GISRAS Journal of Management & Islamic Finance Vol 4 (2) Apr-June 2024

Effect of Supportive Work Environment on Employee retention Mediating
role of employee engagement

Sanaullah
Karachi University Business School,
University of Karachi.

E-mail: sanaullahwithu@gmail.com

Omar. A .Shaikh
Karachi University Business School,
University of Karachi.
E-mail: shaikh.omar.os@gmail.com
Abstract

Purpose

This research paper attempted to investigate a supportive work environment can lead to higher
employee retention, while employee engagement act as a mediator in the research.

Methods

To scrutinize this link, primary data was collected by using structured survey questionnaire that
was distributed among employees from the education sector. The survey was to measure
employee retention on the work environment, the engagement level and their intention to remain
with the organization. Statistical methods like regression analysis and process macro for
mediation analysis was used to analyses the data and test the hypotheses incorporated in the
study.

Results

The findings demonstrated that a supportive work environment significantly boosts employee
engagement, which subsequently leads to higher retention rates. The findings of this research
provided appropriate information about the effect of a supportive work environment on
employee retention, with the mediator role of employee engagement.

Novelty

The results were added to the existing field of knowledge on employee retention and
engagement and have practical implications for organizations that seek to boost their employee
retention rates. Through recognizing the importance of a favorable workplace environment's
impetus to staff engagement, organizations can create programs and policies that cultivate a
positive atmosphere, raise staff engagement, and, as a result, increase staff retention rates.
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1. Introduction

Employee retention perceives incredible importance in the bundle of aspects that influence
organizational efficiency. The strength and longevity of an organization are largely dependent
on the steadiness and fertility of the qualities of the human resources it can attract, develop and
retain. At the time organizations strive to direct carefully the connected processes inside and
outside the corporation to give performance, the interactive environment of the staff plays an
important role in the strategic discussions.
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The work environment that covers various aspects such as tangible, interpersonal, and mental
has become a major factor for employee on-the-job satisfaction and therefore creating
possibility to keep-them retain. The organizational environment, where successful people are
mentored, trained and shown respect will be the best environment for holding on to skilled
workers. This article examined this complicated relationship between work atmosphere and
employee retention. The role of the employee engagement which is a mediator in this interplay
is of paramount interest.

Companies are recognizing the significance of well-trained and skilled workforce and try to
improve the conditions under which such individuals promote the reputation of the firm inside
the organization (Allen et al., 2019). In their 2020 research, Bakker and Albrecht have shown
us that the business owners are becoming more and more aware of the significance of employee
well-being, knowledge gained and engagement of workers as building blocks for their
companies to succeed. Workers today look for an organization that tows the line between only
offering high pay but more so being able to deliver a sense of community and opportunities for
skillful growth, alongside a healthful balance between work and life that can enable workers to
achieve their full potential.

Organizations that are deeply dedicated to establishing a nurturing work environment
understand the significance of harmonizing their values with those of their workers. According
to Meyer et al. (2004), this alignment helps to build a feeling of mutual aim and a notion of
being appreciated, which in turn increases a favorable psychological agreement between the
employer and the employee because employees are placing a greater emphasis on their entire
well-being. Businesses that provide a supportive working environment have a competitive edge
when it comes to attracting and retaining top talent.

It is a no-brainer that the modern day business have to adopt new strategies if it is to stay afloat
a midst these challenges. This ranges wider than simply the offices and encompasses leadership
styles which promote empathetic behaviour, granting open communication, and evoking a sense
of commitment among the workforce to the employee’s development (Eisenberger et al.,
2017). In addition to that variety of efforts that seek to promote diversity, equality and inclusion
become pivotal components of the helping environment that does not only deal with the
different needs but also with variety of the backgrounds of the today complicated and dynamic
work environment.

Employee retention is not all about avoiding the turnover; but it is one of the strategies, which
in turn have consequences for the whole firm's prosperity. There might be high costs incurred
from higher turnover rates that include not only the expenses of employment and training but
also the depletion of institutional knowledge, and also the disturbance of team chemistry (Allen
et al., 2015). In an era of knowledge-based economy in which the human resources are vital to
innovative activities and to maintain competition, undoubtedly, it is a matter of great importance
to keep highly capable people.

