunities.

3. To evaluate employee satisfaction with the existing career developmentinitiatives and how they impact their
commitment to the company.
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4. DATA METHODOLOGY
TESTING THROUGH T- TEST

Table 4.1: Satisfaction with Career Development Opportunities

OPTIONS NO: OF PERCENTAGE OF
RESPONDENTS RESPONDENTS

a) Very satisfied 25 31.25%

b) Satisfied 35 43.75%

c) Neutral 10 12.5%

d) Dissatisfied 5 6.25%

e) Very dissatisfied 5 6.25%

Table 4.1

Career Development Opportunities
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Graph- 4.1

Hypothesis
Ho: There is no significant opinion shift in employee satisfaction regarding career development opportunities.
Hu: There is a significant opinion shift in employee satisfaction regarding career development opportunities.

Table 4.1.1: Satisfaction

Statistic Value
Sample Mean (x"\bar{x}) 1.75
Sample Standard Deviation (ss) 0.78
t-Statistic (t) 12.67
p-Value 4.2 x 107
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INTERPRETATION

The sample mean is 1.75 with a standard deviation of 0.78, indicating a moderate spread around the mean. The large t-
statistic of 12.67 suggests a significant difference between the sample mean and the hypothesized population mean. With
a very small p-value of 4.2 x 1072°, much smaller than typical significance levels, we have strong evidence to reject the
null hypothesis, indicating that the observed sample mean is significantly different from the expected value.

INFERENCE
o The t-statistic is significantly high, showing a clear deviation from the null hypothesis
. The p-value is extremely small (far below 0.05), which implies a statistically significant opinion shift.

Table 4.2: Primary Factors that Motivate Employees to Stay with the Company

OPTIONS NO: OF PERCENTAGE OF
RESPONDENTS RESPONDENTS
a) Career development 20 25.00%

opportunities

b) Compensation and 25 31.25%
benefits
c) Work-life balance 15 18.75%
d) Work environment 10 12.50%
and culture
e) Job stability 10 12.50%
Table 4.2
ANALYSIS:

The data highlights that 31.25% of employees are motivated most by compensation and benefits, making it the top factor.
25% prioritize career development opportunities, while 18.75% value work-life balance. Work environment, culture,
and job stability are equally prioritized by 12.5% of respondents each. This shows that compensation, growth
opportunities, and work-life balance are significant motivators, while work environment and stability have a relatively
lower impact.
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Factors that Motivate Employees
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Graph-4.2

INTERPRETATION

The data suggests that to retain employees, the company should focus on improving compensation packages and
providing clear career development opportunities. Additionally, enhancing work-life balance initiatives may further
strengthen employee motivation. Since work environment, culture, and job stability have relatively lower influence,
minor adjustments in these areas could still yield positive results.

Table 4.3: Strategies to Boost Employee Retention

OPTIONS NO: OF PERCENTAGE OF
RESPONDENTS RESPONDENTS

a) Increase salary 25 31.25%

b) Provide more career 20 25.00%

development
opportunities

c)Improve management (15 18.75%
support
d) Enhance work-life 10 12.50%
balance
e) Other 10 12.50%

Table 4.3
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ANALYSIS

The data reveals the most effective strategies for improving employee retention at World Zone Logistics. The most
preferred strategy, supported by 31.25% of respondents, is to increase salaries. This indicates that a significant proportion
of employees believe higher pay is a key motivator for retention. Employees view competitive salaries as a direct reward
for their efforts, and higher pay is often linked to job satisfaction, loyalty, and reduced turnover. Addressing this concern
requires the company to regularly review salary structures, offer periodic increments, and align wages with industry
standards. Companies that offer competitive pay tend to attract and retain top talent more effectively.

Strategies to Boost Employee Retention
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Graph- 4.3

INTERPRETATION

The table indicates that the most effective strategy to improve employee retention at World Zone Logistics is to increase
salaries, as supported by 31.25% of respondents. This highlights the importance of competitive pay in enhancing
employee satisfaction and reducing turnover. Career development opportunities are the next priority, with 25% of
respondents emphasizing the need for growth and advancement within the organization.

