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Abstract 

 

 

Retention is an important aspect of human resource activities, especially for small and medium-sized 

enterprises since they lack resources and face unique challenges when compared to larger and more 

established firms. Retaining key employees will allow firms to preserve their resources, sustain their 

effectiveness and productivity, and thereby maintain a competitive advantage. Despite this importance, it 

is a research area that is not yet fully understood, and therefore warrants further research.  

 

Taking into account the lack of resources in smaller firms, the purpose of this study is therefore to 

research non-monetary factors and their effect on employee retention in Swedish small and medium-sized 

enterprises, and thereby elaborating on the research area. To achieve this, a quantitative study was 

performed, where data was collected from 96 firms, which was then used for a linear multiple regression 

analysis. The result was used to answer the research question: “To what extent do firm-level, non-

monetary factors affect the retention ratio in Swedish SMEs?” 

 

The result of this study shows that firm age and autonomy are the two factors which affect retention the 

most in Swedish SMEs. Older firms benefit from a higher retention rate than younger firms, with the 

practical implication that younger firms would benefit from adapting the retention practices and policies 

of older firms. The result regarding autonomy contradicts previous research, since the firms in this study 

with higher degrees of autonomy face lower retention levels. This could be due to the fact that the 

occupational group working at these firms often possesses specific knowledge, skills and abilities, which 

makes them attractive on the external labor market. An increased awareness of this relationship will allow 

firms employing these occupational groups to implement preventative measures, in order to retain their 

employees. 

 

The effects of work-life balance, training, internal career opportunity, and pay on employee retention were 

not statistically significant, indicating that previous research is not applicable to a Swedish context. In 

addition to researching a new context, a new research model based on previous research was developed to 

explain to what extent firm-level factors affect employee retention, which can support further research 

related to the research area. 

 

 

Keywords: human resources, SMEs, retention, liabilities of newness, autonomy, work-life balance, 

training, career opportunity, pay   

 

 

 

 

 

 

 

 

 

 

 

 



 
 

Sammanfattning
 

 

Att bibehålla personal är en betydelsefull del av ett företags personalaktiviteter. De företag som lyckas 

bibehålla viktig personal kommer att kunna upprätthålla en konkurrensfördel genom att bevara sina 

resurser, sin effektivitet och sin produktivitet. Detta gäller särskilt för små och medelstora företag då de 

står inför unika utmaningar, samt ofta har en brist på resurser jämfört med större och mer etablerade 

företag. Trots denna betydelse är detta ett forskningsområde som inte är utforskat till fullo, varför vidare 

forskning är berättigad.  

 

Med mindre företags brist på resurser i åtanke, är syftet med denna studie att undersöka icke-monetära 

faktorer och deras effekt på bibehållandet av personal, och på så sätt utveckla forskningsområdet. För att 

uppnå syftet genomfördes en kvantitativ studie, där data samlades in från 96 svenska små och medelstora 

företag, vilken därefter sammanställdes för att utföra en linjär multipel regressionsanalys. Resultatet 

användes för att besvara forskningsfrågan: “I vilken utsträckning påverkar icke-monetära faktorer på 

företagsnivå bibehållandet av personal i svenska små och medelstora företag?” 

 

Resultatet av denna studie visar att företagets ålder samt graden av autonomi är de två faktorer som 

påverkar bibehållandet av personal i högst utsträckning i svenska små och medelstora företag. Äldre 

företag lyckas bibehålla sin personal i högre utsträckning än yngre företag. De praktiska implikationerna 

av detta är att yngre firmor skulle gynnas av att tillämpa det agerande och de principer relaterade till 

bibehållandet av personal som återfinns hos äldre företag. Studiens resultat visar även att företag med en 

högre grad av autonomi bibehåller sin personal i lägre utsträckning, vilket motsäger tidigare forskning. 

Detta resultat kan bero på att den yrkesgrupp som är anställd hos dessa företag ofta innehar specifik 

kunskap, kompetens och förmågor, vilket gör dem attraktiva på den externa arbetsmarknaden. En ökad 

medvetenhet gällande detta samband gör att företag vars anställda tillhör denna yrkesgrupp kan 

implementera förebyggande åtgärder i syfte att bibehålla denna personal. 

 

Effekterna av balansen mellan arbets- och privatliv, utbildning, interna karriärmöjligheter och lön var inte 

statistiskt signifikanta, vilket antyder att tidigare forskning ej är applicerbar på den svenska kontexten. 

Utöver utforskandet av en ny kontext, utvecklades även en ny forskningsmodell baserad på tidigare 

forskning, med målsättningen att förtydliga i vilken utsträckning faktorer på företagsnivå påverkar 

bibehållandet av personal. Denna modell kan understödja vidare forskning relaterad till 

forskningsområdet. 

 

 

Nyckelord: human resources, SMEs, bibehålla personal, liabilities of newness, autonomi, balans mellan 

arbete och privatliv, karriärsmöjligheter, lön 
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1. Introduction 

This chapter begins with a description of the challenges, problems, and costs associated with failing to 

retain employees due to voluntary turnover, and why smaller firms are especially vulnerable. Previous 

research is then presented, culminating in the identification of a knowledge gap, demonstrated in the form 

of both a practical and theoretical problem. The chapter concludes with the study’s purpose, the research 

question, the study’s disposition, and definitions of key constructs. 
 

