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Abstract 

Purpose - The objective of this paper is to propose the novel conceptual framework 
indicating the moderating role of work meaningfulness on the relationship between 
employee training opportunities, career development opportunities, and performance 
appraisal and employee retention 
Design/methodology/approach - Three research propositions have been formulated 
based on the pertinent literature review and focused on the current Malaysian market. 
Findings- The proposed conceptual framework would hopefully lead to very useful and 
interesting insights for HR managers and researchers interested in this area. 
Practical implications - It has practical implication for HR mangers to retain employee in 
organization. 
Originality Value - It is the review study in the HR sector of organization. 
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1.0  INTRODUCTION 

Businesses today have started witnessing a significant rise in the global competition 

whereby, market forces are getting extremely tougher (Held, McGrew, Goldblatt, &Perraton, 

2000). This as a result, is requiring corporate world to take special measures to help ensure 

they maintain their share in the market. Human capital in this prospect has turned out to be the 

one of the most crucial and strategically significant component for businesses in this regard 

(Chughtai, 2013). Organizations have realized that more than any other resource, human capital 

holds the utmost importance. Keeping this in view, Kuvaas (2008) has asserted that 

organizations need to go beyond traditional initiatives to foster employee behaviors and help 

them to give their best for the achievement of organizational objectives.  

According to (Sims, 2002) the intensity of competition has doubled particularly in the private 

sector whereby, organizations are investing all their expertise to sustain. As a result, what has 

really become challenging is employee retention. It is important and highly critical for 

organizations to plan and develop strategies that could help them to not only attract talented 

individuals but also ensure that they retain with the company.  

According to Golden (2008), recent developments in relation to people preferences, 

economy and business have changed the way human resource used to be conventionally 

managed. Therein, all the activities ranging from employee recruitment till retention have 

evolved and thus require organizations to look into new ways through which employees could 

be nourished. At the core of all what really matters is that after all the investments and 

facilitation, is the organizations capable of retaining its employees and if it isn`t then there are 

serious concerns requiring urgent attention (Idris, 2014).  

1.1 Statement of the Problem 

Importantly, statistical reports suggest that employee retention has become a 

severe issue for businesses these days particularly for private sector. Organizations 

have been struggling in retaining employees as a result of which, the businesses are 

facing high turnovers (Hewitt, 2016). Globally, the lack of organizations’ ability in 

retaining their employees is causing them to lose a great number of employees every 

year. The Asian markets have become more critical in this regard whereby, Malaysia is 
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amongst the top (Hewitt, 2016). According to the forecast release by Fortune in 2016, 

employers are to worry about employee retention the most in 2017, globally (Fortune, 

2016).  

Businesses globally are taking a lot of initiatives to retain employees and there is 

still a lot needed to be done. With evolving scenarios of businesses and people, this 

topic requires constant investigation and assessment to help enterprises to ensure that 

they have all the right ingredients in place to retain their employees (Kinley & Ben-Hur, 

2015). In parallel, there are numerous alternative prospects that enterprises have 

started focusing on that, could enable corporate world to retain employees. However, it 

is important to note that, loss of money value is usual in motivating and fostering 

employee behaviors (Kuvaas, 2008),therefore there are other prospects that need to 

potential consideration to help retain employees. Organizations need to invest in 

strategies through which organizations could help shape a work culture that would help 

them to retain employees in the long run.  

According to Idris (2014) general factors like salary is not considered as the top 

most priority factor for employee retention these days. There are other factors that need 

to be considered for business these days. Likewise, according to Kuvaas (2008), there 

is a need to look into developmental aspects of individual employees to help shape their 

behaviors so they are able to work as per organizational prospects. Notably, lack of 

growth and development has been termed as one of the important prospects to ensure 

employee retention in the 21st century (AchieveGlobal, 2011). The developmental 

prospects come under the arena of human resource that relate to how an organization 

cares about the factors that ensure its employees being nurtured well; provided with 

healthy career opportunities and effectively guided in terms of their performance and 

progress. In simple these include employee training opportunities, career development 

opportunities and performance appraisal (Kuvaas, 2006; 2008).  