Research shows that a work environment where is support, is of critical importance in the
growth of employee engagement as it does this by molding the psychological condition, and
moreover, leading to the feeling of being important and belonging (Saks, 2006). Individuals
that are engaged in the work of the company have higher chances to bond with their colleagues
and the whole company. Hence, they do not easily look for other job options (Rich et al.,
2010). Considering that a top priority for many companies are now providing a stimulating
work environment, employee retention rate may Dbe indirectly enhanced.
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Once a comprehensive review of the underlying interactions between a favorable work
atmosphere, employee involvement, and retention becomes the focal point of this research,
further recognition of the nuances within each component will be necessary. The next part will
comprehensively analyze recent literature, featuring the use of empirical research and
theoretical paradigms, so as to uncover the causal relationships that exist therein. By varying
already existing knowledge in the field, it is our aim to give important implications both to
intellectual debate and implementation.

1.1 Research Objective:

e To find out the relationship between Supportive Work Environment and Employee
Retention.

e To find out the relationship between Supportive Work Environment and Employee
Engagement.

e To find out the relationship between Employee Engagement and Employee Retention.

e To find out the mediation relationship of Employee Engagement between Supportive
Work Environment and Employee Retention.

1.2 Research Gap:

In dynamic and rapidly changing organizational landscapes, characterized by radically modified
work paradigms and increased competition for a limited supply of skilled professionals, keeping
one’s employees has become a critical issue (Allen et al., 2019; Meyer et al,
2019). Organization need to hire not only the best, but to also focus on a workplace that makes
people stay longer. Research findings have emphasized that a nourishing work environment is
among the factors that affect employee retention. Organizations are therefore required to
inculcate practices that motivate the employees by providing them with a sense of belonging,
professional development, and engagement (Bakker and Albrecht, 2020; Eisenberger et al.,
2017).

There is now a fairly certain understanding that work climate is of utmost importance to
employees, but still much is unknown about the many factors and processes that make this link
and the impact of those factors on retention of employees. Sometimes empirical research of this
issue explores the big picture aspects of it, rather than on the particular job variables and
processes that actually lead to better retention (Rich et al. 2018; Saks, 2021). In addition, it is
imperative to conduct more research on the role of employee engagement as moderator of this
relationship (Stinglhamber et al., 2018).

This research aims at addressing these knowledge gaps by looking into the relationship between
having a positive workplace, employee retention and by clarifying the position of employee
engagement as a mediator between the two. Generally, it sets out with the goal to breathe life
into the academic discourse as well as practical approach through inclusion of more complicated
issues related to employee engagement and retention. By targeting exact fields of organizational
change, this research will identify problem areas of existing literature and make a practical
contribution about how employee retention strategies could be improved.
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2. Review of Literature and Hypotheses Development

The essence of this paper was to understand how a supportive work environment and employee
engagement relate to retention. This paper was conducted with a focus on the recently published
researches and our suggestion is to investigate the best ways that organizations can optimize
their environment to not only attract, but surely retain, proactive and committed people.

2.1 Supportive Work Environment and Employee retention

Organizations that are focused on the creating a work environment that is both productive and
supportive, know that one of the most powerful tools for accomplishing this is ensuring that the
organization's values are in alignment with those of the employees. Stinglhamber and
coauthors, (2018) support this assertion by providing insight how such alignment communicates
a feeling of shared purpose and appreciation which in turn improves one's competitive edge by
attracting and retaining the top talent in the company. Among the examples of innovative
approaches in the human resource management process, we have training, remuneration and
reward sharing. Reports (Snell and Dean 1992) have found out that financial success, job
quality, and retention rates could all be improved with the utilization of such
approaches. Human resource management deserves the kudos as it plays a pivotal role in the
retaining of employees. With this changing way of doing business, the notion of having a
positive workplace that aims to support employees as they adjust to the changing dynamics is
increasingly becoming a key factor as businesses strive to recruit and retain talented people
(Meyer et al., 2019). On the contrary, people are both assets and inherent part of a business
where success is impossible to realize without their contribution.

Research has revealed that the overall work environment which provides an assistance
contributes significantly to engagement of employees while bringing up retention (Rich et al.,
2018). Engaged employees are likely to expend discretionary efforts/to innovate and to invest
in their professional/personal development. Moreover, they develop strong ties with fellow
students and the school community, which in turn diminishes their propensity to think about
other options of learning (Stinglhamber et al., 2018). Although workers at these organizations
may not be financially rewarded for their efforts, they might still experience positive outcomes
related to their overall well-being.