  

1.1 Problem Background 

The struggle to retain key employees is recognized by firms of all types and sizes, who are actively trying 

to combat the problem (Mitchell, Holtom & Lee, 2001; Obeidat, Masa’deh & Abdallah, 2014). This is an 

especially important issue in small and medium-sized enterprises (henceforth abbreviated as SMEs), 

where key employees possess core competencies which can contribute to a firm’s competitive advantage 

(Cegarra-Leiva, Sánchez-Vidal & Cegarra-Navarro, 2012). The greatest challenge facing human resource 

(henceforth abbreviated as HR) executives in the coming years is retaining and rewarding their best 

employees (Society for Human Resource Management, 2012), with studies showing an increasing 

turnover rate and a shortage of skilled employees in a number of countries and industries, fueling a global 

war for talent (Beechler & Woodward, 2009; Terera & Ngirande, 2014). Highly skilled workers seek out 

opportunities and projects which will enhance their career, knowledge asset and future earning power, and 

will leave a job when a better opportunity for improving these is found elsewhere (Mahal, 2012). 

Executives and HR departments invest large amounts of money, time and effort in order to understand 

how to keep their employees from leaving (Mitchell et al., 2001). In order to maintain their 

competitiveness and survive on the market, a firm must manage and retain their key employees (Obeidat 

et al., 2014), which is one of the major challenges facing today’s firms (Cegarra-Leiva et al., 2012; Terera 

& Ngirande, 2014), where greater personnel stability leads to better firm performance (Hatch & Dyer, 

2004; Pitts, Marvel & Fernandez, 2011). Employee retention refers to an employer’s effort to create and 

support an environment which encourages current employees to stay with the firm (Sandhya & Kumar, 

2014). Firms have consistently placed importance on retaining valuable employees, a practice that is even 

more prudent in today’s marketplace, where human capital is considered to be one of the few resources 

capable of generating a sustained competitive advantage (Cardy & Lengnick-Hall, 2011; Cegarra-Leiva et 

al., 2012; Obeidat et al., 2014). In fact, research has conclusively proven there is a direct link between 

employee retention and sales growth (Noe, Hollenbeck, Gerhart & Wright, 2015). Furthermore, a strong 

correlation between employee retention and customer satisfaction has also been found (Gelade & Ivery, 

2003). 

 

Staff turnover is costly, reducing a firm’s effectiveness and productivity (Ellenbecker, 2004; Noe et al., 

2015; Terera & Ngirande, 2014), with studies estimating the total cost for voluntary turnover to range 

from 100 to 250 percent of an employee’s annual pay (Kemelgor & Meek, 2008; Pitts et al., 2011). 

Tangible costs related to voluntary turnover are severance pay, as well as the cost for screening, hiring and 

training new employees (Pitts et al., 2011). Other studies have also found that short-term productivity loss, 

instability in the workforce, and the use of temporary personnel add to tangible costs. Intangible costs 

stem from impaired firm performance, disruptions to the work environment, changes in organizational 

culture, decreased employee morale, as well as lost customer loyalty (Reitz & Anderson, 2011). 
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Additional costs related to voluntary employee turnover include dissolved relationships with clients (Noe 

et al., 2015), as well as loss of knowledge and expertise (Obeidat et al., 2014; Pitts et al., 2011).  

 

The loss of just one key employee can have far-reaching consequences and threaten a small firm’s 

capability to reach desired objectives (Kemelgor & Meek, 2008). Key employees have access to resources 

that are critical for the firm (Obeidat et al., 2014), consisting of important knowledge and experience. The 

opportunity to exploit these critical resources vanishes if these employees choose to change jobs and 

firms, potentially transferring a competitive advantage to competitors (Cegarra-Leiva et al., 2012). 

Additionally, voluntary turnover can also have adverse effects on the firm, since employees with greater 

abilities and skills are among those who are more likely to find other jobs, leaving the firm with 

employees who are less competent (Tanova & Holtom, 2008). For a firm intending to grow and capture 

additional market shares, a lack of skilled workers can act as a barrier to growth, making employee 

retention a critical issue (Kemelgor & Meek, 2008). Furthermore, the cost for replacing an individual is 

generally higher the more talent they bring to the firm (Kemelgor & Meek, 2008). Incremental 

improvements are often made by utilizing the knowledge and resources of employees, making them the 

key resource for valuable ideas (Ireland & Webb, 2007), while their constant repetition of tasks establishes 

the organizational memory of a firm (Kemelgor & Meek, 2008). Organizational memory is a prerequisite 

for success and plays an important part in providing a firm with a competitive advantage (Obeidat et al., 

2014). 

 

An individual is more likely to pursue other job opportunities in times of increased economic activity 

(Statistiska centralbyrån, 2014). During 1987-1990, a period of high economic activity in Sweden, 

approximately 700 000 Swedes changed jobs, which lies in stark contrast to the economic crisis during 

1993-1994, where approximately 322 000 Swedes changed jobs (Statistiska centralbyrån, 2010). Both the 

Swedish economy and labor market has been strengthened markedly recently, a trend which is expected to 

continue in the coming years (Arbetsförmedlingen, 2015). Furthermore, the gradually increasing global 

economic activity will lead to a successive increase in world trade, benefitting a country like Sweden, 

which relies on the export of goods and services (Arbetsförmedlingen, 2015). Furthermore, 99.9 percent 

of all Swedish private businesses are made up of SMEs, employing 1.64 million people. This equals more 

than 60 percent of all employees in Swedish private firms (Svenskt Näringsliv, 2010).  