In addition, Towers and Watson (2014) also suggests that employees considered 

learning and development, and career development opportunities as top priority 
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features for enhancing employee retention. They also suggest that even from the 

employer perspective, these factors are among the most important.  

2.0 LITERATURE REVIEW 

The following section discussed the employee retention issues in Malaysia, and 

based on it the suggested antecedents of employee retention are discussed including 

the employee training opportunities, career development opportunities, performance 

appraisal and moderating role of work meaningfulness. 

2.1 Employee Retention Issue in Malaysia 

As briefly highlighted earlier that economies globally are forecasted to face the 

issue of employee retention in 2017. Moreover, Asian nations have been termed to be 

facing this issue more than other parts of the world. Therein, Malaysia ranks amongst 

the nations with high percentage of employee retention issue (Hewitt, 2016). 

Accordingly, Saraih (2016) has also indicated employee retention problems and 

indicated that organizations facing this issue due to which the trend of employee 

turnover is increasing in the private sector. Likewise, Keni et al., (2013) has outlined that 

the financial sector has the highest issue as a consequent of which, the turnover has 

gone up to 18 percent. Hence, the sector needs responsive strategies to ensure that 

their employees remain. This collectively leads towards understanding that there is a 

dire need for empirical attempts to help practitioners as well as academic scholars as to 

how typically employees could be effectively retained in the high pace 21st century.  

2.2 Employee Training Opportunities 

According to Kuvaas (2008), employee training is employee perception regarding 

the trainings provided and training needs supported by the HRM practices. Costen and 

Salazar (2013) indicated that employee training opportunities in an organization are 

planned and implemented to impart skills that are essential for the workforce to perform 

effectively and efficiently.  In other words, this indicates towards the alignment of 

individual skill set with organization`s needed skill set through training so that they could 

perform as expected.  Employee Training has been studied and closely linked to 
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numerous employee outcomes and behaviors including job satisfaction, organizational 

commitment, organizational citizenship behavior (Kuvaas, 2008; Al-Emadi& Marquardt, 

2007). Thus, adequate employee training opportunities can make a healthy impact on 

the employee outcomes and behaviors. This also leads to understand that employee 

training can influence and boost employee retention. Sadly, there is a severe paucity of 

research on this relationship and hence, requires urgent empirical attention in this 

regard.  

2.3 Career Development Opportunities 

Career prospects at the workplace are becoming increasingly important due to 

rise in the employees pertaining to their career growth and success up the ladder.  

Career development opportunities refer to employee view about the extent to which the 

organization is concerned about the career developments of the employees (Kraimer& 

Wayne, 2004). Critical appraisal of the literature has underlined strong relationship 

between career development opportunities and performance, career orientation, 

proactive work behavior, career satisfaction (Bedarkar & Pandita, 2013). In parallel, 

reports have also outlined significance of career development opportunities towards 

employee retention. Yet there is a severe paucity of research on this relationship. 

2.4 Performance Appraisal 

Cheung and Law (1998) have described performance appraisal as the consistent 

observation and comparison of employee performance against established work based 

standards. According to Erdogan (2002), performance appraisal can be described as 

the procedure through which performance standards are established and assessment of 

behaviors is done in order to measure performance for employee assessment. There is 

no doubt in the fact that performance appraisal is one of the highly significant 

components of HRM with the predicting power of numerous employee behaviors 

(Dusterhoff, Cunningham, & MacGregor, 2014).  According to them, satisfied 

employees with performance appraisals works critically well for enhancing employee 

behaviors.  Performance appraisal process is primarily for administrative aims to 

evaluate employees` performance to make future decisions regarding pay rise, 
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promotion, job responsibility and other fringe benefits (Cawley et al., 1998). Haynes and 

Fryer (2000) have argued that positive perception about performance appraisal indicate 

value and recognition of work related efforts to the employees which hence can foster 

their outcomes and behaviors and work.  Henceforth, they are termed with great 

importance in the employee circle.  Pertaining to employee retention, there exists a 

severe paucity of research and need for urgent empirical attention.  

2.5 Moderation of Work Meaningfulness 

Scholars have recently outlined importance of employees` perception about the 

work being meaningful as one of the highly important factors. With advancements and 

progress, employees have become very learned and educated about themselves 

hence, resulting in rise in their demands for work that they believe to be significant, 

worthy and valuable to the organizations as well as their broader life goals (Ahmed et 

al., 2016).  