Employee retention may be impacted by several variables, as stated by Fitz-enz (1990). What
is included in this are pay and benefits, job security, possibilities for advancement, a positive
work atmosphere, a fair organization, and a supportive culture among managers. We need to
deal with all of these things at once. Following this, many sources highlight the company's
human resource management methods as an influence on employee engagement and retention.
Stein (2000), Beck (2001), Clarke (2001), and Parker and Wright (2001). Financial and human
capital are essential for a firm to operate (Davis, 2003). According to Ellis (2000), employees
bear the true responsibility for the growth and prosperity of the business. The people that put in
the most work to keep the company running efficiently are the ones who, in the end, get paid
for all their efforts. Motivated employees have the capacity to propel their company towards
competitiveness (Bridges, L. 2001). Motivating or empowering staff is key to provide them
with adequate reasons to remain with the organization (Ellis, R., and B. Lindsay Lowell 1999).
To put it gently, the theoretical and empirical literature that suggest a correlation between
salaries and the intensity of labor effort have not adequately characterized effectiveness wages
or compensation payments (Beam, B.T. & McFadden, J., 2000). This is borne out both the
theoretical and empirical literature.
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According to Osteraker (1999), a previous research classified it as either having a social, mental,
or bodily component. These categories were determined by the social interactions that were
made at work, the nature of the tasks that were performed, or the material and physical situations
that were related with the labor. Work characteristics are the variables that contribute to
employee retention in the mental dimension. Tasks that are both challenging and adaptable let
employees feel like they're making a difference, which in turn keeps them around. Among the
different parts of social engagement by an employee in the firm can be the social component
involved in his or her interaction with others in and outside the organization.

With the incessant changes in these dynamics, the notion of support from the work environment
does not only act as the firms’ strategic need, but also a key factor in the attraction and retaining
of high-performed talents (Meyer et al., 2019). It is embodied by the fact that employees are
not only seen as assets, but also as those who make a valuable difference in the same way the
company succeeds. While employers are to screen prospect candidates for the existing needs,
they should also be looking for ways of helping the employees realize their full potential and
continue self-fulfillment in the organization long-term.

A research finding is that, to help employees remain in a job, their environment has to be
deliberate in making allowances for them. It then engages those (Rich et al., 2018). The most
engaged employees familiarize themselves with the concept of giving discretionary effort,
being creative solutions oriented and having a willingness to develop themselves
professionally. Moreover, they build parallel networks with peers and their school, thus
rendering them more reluctant to explore alternative opportunities, as presented by
Stinglhamber et al., (2018). Consequently, companies which stress constantly on the creation
of a positive ambiance and the support for employees might eventually succeed in keeping more
of their workers by improving the level of engagement.

2.2 Employee retention and employee engagement

In accordance with Mandhanya (2015), there is also the possibility that employee retention is
"a management initiative through company policies to create a high degree of employee
satisfaction with the ultimate motive of retaining employees” (Mandhanya, 2015, p.118).
Professional staff retention is critical for a number of reasons, including cost savings from not
having to recruit and train new workers and the maintenance of a consistent level of knowledge
and experience across the board (Tymon, Strumpf, and Smith, 2011). Companies with strong
levels of stability outperform those with weak levels of stability, according to research by Pitts,
Marvel, and Fernandez (2011). Mustapha et al. (2011) and Shaw, Gupta, and Delery (2005)
both warn that organizations with high turnover rates and low levels of stability run the danger
of forgetting their past. Training is essential for retaining workers and increasing their job
satisfaction, according to research by Beynon et al. (2015). Furthermore, it is essential to
provide training inside rather than allowing staff to seek it out elsewhere (Beynon et al., 2015).

A number of studies widened the definition of employee engagement beyond only employee
engagement to include involvement with both the work and the organization. Employment
qualities, perceived organizational support, perceived supervisor support, incentives and
recognition, procedural fairness, and distributive justice are the aspects that Saks (2006)
identifies as antecedents to worker engagement. People are more loyal to their employers and
stay for longer when they feel that they belong in the team and have an impact on the overall
success of the company, says Van Knippenberg (2000). The work that Locke has done and the
theory that he has built on goal setting contribute to the foundation of this idea. On the other
side, engagement is defined by a variety of outcomes, such as work satisfaction, organizational
commitment, organizational citizenship behavior, and desire to quit. Employees are less likely
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to want to quit when they are highly engaged in their work, according to many research (Saks,
2006; Maslach et al., 2001). According to Joshi and Sodhi (2011), six administrative
responsibilities are identified as crucial drivers of executive involvement, and they are
prioritized according to significance. The following functions are in play: job content (in terms
of autonomy and challenging learning opportunities), monetary rewards (in terms of appealing
pay and vice versa), career progression opportunities, and public acknowledgment.