 

Generally, a lack of resources affect how HR issues are addressed, leading to a very small number of 

formal HR departments or professionals in both young firms (Baron & Hannan, 2002), small firms 

(Spence, 1999), and SMEs (Patel & Cardon, 2010). An increased difficulty in recruiting and retaining 

employees, as well as an increased reluctance to adopt costly or restrictive practises has also been found 

among these firms (Kemelgor & Meek, 2008; Patel & Cardon, 2010). The routines and organizational 

memory of small firms are therefore not always explicitly recorded or codified, instead residing in the 

knowledge structures of current employees (Kemelgor & Meek, 2008). It has also been noted that 

founders of small firms generally do not focus on human resource practices, but rather view these as a set 

of interrelated activities that fluctuate and change over time (Cardon & Stevens, 2004). Additionally, one 

of the most crucial problems facing small firms is the effective management of their human resources 

(Cardon & Stevens, 2004), which is further emphasized by the profound impact HR decisions made early 

on in a venture’s creation has on the downstream success of a firm (Ibid.). Furthermore, smaller firms can 

not usually offer the same pay, benefits or opportunities for advancement as their larger and more 

established counterparts, leading to increased pressure for them to keep their key employees (Kemelgor & 

Meek, 2008). Not being able to offer the same, or higher, pay as their competitors has been described as a 

dilemma for many firms, leading to difficulties in attracting and retaining highly skilled workers (Terera 

& Ngirande, 2014). Previous research has studied retention initiatives unrelated to monetary factors (e.g 
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Laumer, 2009; Terera & Ngirande, 2014), suggesting less costly, non-monetary alternatives to pay 

increases as a viable option for motivating employees to remain with their current employer (Laumer, 

2009).  

1.2 Problem Discussion 

The challenges related to human resource management (henceforth abbreviated as HRM) in smaller firms 

are distinctly different than those faced in large firms, and evidence suggests that the employee 

management found in larger firms is not necessarily as well-suited for newer and smaller firms (Cardon & 

Stevens, 2004). Additionally, costs of attracting, training, and retaining new employees are examples of 

liabilities a new firm has to face (Phelan, Dalgic, Li & Sethi, 2006). Generally, it has not worked well to 

extend the HR practices of larger firms to smaller firms. This suggests that applying existing retention 

models, acquired from larger firms, to smaller firms, is not suitable (Kemelgor & Meek, 2008). Small 

firms actually face many HR challenges that are unique, and the understanding of the science and 

practices in these firms has been described as limited (Cardon & Stevens, 2004). 

 

Very few studies investigate which factors affect the retention ratio of employees in small firms, while 

retention has also been suggested to be one of the topmost overlooked factors in growth-oriented firms 

(Kemelgor & Meek, 2008), as well as a research topic that is almost untouched (George, 2015). Focusing 

research on retention will allow for new approaches to managing HR, and new possibilities for 

understanding related issues (Cardy & Lengnick-Hall, 2011), since a more complete view of worker 

movement is offered by combining retention and turnover (Waldman & Arora, 2004). It is worth noting 

that some turnover can be beneficial, since it brings new knowledge to a firm, and disrupts existing 

patterns of communication. However, this only applies to established firms, since individual employees 

leaving a newer firm take with them knowledge that is not yet part of the routines and norms of the firm 

(Kemelgor & Meek, 2008). In an increasingly competitive global market, young firms should focus on 

retaining their intellectual capital, yet it is a research topic that has been understudied in both 

entrepreneurship and HR literature (Kemelgor & Meek, 2008). A number of factors have been suggested 

to improve organizational commitment among employees, including pay, work-life balance, job 

satisfaction, quality of training, lack of career development, among others, which have been advised to 

underpin future research regarding retention (Deery, 2008).  

 

The research regarding employee turnover is comprehensive, but only recently has it been asserted that 

retention and turnover are not part of the same construct (Cardy & Lengnick-Hall, 2011), while it has also 

been stated that retention is not simply the inverse of turnover (Waldman & Arora, 2004). It has also been 

suggested that studying turnover focuses on other factors, but has been the dominant way of studying 

employee movement since it is easy to measure (Ibid.). The reasons for why an employee might leave a 

job are not the reverse of why they might choose to stay (Reitz & Anderson, 2011), and there are different 

psychological and emotional processes involved in these decisions (Mitchell et al., 2001). The literature 

concerning why employees leave firms is extensive, while retention is said to be understudied (George, 

2015). Furthermore, there are important differences between efforts to reduce turnover as opposed to 

attempting to increase retention, where a retention-centric approach to HRM focuses on a concern for 

employees, while reducing turnover focuses on minimizing costs. These two approaches can be viewed in 

different ways, where maximizing a positive outcome can be more positively perceived than attempting to 

minimize a negative outcome (Cardy & Lengnick-Hall, 2011). Simply put, measuring retention focuses on 

what is desirable instead of what is unwanted (Waldman & Arora, 2004).  
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In conclusion, SMEs are faced with a practical problem in their struggle to retain key employees (Mitchell 

et al., 2001), a problem associated with high costs (Terera & Ngirande, 2014), both tangible and intangible 

(Pitts et al., 2014). An individual is more likely to search for other job opportunities in times of increased 

economic activity (Statistiska Centralbyrån, 2014), and the strengthening of both the Swedish economy 

and labor market is expected to be sustained the coming years (Arbetsförmedlingen, 2015). Losing just 

one key employee can have severe consequences for small and new firms (Kemelgor & Meek, 2008), due 

to a potential loss of a competitive advantage (Cegarra-Leiva et al., 2012), especially in combination with 

the typical lack of the HRM-resources needed to attract and retain highly skilled workers (Terera & 

Ngirande, 2014). Generally, resources are prone to be scarce in small firms (Cardon & Stevens, 2004), 

with them often being unable to match the salaries offered by their competitors, making it difficult to 

attract and retain highly skilled workers (Terera & Ngirande, 2014). These consequences are further 

compounded by the fact that a shortage of talent within the firm can act as a barrier to growth, making 

employee retention a critical issue (Kemelgor & Meek, 2008). Previously, retention and turnover has been 

viewed as interchangeable concepts. However, recently it has been established that they are not as closely 

related as previously assumed (Cardy & Lengnick-Hall, 2011), revealing retention as a research topic in 

need of more study (George, 2015). Furthermore, the HR-related challenges faced by small firms are 

unique (Cardon & Stevens, 2004), making it unfeasible to apply the existing retention models of larger 

firms to smaller firms (Kemelgor & Meek, 2008). This presents a theoretical problem, where additional 

research focused on retention enables new approaches to, and possibilities for, managing and 

understanding HR-related issues (Cardy & Lengnick-Hall, 2011). With regards to the established 

background, this study will explore which non-monetary, firm-level factors influence the retention ratio of 

employees in Swedish SMEs. 