According to Fairlie (2011), enterprises need to focus on outlining how their 

employees perceive their work and the tasks that they are assigned to perform. The 

author further states that meaningful work is essential to ensure people stay in the 

business. Studies have outlined work meaningfulness to be of high value for employees 

these days (Arnold et al., 2007; Ahmed et al., 2016; Fairlie, 2011) to ensure that they 

feel connected with the work roles and remain with the business. Importantly, 

meaningfulness of work has also been outlined to moderate relationship between 

numerous organizational factors and employee attitudes (Ahmed et al., 2016; Steger et 

al., 2013). However, work meaningfulness is yet to be investigated as a moderator on 

the relationship between employee training opportunities, career development 

opportunities, and performance appraisal and employee retention. 

3.0 CONCEPTUAL MODEL AND PROPOSITIONS 

Based on the pertinent literature discussed above, the present study hence 

proposes the following conceptual framework and research propositions (RPs): 
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Fig 1: Conceptual Framework 

Hypothesis 1: To determine the moderating role of work meaningfulness on the 

relationship between employee training opportunities and employee retention. 

Hypothesis 2: To examine the moderating role of work meaningfulness on the 

relationship between career development opportunities and employee retention. 

Hypothesis 3: To determine the moderating role of work meaningfulness on the 

relationship between performance appraisal and employee retention. 

Hypothesis 4: To examine the relationship between dependent and independent 

variables. 

4.0 METHODOLOGY 

The quantitative approach could be suggested for the collection of the data, because 

the focus of the proposed framework is on the employees who are working in the 
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Malaysian market. Therefore, the self-rated surveys should be distributed among the 

employees (respondents) for data collection. In addition, the PLS-SEM approach would 

be suggested to analyze the moderating role of work meaningfulness between the 

proposed antecedents and employee retention. The Smart PLS is 2nd generation 

structural equation modeling application and provides the rigorous results (Hair et al., 

2014). 

5.0 DISCUSSION and CONCLUSION 

There are millions of registered firms functioning in Malaysia including the foreign and 

local firms (Latif et al., 2016). Even though, these firms have offered numerous benefits 

and facilities to the Malaysian society. Nevertheless, it is important to understand that 

an efficient workforce is always required to make the firm successful. Hence, retention 

of talented employees is a major concern of firms these days. Thus, this study would 

contribute and provide new insight to the future researchers and human resource 

scholars to empirically confirm whether work meaningfulness moderate between the 

proposed factors like employee training opportunities, career development 

opportunities, performance appraisal and employee retention.  

In spite of the fact that, the scope of this study is more focused on the human resource 

(HR) background, but in fact it covers the all employees working in the different 

department of the firm and have significant effect on the firm as well as on the industry. 

Furthermore, this study will enhance the understanding of the employer and HR 

managers to develop the appropriate HR strategies or amend the existing strategies in 

order to retain the talented employees to meet the future challenges. Considering the 

Malaysia vision 2020, this study will also become an important tool to understand the 

critical role of employee retention factors like employee training opportunities, career 

development opportunities, performance appraisal and work meaningfulness in an 

organization. 

In conclusion, this brief piece of literature reveals that the cost of employee turnover for 

businesses is high, regardless of the level of wages being paid to the departing or new 

entering employees. Companies typically pay about one-fifth of an employee’s salary to 
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replace that employee. While, it costs businesses more to replace their very-highest-

paid skilled employees, the costs for most employers remains significant and does 

become less significant for those with low earnings. Work meaningfulness is perceived 

significant to each employee for its job and prefer to do job in that organization where 

he/she found work meaningfulness. In this proposed conceptual framework, work 

meaningfulness will moderate the relation practically to influence employee retention 

indeed which makes this study more meaningful to persuade the HR practitioners and 

professionals. Work meaningfulness help employees to reason his or her-self for being 

in the same organization or doing that job. Backed by better career development, 

supported by training opportunities for up to date policies and skills, also appraisals on 

performance will induce worth in job and to remain in organization. Moreover, this would 

help to sustain the organizational competitive advantage and cost-efficient retention of 

skilled force in the business marketplace. 
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