"Empowerment is a multifaceted concept that means different things to different people.”
"Empowerment™ was first used by Adams (2008) to describe the collaborative effort of
communities, organizations, and individuals to improve the standard of living for everyone.
According to Potterfield, employee empowerment is one of the most prominent and generally
acknowledged management principles of the contemporary period (1999). A research
conducted by Qing, Rong, and Guoliang (2013) found that empowering workers positively
affects both their satisfaction and their performance and accountability.

According to Zhao et al. (2016) and Andreassi et al. (2014), frontline workers will be happier
if human resource management and line managers work together to provide them greater
responsibility and flexibility. The authors Conger and Kanungo (1988) claim that there are a
number of beneficial consequences that can be attributed to employee empowerment;
nevertheless, it is essential to keep in mind that there are also some detrimental side effects. The
authors Conger and Kanungo (1988) go on to highlight that one of the negative sides of
empowerment has been shown to be overconfidence, which may result in erroneous
assessments. An explanation for the workplace in connection to a number of qualities has been
sought for by a great deal of research. Among these traits things are like work engagement,
organizational commitment, staff retention, job satisfaction, and staff turnover (Laffaldano &
Muchinsky, 1985; Martin, 1979; Sjoberg & Sverke, 2000). According to Zeytinoglu and Denton
(2005), the work environment is seen as a key factor in retaining potential employees.

Hytter (2008) states that when people think of the workplace, they usually think about it from
an industrial perspective, with a focus on things like loudness, chemical exposure, and heavy
lifting. 1 find this to be a really interesting part of the workplace. When compared to the
manufacturing sector, the characteristics of the service sector workplace are distinct. This is
because, according to Normann (1986), the services sector works directly with clients or
consumers. To a greater or lesser extent, the interactions are contingent upon the nature of the
work or the kind of business being conducted. The physical dimension gives way to the
psychological dimension in the interactions that take place between staff and customers or
clients. It is essential to be aware of and acknowledge the growing requirements of workers, as
well as to create a quality working environment in accordance with the requirements, in order
to maintain the employees' commitment to the organization. Ramlall (2003) asserts that
individuals are more likely to work and remain employed in businesses that provide a favorable
and constructive working environment, one in which employees have the sense that they are
respected and are contributing to the organization's success.

Consultants and practitioners alike have taken a keener interest in employee engagement in
recent years, claims Saks (2006). ""The harnessing of organization members' selves to their work
roles; in engagement, people employ and express themselves physically, cognitively, and
emotionally during role performances” (Kahn, 1990, p. 694).

2.3 Theoretical Framework and Supportive Theories

Social exchange theory, the job demands-resources (JD-R) model, and psychological contract
theory provide the theoretical framework that guides the research. Taken as a whole, these ideas
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provide light on the intricate relationship that exists among a positive work atmosphere,
employee involvement, and retention.

2.4 Social Exchange Theory

According to the Social Exchange Theory (Blau, 1964), the expectations of mutual benefit to
one another are what form the connections that exist inside an organization. According to
Eisenberger et al. (2017) and Rousseau (1989), a supportive atmosphere in the workplace is
regarded as organizational support, which helps to develop a good social exchange (Eisenberger
et al., 2017). This exchange results in workers demonstrating dedication and loyalty to the
organization. This hypothesis served as the framework for Hypotheses 1 and 2, which
demonstrated the fundamental relationship between a supportive work environment and both
the retention of employees and their involvement in their job.

2.5 Psychological Contract Theory

A supportive work environment strengthens this psychological contract, fostering commitment.
Positive reciprocity in the psychological contract contributes to engagement and higher
retention rates (Eisenberger et al., 2017; Rousseau, 1989). This theory underlies Hypotheses 1
and 3, emphasizing a supportive work environment's role in shaping the psychological contract
and influencing employee attitudes.