1.3 Research Question 

To what extent do firm-level, non-monetary factors affect the retention ratio in Swedish SMEs? 

1.4 Purpose 

The purpose of this study is to expand upon the existing knowledge regarding retention by researching the 

prevalence of non-monetary factors related to retention in Swedish SMEs, and which effect this has on 

their employee retention.  

 

 

 

 

 

 

 

 



 

5 

 

1.5 Disposition 
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1.6 Key Constructs 

 

SME 

Small- and medium sized enterprise: A firm 

with 10-249 employees (Svenskt Näringsliv, 

2010). 

Retention 

The ability of a firm to keep their employees, via 

the use of voluntary measures designed to create 

and support an environment which has a long-

term effect on employee engagement (Deo, 

2014; Samuel & Chipunza, 2009; Sandhya & 

Kumar, 2014). 

Monetary Factors 

Remuneration in the form of money, e.g pay, 

performance bonuses (Terera & Ngirande, 

2014). 

Non-monetary Factors 

Organizational activities which can act as a 

substitute for salaries and other monetary 

rewards (Coff, 1997). 

Work-life Balance 

An employee’s opportunity to stay involved in 

both work-related and non-work related 

activities (Presbitero, Roxas & Chadee, 2015), 

with little or no role conflict at all (Beauregard 

& Henry, 2009). 

Autonomy 

The extent of an employee’s freedom, 

independence, discretion, and participation in 

decision-making, when executing work 

assignments (Hee & Ling, 2011). 

Training 

The systematic acquisition and development of 

the knowledge, skills and attitudes required to 

adequately perform an assigned job or task, with 

the purpose of increasing performance in the job 

environment (Deo, 2014). 

Internal Career Opportunity 

The extent to which an employee is provided 

with opportunities to further their career, and 

reach higher levels in a firm (Presbitero et al., 

2015). 
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2. Theoretical Framework 

Relevant theories and research findings are presented in this chapter in order to establish a theoretical 

framework, which was used as a basis for further examination. An overview of the concept of retention is 

presented, along with a description of selected monetary as well as non-monetary factors, and their effect 

on retention. 
 

 

 

 

Theory Overview 
 

Retention 
Organizational Commitment 

  

Monetary Factors 
Pay 

Non-monetary Factors 
Firm Age 

Work-life Balance 

Autonomy 

Training 

Internal Career Opportunity 

Figure 2.1 - Theory overview 1 

2.1 Human Capital 

Today, more and more firms are interested in utilizing human capital to gain a competitive advantage over 

their competitors (Noe et al., 2015). The human capital resources of a firm include the experience, 

intelligence, insight, judgment, relationships, and training of its individual managers and employees 

(Grant, 1991), and has been recognized as vital for young firms’ success (Cardon & Stevens, 2004). Even 

though a firm’s human capital may incite major management challenges, resource-based theory stresses 

the role it plays in achieving a sustainable competitive advantage. Furthermore, due to scarcity, 

specialization, and tacit knowledge, human capital assets are often hard to imitate (Coff, 1997). A firm’s 

human capital belongs to its intangible assets, which are equally, or even more valuable than physical or 

financial assets (Noe et al., 2015). The people of a firm are often acknowledged as being crucial to 

business success, and are widely recognized as a key contributor to the value creation process. If properly 

managed, a firm’s human capital can be a distinctive resource with the potential to become an abundant 

source of competitive advantage (Galabova & McKie, 2013). However, since a sustainable competitive 

advantage is likely to demand superior coordination and cooperation, over a prolonged period, it is 

imperative employees remain loyal and committed to the firm (Coff, 1997). When interviewing SME 

managers, researchers found that most of them acknowledged their employees’ individual contributions as 

a value creation factor, as well as having a direct impact on firm performance. However, most of the 

interviewed managers claimed they did not need a formal HR strategy, with only two out of 42 managers 

claiming they had a written HR strategy (Galabova & McKie, 2013).  
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2.2 Retention 

The ability of a firm to keep their employees is referred to as employee retention (Deo, 2014), a concept 

which has been described as the voluntary measures taken by a firm to create a working environment 

which has a long-term effect on the engagement of employees (Samuel & Chipunza, 2009). Examples of 

incentives with the purpose of increasing retention consist of rewarding employees for effective job 

performance, fostering harmonious relations between managers and employees, as well as cultivating a 

safe and healthy working environment (Temkar, 2013). Research has also identified factors capable of 

enhancing employee retention, such as compensation for, and appreciation of, performed work, provision 

of challenging work, the opportunity to be promoted and to learn. An invitational atmosphere within the 

firm, positive relations with colleagues, healthy work-life balance and good communications have also 

been identified (Deery, 2008; Kyndt, Dochy, Michielsen & Moeyaert, 2009). According to research, 

approximately 50 percent of firms regularly struggle with retaining employees (Temkar, 2013). A firm 

that manages to retain critical employees will be able to gain a competitive advantage over current and 

potential competitors, and achieve their strategic objectives (Temkar, 2013). However, today’s business 

strategies are switching from a worker-intensive industrial society to an automated information society, 

where the workforce is becoming educated to a higher degree. This leads to a decrease in organizational 

commitment among highly skilled employees, who will leave their job when presented with greater 

opportunities for projects which enhance their career, knowledge assets and future earning power. A 

general shortage of experienced potential employees, in combination with aggressive recruitment tactics 

by competitors, makes it challenging for firms to retain their employees (Mahal, 2012).  