5. FINDINGS AND SUGGESTIONS
5.1 FINDINGS
o The t-statistic (12.67) and p-value (4.2 x 107%) indicate a statistically significant shift from the null hypothesis.

This confirms that the observed satisfaction is not due to random chance but reflects a true positive perception of career
development opportunities.

o 25% of employees prioritize career development opportunities, reflecting the need for growth and advancement
within the organization. This shows that beyond pay, employees seek clear pathways for career progression.
o 31.25% of employees consider compensation and benefits as the primary reason for staying with the company,

indicating that financial incentives play a crucial role in employee retention.
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o The majority of employees (31.25%) believe that increasing salaries is the most effective way to boost employee
retention.

5.2 SUGGESTIONS

o Provide career counselling, upskilling opportunities, and clearer career progression paths to address
dissatisfaction and enhance employee retention.

. Implement mentorship programs, internal job postings, and leadership development initiatives.

o Provide upskilling and reskilling opportunities through training workshops and certification programs to support
employees' career growth.

o Conduct employee feedback surveys to identify specific needs beyond pay, development, and work-life balance.
6. CONCLUSION

The study concludes that career development plays a pivotal role in enhancing employee retention at World Zone
Logistics Private Limited. While the organization has foundational career development programs, gaps in
implementation and personalization significantly impact employee satisfaction and loyalty. Clear career progression
pathways, structured training, and mentorship initiatives are crucial to addressing these challenges. Employees value
opportunities for growth and development, and organizations that invest in aligning these aspirations with business
objectives are better positioned to retain talent and drive long-term success. This study underscores the importance of
continuous evaluation and improvement of career development frameworks to adapt to evolving workforce needs and
industry dynamics. By implementing the suggested strategies, World Zone Logistics can build a motivated, engaged,
and loyal workforce, reducing turnover and enhancing operational efficiency. Ultimately, prioritizing career
development is not just an HR initiative but a strategic imperative for sustainable organizational growth.

BIBILOGRAPHY

Books

1. Armstrong, M. (2021). Armstrong's Handbook of Human Resource Management Practice (15th ed.). Kogan
Page.

2. Becker, G. S. (1993). Human Capital: A Theoretical and Empirical Analysis, with Special Reference to
Education (3rd ed.). University of Chicago Press.

3. Dessler, G. (2020). Human Resource Management (16th ed.). Pearson.

4. Herzberg, F. (1966). Work and the Nature of Man. World Publishing.

Journal Articles

5. Johnson, K. (2019). The link between training and retention in logistics firms. Journal of Organizational

Behavior, 40(6), 128—140. https://doi.org/10.1002/job.2345

6. Smith, R. A. (2020). Career development and employee retention: A case study in logistics. International
Journal of Human Resource Studies, 10(1), 45-58.

© 2024, IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM40175 | Page 7



http://www.ijsrem.com/

e-Journal

2s \3;
@:Rw% International Journal of Scientific Research in Engineering and Management (I[JSREM)
W Volume: 08 Issue: 12 | Dec - 2024 SJIF Rating: 8.448 ISSN: 2582-3930

7. Harris, P. (2020). Training programs and retention: Insights from logistics firms. Human Resource Development
Review, 19(3), 305-324.

8. Bell, J. (2019). Understanding employee aspirations in logistics. The HR Review Journal, 15(2), 89-97.
Reports
9. World Economic Forum. (2021). The Future of Jobs Report 2021. https://www.weforum.org/reports

10. KPMG. (2022). Employee Engagement and Retention in the Logistics Industry. Retrieved from
https://home.kpmg/insights

11. PwC. (2021). Talent Trends 2021: Upskilling for a Competitive Edge. https://www.pwc.com/talent-trends

© 2024, IJSREM | www.ijsrem.com DOI: 10.55041/1JSREM40175 | Page 8



http://www.ijsrem.com/