These theories collectively provided a comprehensive understanding of the relationships
proposed in the hypotheses. A supportive work environment, viewed through Social Exchange
Theory, is a crucial resource (JD-R model) that shapes the psychological contract, influencing
both engagement and retention. Employee engagement, as a mediator (JD-R model), signifies
the ongoing social exchange where employees reciprocate the organization's support, enhancing
their commitment and likelihood to stay. This theoretical framework not only forms the basis
for the hypotheses but also enriches the conceptualization of how organizational support,
engagement, and retention are interconnected. The study aimed to contribute to these theoretical
underpinnings by empirically testing these relationships in contemporary organizational
contexts.

2.6 Hypothesis

H1: There is significant relationship between supportive work environment and employee
retention.

H2: There is significant relationship between supportive work environment and employee
engagement.

H3: There is significant relationship between employee engagement and employee retention.

H4: Employee engagement significantly mediate the relationship between supportive work
environment and employee retention.

2.7 Conceptual Framework:

\ 4

Supportive Employee

Work Employee Retention

) —>
Environment | > Engagement
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3. Research Method

Methodology provided an overview of the processes and methods that were used in order to
examine the connections that exist between a supportive work environment, employee
engagement, and employee retention. To investigate the hypothesized connections, the research
took a quantitative approach and used regression analysis as its method of investigation. For the
purpose of determining the extent to which organizational culture and employee satisfaction
have an impact on employee retention, we conducted an investigation using an explanatory
research approach within the field of quantitative research. In the field of statistics, regression
analysis is a technique that is used to estimate the link between variables that are associated
with a cause-and-effect relationship.

3.1 Research Design

This study maintained a cross-sectional research design to capture a snapshot of the
relationships between the variables within the education sector. Cross-sectional designs were
suitable for exploring associations between variables without manipulating them over an
extended period, providing valuable insights into the dynamics of the educational work
environment.

3.2 Procedure

Educators and staff members were invited to participate in an online survey specifically
designed for the education sector. Informed consent was obtained, emphasizing voluntary
participation and the confidentiality of responses. To enhance data reliability, participants were
assured of the anonymity of their responses. For the purpose of this investigation, the
questionnaire served as a technique of measurement. There are questions on the questionnaire
that are connected to the variables that were being studied. The replies of candidates vary from
saying they strongly agree to saying they strongly disagree on a Likert scale of five points.

3.3 Population and Sampling

Employees working in the education sector were the ones who provided the data for the
research. In addition, methods of sampling that were convenient were used in order to obtain
the data. According to Badgaiani et al. (2016), the research used a sampling approach that was
convenient.

It is the contention of Tabachknick and Fidell that in research, a sample size of at least 300 is
regarded to be big. In order to accurately reflect the population, the sample size needed was
310. Each individual who responded was provided with the exact identical questionnaire. Each
and every one of the 310 questionnaires was acquired, and not a single one of them was left
unfilled.

3.4 Questionnaire Survey

In order to obtain primary data for this research, a questionnaire was first administered. There
were a number of statements or questions that were included in a questionnaire. The goal of the
questionnaire was to collect responses from respondents in order to accomplish a certain
objective. A set of questions were formulated in order to satisfy the objectives and demands of
the research. It was important that the statements or questions that were included be
straightforward, easy to comprehend, and simple for respondents, and that respondents were
eager to offer the information that was required. The total 350 questionnaires were distributed
and only 310 were returned with success rate 89 percent.

3.5 Data Analysis
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Regression analysis was used to test the hypothesized relationships within the unique context
of the education sector. The regression model outlined in the general methodology section was
adapted to account for the specific features and dynamics of the education sector. Following the
data collection phase, the gathered data was undergone processing utilizing Statistical Software,
specifically SPSS. Through this software, a Descriptive Analysis of the data was conducted,
and the ensuing result was systematically compared against the hypotheses formulated in the
earlier stages of the study. The establishment of a regression model was derived from the
outcomes of the hypothesis testing.

In the context of SPSS, most of the tests used are mostly descriptive in nature. The analysis that
follows was enhanced by generating graphs based on the processed data. In addition, auxiliary
software tools such as Microsoft PowerPoint, Adobe Photoshop, Microsoft Excel, and
Microsoft Paint played a crucial role in carrying out graphical, tabular, and computational
operations. The statistical analysis used descriptive measures like mean, standard deviation,
median, frequency, and coefficient of variation. Microsoft Excel was used for specific
computational tasks.

For the purpose of regression analysis, SPSS served as the primary tool, utilizing multi-linear
regression. The validity of this regression model was subsequently assessed through the
application of R-square. The R-square metric is crucial as it not only indicates the model's
overall fit to the data but also provides insights into the predictive accuracy of the model,
thereby enhancing the study's methodological rigor and robustness.