 

The employees of a firm make up its human capital, which represents the only self-renewing and 

unlimited resource a firm has available, as long as the employees are willing to dedicate their creativity, 

talent and intelligence in support of the firm strategy. As long as employees can expect a fair return for 

their efforts, this support will continue (Temkar, 2013). These findings notwithstanding, studies have also 

found that there are a myriad of factors influencing an employee’s decision to stay with or leave a firm 

(George, 2015). Factors mentioned in academic research are recruitment and selection, training (Mahal, 

2012), remuneration, career progression prospects (Presbitero et al., 2015), non-financial compensation 

and work environment quality, as well as prolonged job stress, low organizational commitment and job 

dissatisfaction (Deo, 2014). The many influencing factors therefore imply that the retention of employees 

is influenced by both organizational factors, and the HR practices of the firm (Mahal, 2012). Academic 

research has also proposed that different and additional employee retention initiatives are required as 

employees grow and develop with the firm over time (Moncarz, Zhao & Kay, 2009). 

2.2.1 Organizational Commitment 

The loyalty of an employee towards an organization, their willingness to exert themselves on behalf of the 

organization, the extent of goal and value congruency, as well as their desire to maintain membership with 

the organization is referred to as organizational commitment (Mahal, 2012). In the study of work-related 

attitudes and behavior, organizational commitment has also emerged as a central concept (Park & Searcy, 

2012). A higher degree of organizational commitment is achieved when employees perceive that their firm 

is committed towards their employees’ well-being (Mahal, 2012). On the contrary, employees often 

respond with reduced organizational commitment when they feel they are being treated unjustly, which 

can cause them to look for a chance to leave their jobs. This can also give rise to retaliatory behaviour, 

such as theft, fraud, or sabotage (Noe et al., 2015). Furthermore, the traditional employment relationship, 

where employees can expect a credible promise of long-term employment in exchange for their 

commitment and loyalty towards the firm, has been undermined due to the increased prevalence of 
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downsizing, re-engineering and mergers. Since today’s firms are not capable of delivering on this promise, 

an increased uncertainty related to job security has followed, which means new ways of inspiring 

commitment among their employees in order to retain them is needed (Benson, 2006). The promotion of 

commitment among employees is an issue which is gaining greater interest from firms due to its various 

benefits, such as improved employee performance as well as making them less likely to depart from the 

firm (Obeidat et al., 2014). The most dominant study regarding organizational commitment found that it 

consists of three components, namely affective, continuance, and normative commitment (Ibid.). Research 

has shown that these three different components are related, but also distinguishable from one another 

(Meyer, Stanley, Herscovitch & Topolnytsky, 2002). It has also been found that demographic variables 

play a relatively minor role as it pertains to the development of organizational commitment (Meyer et al., 

2002). 

 

Affective Commitment 

Affective commitment is concerned with an employee’s identification with, and emotional attachment to, 

an organization (Meyer et al., 2002), and occurs when they want to stay with their organization (Obeidat 

et al., 2014). There are several benefits associated with affective commitment, such as retention (Ito & 

Brotheridge, 2005), and greater job performance (Obeidat et al., 2014). Affective commitment can be 

encouraged by providing open communication, access to information, as well as allowing employees to 

participate in decision-making. Additionally, experiences that make an employee feel comfortable and 

competent are also considered to be antecedents of affective commitment (Ibid.), where corporate training, 

and being assigned to challenging jobs and projects are brought up as examples (Ito & Brotheridge, 2005). 

Researchers have also speculated that a higher level of affective commitment can be achieved by using 

pay. Furthermore, it has also been argued that the negative impact of work stressors on employee well-

being and health can be cushioned by affective commitment (Meyer et al., 2002). 

 

Continuance Commitment 

The extent of the commitment felt by an employee when they consider the cost of leaving an organization 

is defined as continuance commitment (Meyer et al., 2002). The employee’s continuance commitment will 

be greater the more resources they accumulate over time and could risk losing by leaving the organization 

(Obeidat et al., 2014). A higher degree of continuance commitment was also found among employees who 

believed their education and skills would not be easily transferred to another firm (Meyer et al., 2002). 

According to research, continuance commitment is comprised of two factors, the number of investments 

an individual has made, as well as the lack of alternative employment opportunities (Obeidat et al., 2014). 

 

Normative Commitment 

A moral obligation to remain with an organization is defined as normative commitment, and is 

experienced when an employee perceives they have to stay due to ethical reasons, and the thought of 

leaving is out of the question. Additionally, normative commitment is said to occur when an employee 

believes they ought to perform a specific task or job, while it is also influenced by the socialization 

process experienced by an employee, both prior to, and after joining an organization. Research has posited 

that the two components related to normative commitment are indebted obligation, meaning meeting the 

expectations set by others, as well as moral imperative, which reflects meeting valued outcomes (Obeidat 

et al., 2014). 
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2.3 Monetary Factors and their Effect on Retention 

There is an overwhelming consensus in the HRM literature regarding the positive effects of improved 

remuneration on how long employees remain in their jobs (Moncarz et al., 2009; Presbitero et al., 2015). 

Increased earning potential is desired by employees, irrespective of firm size (Kemelgor & Meek, 2008), 

and employees may decide to leave a firm if the opportunity to receive greater rewards exists elsewhere, 

due to them being sensitive to receiving fair rewards (Hausknecht, Rodda & Howard, 2009). Fair 

monetary compensation given to employees leads to an amicable relationship between the employer and 

their employees, which is why remuneration plays a crucial role in employee commitment (Mahal, 2012). 

When employees have described their choice of employer, pay was one of the most identified factors 

(Terera & Ngirande, 2014).  

 

High pay promotes both firm and employee self-interest by attracting and retaining a superior workforce 

(Shaw, Delery, Jenkins & Gupta, 1998), while strong pay growth has been shown to significantly reduce 

the intention to leave, especially among employees who are high performers (Hee & Ling, 2011). 

Remuneration is also a particularly important topic for small firms, since it significantly affects their 

retention and recruitment efforts. They can not retain or recruit employees with the critical skills or 

knowledge needed to operate their business effectively if they can not pay applicants enough (Cardon & 

Stevens, 2004). This was shown in a study of SME managers, which found that most of their firms were 

not able to pay employees as high of a pay as could potentially be earned in larger firms. Instead, they 

attempted to compensate for this shortcoming by offering other benefits, such as providing and supporting 

opportunities for training and knowledge sharing (Galabova & McKie, 2013). Additional benefits also 

tend to be more modest in smaller firms, due to the fact that benefits related to employee long-term 

security, such as company-funded pension plans and life insurance, may be impossible to utilize due to the 

high failure rate of small and new firms (Cardon & Stevens, 2004).  

 

In a study among knowledge workers in Singapore, remuneration was found to be the most popular 

retention strategy, but at the same time, it was also found that the more popular strategies were not 

necessarily the most effective in retaining, attracting nor motivating employees (Horwitz, Heng & Quazi, 

2003). In fact, it has been shown in several other research studies that remuneration may not be sufficient 

in order to attract or retain employees in most countries and industries (Hiltrop, 1999). In place of 

monetary rewards, intrinsic fulfillment and working conditions were found to be the most significant 

retention predictors, while management retention was found to be affected by the opportunity for 

professional growth and development (Moncarz et al., 2009). A study examining which factors influence a 

manager’s decision to join or leave a firm suggests that pay had low priority, as long as it wasn’t 

perceived as insultingly out of line (Hiltrop, 1999). Research has also shown that pay does not affect job 

satisfaction (Hosie, Jayashree, Tchantchane & Lee, 2013), and that employees expect to be given 

monetary compensation and benefits, which are perceived to be readily available in our society, and are 

therefore not motivated by them (Kemelgor & Meek, 2008).  

 

It has also been proposed that the positive effects of increasing an employee’s pay are often short-lived 

(Mitchell et al., 2001), and that earning more money only has an effect on the intention to stay under 

certain circumstances (Kyndt et al., 2009). Job satisfaction is defined as a pleasurable feeling resulting 

from the perception that one’s job fulfills or allows for the fulfillment of job values which are perceived to 

be important (Noe et al., 2015). A possible explanation for the disparity in research findings regarding 

remuneration and its effect on retention might be the fact that it is studied first, since it is one of the easiest 

variables to measure (Temkar, 2013). Competition from other firms is also said to be one of the main 

challenges related to employee retention, where many firms are facing a dilemma due to not being able to 
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match or offer higher pay than their competitors, making it difficult to attract and retain highly skilled 

workers solely using remuneration (Terera & Ngirande, 2014). Therefore, utilizing pay as a key 

component of a firm’s employee attraction and retention strategy can be both costly and risky if it is the 

employer’s only source of loyalty from their employees, since there is always a risk of being outbid 

(Hiltrop, 1999). In order to achieve organizational success, employers must therefore establish efficient 

reward strategies in order to retain their core employees (Terera & Ngirande, 2014), via non-monetary 

means (Hiltrop, 1999). 

2.4 Non-monetary Factors and their Effect on Retention 

According to a scientific paper, 88 percent of employees cite other factors than pay as a reason for them 

leaving a job (Temkar, 2013). There is also evidence that non-monetary factors can substitute for pay, 

where a firm that can not satisfy one value may be able to partially compensate for this shortcoming by 

augmenting another value (Coff, 1997). Firms should therefore be able to retain human capital via non-

monetary means, as long as employee preferences permit it. Furthermore, once these measures have been 

successfully established, they will be relatively cheap to maintain, potentially turning them into a 

sustainable competitive advantage (Coff, 1997).  

2.4.1 Firm Age 

New firms face greater challenges than already established firms, with fewer resources (Cardon & 

Stevens, 2004). This lack of resources typically results in a very small number of formal HR departments 

or professionals in young firms (Baron & Hannan, 2002). A new firm also has to contend with certain 

liabilities, such as costs of attracting, training, and retaining new employees, establishing new structures 

and procedures, as well as building a stable portfolio of clients (Phelan et al., 2006). A lack of trust within 

the internal work groups is also problematic in the beginning of a firm’s lifecycle, due to its negative 

effect on organizational capabilities (Abatecola, Cafferata & Poggesi, 2012), while additional liabilities 

include coordinating new roles for employees, and a lack of legitimacy (Singh, Tucker & House, 1986). 

Burdens of this nature contribute to a new firm’s liability of newness, and can be summarized as the 

additional costs a new firm must incur, when compared to already established firms. Additionally, 

stakeholders such as employees, customers, investors, and regulators are reluctant to engage with new 

firms which have not yet established a reputation, due to the high risk of failure among these firms (Phelan 

et al., 2006). Based on the liabilities of newness faced by young firms, the following hypothesis was 

formulated:  

 

Hypothesis 1: Firm age is positively related to employee retention in Swedish SMEs. 