4. Result and Discussion
4.1 The demographics information of respondents is as follows:
Table 4.1: Demography of respondents

No. Characteristics Frequency Percentage
1 Gender
Male 191 61.6
Female 119 38.4
3 Duration of employment
< 5 years 81 26.1
>5— <10 years 84 27.1
>10 — <15 years 11 3.5
>15 - <20 years 44 14.2
> 20 years 90 29.0
4 Age
< 24 years 39 12.6
>25— <35 years 194 62.6
>35 — <45 years 60 19.4
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> 45 years 17 5.5

4.2 Correlation Matrix

The following table provides a summary of the correlations that have been discovered between
all of the variables that have been discussed up to this point. The data suggest that all factors
are strongly related with one another, and that this correlation is seen to be of utmost
significance in some circumstances while being of considerable importance in others.
According to the "Pearson correlation,"” the link describes an investigation into the relationship
that exists between employee retention and the elements that influence the employee
engagement. When it comes to relationships, the knowledge of the link between variables is of
fundamental importance.

Table 4.2: Correlation Matrix
Correlations

Supportive_Enviro = Employee_rete  Employee_engag

nment ntion ement

Supportive_Enviro  Pearson 1 352" 526"
nment Correlat

ion

Sig. (2- .000 .000

tailed)

N 310 310 310
Employee_retentio  Pearson = .352™ 1 515"
n Correlat

ion

Sig. (2- .000 000

tailed)

N 310 310 310
Employee_engage  Pearson  .526™ 515" 1
ment Correlat

ion

Sig. (2- .000 000

tailed)

N 310 310 310

**_ Correlation is significant at the 0.01 level (2-tailed).

It is reasonable to make the conclusion that there is a statistically significant correlation between
and job satisfaction. This is because the value is less than 0.05, which is equal to 0.00. Taking
into consideration the information that is shown in the table, one may arrive at this conclusion.
Furthermore, it demonstrates that the correlation coefficient that was determined by Pearson is
0.526. A representation of the link that exists between supportive environments and is shown
in the table that is presented below.
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Additionally, the data that is shown in the table reveals that there is a correlation that is
statistically significant between the employee retention and the employee engagement. This
relationship does not surpass the significant value of 0.05, which is comparable to 0.001, which
is the threshold for statistical significance. Consequently, this connection is not statistically
significant. Based on the data presented in Table 4.18, the Pearson correlation coefficient
between organization culture and job satisfaction was found to be 0.526.

4.3 Reliability of Scales

An examination of the tests' dependability is carried out at various points during the testing
method. The reliability of tests may be relied upon that they are carried out in a manner that is
consistent. A common method of classification is known as Cronbach's alpha, which is a
statistical metric that determines the degree of correlation between the value that is being
measured and the real degree of error. Alpha is a classification that is used very often and is a
sign of internal solid statistics. It studies the relationship between value and true inaccuracy in
the data. Alpha is one of the classifications that is used most. The value of the Cronbach's alpha
should be at least 0.7, since this is the suggested number. Within the realm of measurement,
secondary data engage in interactions with one another. To the extent that it is correct, the
questionnaire was accomplished what it was designed to do. It is possible to assess the amount
of consistency, known as Cronbach's alpha, by utilizing the table that is provided below. Based
on the findings, it was determined that the dependability of alpha factors is more than 0.70.

Table 4.3: Reliability of Scales

Variable Cronbach's alpha No of items
Employee retention 721 03
Employee engagement 755 03
Supportive work environment .820 12

4.4 Regression Analysis process macro for mediation by Andrew F. Hayes

Process macro was used in order to carry out regression and mediation analysis as part of the
inquiry of the link between supportive work environment on employee retention. Additionally,
the inquiry made use of two mediators to assist in the process. One of the factors that acted as
a mediator was the level of dedication shown by employees.