 

2.4.2 Work-life Balance 

Satisfaction at work and at home, with little or no role conflict, is referred to as work-life balance 

(Beauregard & Henry, 2009), and describes the opportunities afforded by the firm for its employees to 

stay involved in both work-related and non-work related activities (Presbitero et al., 2015). For many 

professional workers, work-life balance (henceforth abbreviated as WLB) has become an increasingly 

important factor (George, 2015; Mitchell et al., 2001), where a desire to achieve success in their 

professional as well as personal life has been cited as a reason for why the current generation of 

professional workers are demanding flexible work schedules (George, 2015). An employer’s concern for 

an employee’s family and life needs in general is a deciding factor for the employee’s long-term 



 

12 

 

commitment to the firm (Temkar, 2013). Work-family conflict and flexible work arrangements are also 

part of a firm’s working conditions, which has been described as an important area related to retention, 

since pleasant working conditions can persuade productive employees to stay (Hytter, 2007). Research has 

also suggested that older workers desire flexible work options and WLB as well, and describes it as the 

key to their continued participation in a firm (Armstrong‐Stassen & Ursel, 2009). An increased prevalence 

of dual career couples, a desire to spend more time with friends or enjoy leisure activities, as well as 

family- and/or other dependent responsibilities are examples of reasons for why employees are starting to 

demand WLB practices in their respective firms to a higher degree (Cegarra-Leiva et al., 2012).  

 

For employees in knowledge based industries, where individuals often take work home and manage their 

own time, WLB is becoming increasingly relevant. An increasing amount of employees in the service 

sector are also starting to work from home thanks to the rapid dissemination and adoption of advanced 

information and communication technologies. This increases the employee’s risk for work-family conflict, 

which disrupts WLB, and can subsequently become a source of stress among employees. Stress can, in 

turn, have a negative impact on an employee’s intention to stay with a firm (Presbitero et al., 2015), and 

has been described as a growing concern for industry and researchers alike, due to its impact on employee 

retention (Deery, 2008). Friction between an employee’s personal and professional life can therefore cause 

conflict with family members and family activities, as well as job dissatisfaction. This can lead to a 

decreased intention to stay with the firm (Ahuja, Chudoba, Kacmar, McKnight, & George, 2007; Deery, 

2008), which is why researchers propose that flexible WLB practices need to be implemented by a firm in 

order to retain their employees (De Cieri, Holmes, Abbott & Pettit, 2005; Deery, 2008).  

 

There are a number of actions available for a firm to promote WLB among its employees, which includes 

providing opportunities for the following: 

● Part-time work 

● Flexible starting and finishing times 

● Work from home on an ad hoc basis 

● Rostered days off 

● Career break 

● Compressed work week 

(De Cieri et al., 2005) 

 

The goal with establishing these types of initiatives is often to reduce the tension between competing work 

and non-work demands (Hausknecht et al., 2009). Employees of firms which provide some or all of these 

opportunities are therefore expected to be more satisfied with their place of work (Cegarra-Leiva et al., 

2012), while research also suggests that firms with a focus on WLB, in addition to a family-friendly work 

environment, benefit from higher employee retention (Presbitero et al., 2015). It has also been emphasized 

by several academics that informal organizational support for WLB has a greater impact on firms and 

employees than formal WLB policies (Cegarra-Leiva et al., 2012).  

 

Furthermore, researchers have identified several barriers which hinder the implementation and 

continuance of potential WLB practices, which includes: 

● An organizational culture which fosters a neglect of other life commitments by promoting long 

hours and organizational commitment  

● A working environment which is hostile, isolated and unsupportive towards employees with life 

commitments not related to the organization 

● Resistance from, and attitudes of, middle management and supervisors  
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● Recruiting preferences resulting in hiring employees who are similar to the current management 

team 

● A lack of education and communication regarding WLB strategies 

(De Cieri et al., 2005) 

 

Overcoming these potential barriers and being able to make time for non work-related activities is 

therefore a key retention characteristic for a firm (George, 2015), where it has been proposed that 

managers play a key role in the initiation and implementation of WLB practices (Deery, 2008). However, 

differences regarding WLB practices exist between SME’s and larger firms, where the latter assists their 

employees in achieving a balance between their work and personal life by offering complete packages of 

WLB measures (Cegarra-Leiva et al., 2012). On the other hand, studies have shown that SMEs make 

WLB practices available for key employees when requested, in order to maintain higher levels of 

motivation and commitment (Ibid.). However, WLB-related research in SMEs is lacking, especially when 

compared to corresponding research in larger firms (Cegarra-Leiva et al., 2012). Since a majority of the 

WLB-related research presented in the theoretical framework shows a positive effect of WLB on 

retention, the following hypothesis was formulated: 

 

Hypothesis 2: A higher number of work-life balance practices is positively related to employee 

retention in Swedish SMEs. 

 

2.4.3 Autonomy 

The degree to which an employee is provided substantial freedom, independence, and discretion when 

executing work assignments is defined as autonomy. This concept also includes task and pace autonomy, 

as well as decision-making (Hee & Ling, 2011), and is considered an essential tenet in contemporary work 

design theories (Dysvik & Kuvaas, 2013). In a firm where employees are involved in the decision-making 

process, power is decentralized and organizational dynamics are initiated from the bottom (Wong 

Humborstad & Perry, 2011). Employee skills in identifying, assessing, and evaluating decisions can be 

improved by encouraging autonomy which can also boost employee initiatives related to allocating 

resources, developing priorities, modifying work processes, and similar activities (Ito & Brotheridge, 

2005). Producing and servicing activities can also be more effectively performed by employees when 

autonomy is encouraged, since it allows them to efficiently utilize their knowledge, skills, and abilities 

(Park & Searcy, 2012). Furthermore, autonomy has been described as one of the key factors for retention, 

and a key feature for employee job satisfaction (DeVaro, Li & Brookshire, 2007; George, 2015; Hee & 

Ling, 2011). This was also confirmed in a study where the most significant predictor for job satisfaction 

was autonomy, which supported previous findings where autonomy was shown to provide employees with 

intrinsic fulfilment (Hosie et al., 2003). Participation in decision-making, and encouragement of autonomy 

are also being provided by firms as a means of building commitment among its employees (Ito & 

Brotheridge, 2005). Additionally, when job autonomy is adequately aligned with a firm’s competitive 

strategy, it can become a source of sustainable competitive advantage (Park & Searcy, 2012).  