4.4.1 Model summary of supportive work environment on employee engagement
Table 4.4.1: Outcome: employee engagement
Model Summary

R R-sq MSE F dfl df2 p
5257 2764 3853 117.6467 1.0000 308.0000 .0000
Model
Coeff se t p LLCI ULCI
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constant 1.6882 .1759 95993 0000 1.3421 2.0342
Environment 5207 .0480 10.8465 .0000 .4262 .6152

The analytical table indicates that there is a correlation between work environment and
employee engagement.The fact that the value of "R™ is 0.5257 suggests that there is a significant
and favorable connection between organization culture and job satisfaction and that this
connection is considerable. R2 is the square root of the letter r, and while it is also known as the
coefficient. The value of R-squared, which is 0.2764, demonstrates that there is a substantial
difference between the work environment and employee engagement. Both the fact that the
model is a good fit for the data and the fact that there is a substantial link between the variables
are shown by this indication. In this case, the value of P is 0.0000, which is lower than the
threshold of 0.05, and the value of F is 117.64. In light of the fact that the value of the co-
efficient is 0.5207, it is possible to draw the conclusion that organization culture does have an
impact on the level of employee retention. Both the fact that the value of "t" is more than two
and the fact that the value of p is less than the alpha value, which is 0.05, show that organization
culture has a significant impact on job satisfaction. The fact that the value of "t" is greater than
two indicates that the model is suitable for the purpose.

4.4.2 Mediation analysis of job satisfaction

Effect of employee engagement (M) and supportive work environment (X) on employee
retention (Y)

Table 4.4.2: Outcome: employee satisfaction

Model Summary
R R-sq MSE F dfl df2 p
5241 2747 3483 58.1290 2.0000 307.0000 .0000

Model

coeff se t p LLCI ULCI
constant 1.6463 .1906 8.6376 .0000 1.2713 2.0213
Engagement 4326 .0542 7.9841 .0000 .3260 .5392
Environment 1055 .0537 19668 .0501 .0000 .2111

The results of this study indicate that there is a significant and favorable connection between
connections between supportive work environment on employee retention with the mediating
role of employee engagement. This is shown by the "R" statistic, which was found to be 0.5241
in this investigation. R2 is the square root of the letter r, and it is also known as the coefficient,
it is also referred to by that name. A difference exists between the organization culture variable
and job satisfaction in connection to the performance of the company, as shown by the square
root of the correlation coefficient, which is 0.4326. This implies that there is a difference
between the two variables. Both the fact that the model is a good fit for the data and the fact
that there is a substantial link between the variables are shown by this indication. In this case,
the value of P is 0.0000, which is lower than the threshold of 0.05, and the value of F is 58.12,
Taking into consideration the fact that the value of the co-efficient for job employee retention
is 0.1055. Both the fact that the value of "t" is more than two and the fact that the value of p is
less than the alpha value, which is 0.05, show that organization culture has a significant impact
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on employee retention. The fact that the value of "t" is greater than two indicates that the model
is suitable for the purpose. It is possible to draw the conclusion that there is some degree of
mediation between the components taking into account the data that were reported before.

4.4.3 Direct effect of supportive work environment on employee retention
Table 4.4.3: Outcome: employee retention
Model Summary

R R-sq MSE F dfl df2 p
3522 1241 4193 43.6256 1.0000 308.0000 .0000
Model
coeff se t p LLCI ULCI
constant 23766  .1835 12.9540 .0000 2.0156 2.7375

Environment .3308 .0501 6.6050 .0000 .2322  .4293

The analytical table indicates that there is a effect of work environment and employee
retention.The fact that the value of "R" is 0.3522 suggests that there is a significant and
favorable effect of supportive environment on employee retention that this connection is
considerable. R2 is the square root of the letter r, and while it is also known as the coefficient.
The value of R-squared, which is 0.1241, demonstrates that there is a effect of work
environment on employee retention. Both the fact that the model is a good fit for the data and
the fact that there is a substantial link between the variables are shown by this indication. In this
case, the value of P is 0.0000, which is lower than the threshold of 0.05, and the value of F is
43.62. In light of the fact that the value of the co-efficient is 0.3308, it is possible to draw the
conclusion that organization culture does have an impact on the level of employee retention.
Both the fact that the value of "t" is more than two and the fact that the value of p is less than
the alpha value, which is 0.05, show that organization culture has a significant impact on job
satisfaction. The fact that the value of "t" is greater than two indicates that the model is suitable
for the purpose.

4.4.4 Statistical mediation model Effect of employee engagement (M) and supportive work
environment (X) on employee retention (Y)

Table 4.4.4: Effects of XonY
Total effect of Xon Y
Effect SE t p LLCI ULCI

3308 .0501 6.6050 .0000 .2322  .4293

Direct effect of X on Y
Effect SE t p LLCI ULCI
1055 .0537 1.9668 .0501 .0000 .2111

Indirect effect of X on Y
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Effect Boot SE BootLLCIl BootULCI
Engagement .2252 .0400 .1564  .3149

Partially standardized indirect effect of X on Y
Effect Boot SE BootLLCI BootULCI
Engagement .3261 .0523 2321 4379

Completely standardized indirect effect of X on Y
Effect Boot SE BootLLCl BootULCI
Engagement  .2398 .0422 1663 3331

Ratio of indirect to total effect of X on Y
Effect Boot SE BootLLCIl BootULCI
Engagement .6809  .1669 4252 1.0805

Table 1.
Line Coefficient Estatistic p-value
X ==>Y ‘ 3308 6.6050 ‘ 0.000
X =>M ‘ 5207 10.8465 ‘ 0.000

M==>Y ‘ 4326 7.9841 ‘ 0.000

The analytical table that is just shown to us indicates that there is a correlation between work
environment and employee engagement. The analysis provided above demonstrates that the
independent variable is work environment, which is denoted by the letter "X," and the mediator
variable is employee engagement, which is indicated by the letter "M." and the dependent
variable is employee retention, which is signified by the letter "Y." The results of this study
indicate that there is a significant and favorable connection between connections between
supportive work environment on employee retention with the mediating role of employee
engagement. In all cases, the value of P is 0.0000, which is lower than the threshold of 0.05. In
light of the fact that the value of the co-efficient is 0.3308, it is possible to draw the conclusion
that organization culture does have an impact on the level of employee retention. The fact that
the value 0.5257 suggests that there is a significant and favorable connection between
organization culture and job satisfaction and that this connection is considerable. A difference
exists between the organization culture variable and job satisfaction in connection to the
performance of the company, as shown by the square root of the correlation coefficient, which
is 0.4326.

5. Discussion and Conclusion

The findings of the study revealed that the whole theory is accepted. The first hypothesis H1 of
the research is "There is a positive association between supportive work environment and
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employee retention,” which is accepted. The second hypothesis H2 of the study is "There is a
significant and positive association between supportive work environment and employee
engagement.” Statistical analysis revealed that there is a significant association between
supportive work environment and employee engagement, as indicated by the outcomes of the
research. The use of supportive work environment sites may help to increase the value of
education services by increasing their visibility. The public needed a sufficient level of financial
education and understanding of education services, which would benefit them in the use and
comparison of education services. People's financial judgments, attitudes, choices, and
behaviors are better understood when they have a better grasp of financial learning.
Furthermore, supportive work environment encourages individuals to become more
knowledgeable about financial issues and options. Supportive work environment facilitates the
use of education services and the development of skills to use and evaluate the finest financial
products and services that match their needs, resulting in an increase in employee productivity.

The third hypothesis, H3, is also accepted which is supported by the fact that employee
engagement has a beneficial and significant impact on employee retention. It is believed that
completing the project would improve social connections as well as boost knowledge of how
to plan and use education services properly. People learn through observing and interacting with
one another. The ability to form and maintain social connections may alter behaviors and
understandings, as well as increase one's ability to deal with the obstacles of daily life.
Individuals' social interaction leads to the formation of an associational network, which may
help them improve their financial skills and knowledge, allowing them to make smart and
successful financial decisions in accordance with their preferences or needs.

Fourth, "Employee engagement mediates the positive link between supportive work
environment and employee retention," which is also acknowledged, and was tested to see if the
combined influence of supportive work environment and employee engagement on employee
retention is significant. The outcomes of the study suggest that there is a partial mediation of
employee engagement between supportive work environment and employee retention,
according to the researchers.

5.1 Conclusion

To better understand the link between supportive work environment and employee retention
also examine the mediating role of employee engagement. For the sake of determining the
interrelationships among the variables, regression and correlation analysis were used. Multiple
theories are being tested in this research. According to our findings, supportive work
environment has a favorable impact on employee retention. Employee retention is positively
correlated with employee engagement. Employee engagement has a favorable effect on
supportive work environment in the same manner. Supportive work environment and employee
retention were combined with a mediator variable of employee engagement in the research,
which provided and enhanced the model for describing the amount of worker performance.

For future researchers, demographics such as marital status and gender are also employed in
conjunction with employee retention for future study. Time-series data may be more advanced
than cross-sectional data in this investigation. It's possible that the research might be expanded
to include additional factors in the future and be regarded a mediating variable in addition to
employee retention.
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