 

Research has also shown that autonomy is linked to motivation, improved teamwork, better morale, 

greater enthusiasm towards work (Hee & Ling, 2011), employee wellbeing, employee attitudes, 

organizational commitment, organizational performance, mental health (Park & Searcy, 2012), affective 

commitment (Ito & Brotheridge, 2005), commitment to change, work engagement, task enjoyment, job 

satisfaction (Fernandez & Moldogaziev, 2013), increased confidence (Anand, Chhajed & Delfin, 2012), 

and employee empowerment (George, 2015; Wong Humborstad & Perry, 2011). In turn, employee 
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empowerment is also linked to giving employees more authority and responsibility in the decision-making 

process and how to complete their tasks. Employees who feel empowered are therefore typically more 

confident and strive to perform to the highest of their ability, while empowerment also increases the 

chances of employees developing a feeling of obligation to stay with the firm. Empowered employees also 

feel like they are a part of the firm and are likely to stay, even when faced with pressure from other 

employees who intend to leave the firm (Deo, 2014). Contextual factors and managerial styles which are 

supportive of employee autonomy have also been linked to higher degrees of general satisfaction at work, 

intrinsic motivation, self-esteem, trust in the firm, as well as feeling supported, and not pressured 

(Fernandez & Moldogaziev, 2013). Researchers have also speculated that when a firm grants employees 

job autonomy, they may regard these discretions and freedoms as indications that the firm values their 

inputs and respects them (Park & Searcy, 2012). Employees who perceive they are empowered by their 

supervisors are also more likely to remain committed and loyal to them (Mahal, 2012). A lack of 

autonomy has serious consequences for the work behaviour and personal well-being of employees due to 

constant job stress and continual strain, which can reduce their ability to retain new learning, take 

initiatives and solve problems, especially when accumulated over a longer period of time (Au & Cheung, 

2004). Based on the autonomy research presented in the theoretical framework, the following hypothesis 

was formulated: 

 

Hypothesis 3: A higher degree of autonomy is positively related to employee retention in Swedish 

SMEs. 

 

2.4.4 Training 

The systematic acquisition and development of the knowledge, skills and attitudes required by employees 

to satisfactorily perform assigned tasks, or to boost performance at the workplace is defined as training. 

Imparting new skills while meeting both firm and employee needs in an effective and efficient manner is 

essential for training (Deo, 2014), and can be seen as a symbol of the employer’s commitment to their 

staff from the employee’s point of view (Chew & Chan, 2008). Researchers have also suggested that 

employees’ perceptions of the HR practices provided by their firm, such as training and job security, are 

important determinants of employee retention due to their motivating effect on employees (Deo, 2014). 

Training activities have also been shown to be correlated with retention (Kyndt et al., 2009; Moncarz et 

al., 2009), and higher amounts of training improved retention ratio by 87 percent, according to a survey 

carried out in 2004 (Laumer, 2009). Continuous training and enhancement of employee skills, with a 

focus on the creation, diffusion and use of information and knowledge, are becoming essential 

components of retention (Presbitero et al., 2015), and the opportunities for personal and professional 

growth afforded by the employing firm is a deciding factor related to retention (George, 2015). Additional 

understanding regarding the importance of personal development has also opened up further possibilities 

for improving employee retention (Kyndt et al., 2009).  

 

The encouragement of continued learning has been found to be a characteristic of high retention firm 

cultures (George, 2015), while research findings in the hospitality industry suggest that quality of training 

is positively related to job and training satisfaction, as well as the intention to stay (Deery, 2008). Training 

is also associated with positive organizational support (Ito & Brotheridge, 2005), an important factor due 

to its effect on an employee’s intention to stay with a firm (Armstrong‐Stassen & Ursel, 2009). Generally, 

superior development and learning programs have been shown to lead to superior employee satisfaction, 

profitability and productivity in firms (Presbitero et al., 2015), and may also lead to a higher retention 

ratio (Fey, Björkman & Pavlovskaya, 2000). Additionally, these programs should also make a firm more 
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attractive for potential employees when compared to their competitors (Benson, 2006). The opportunity to 

learn new skills is a significant personal goal for an increasing number of people since it can create new 

career opportunities as well as the chance to do something different from what they normally do. Some 

researchers have therefore proposed that training can play a part when attempting to improve retention, 

although it may not be sufficient if other barriers are not addressed (Deo, 2014).  

 

According to human capital theory, an employee’s store of capabilities adds to the economic value of a 

firm, making employees a valuable resource, which should be nurtured (Hosie et al., 2003). When given 

on-the-job or off-the-job training from time to time, a sense of belonging will be created in the employee, 

who will then gain both self-confidence and self-esteem when given equal opportunities to use the gained 

knowledge (Mahal, 2012). Training has also been shown to increase self-efficacy, feelings of competence 

(Fernandez & Moldogaziev, 2013), as well as organizational commitment (Benson, 2006). It has also been 

stated that training can minimize job stress by more clearly defining job roles, as well as revitalize the 

human resources in a firm (Deo, 2014). Both formal and informal training opportunities have been found 

to have a significant impact on employees’ job involvement as well as on their intrinsic and extrinsic 

satisfaction (Hosie et al., 2003). However, a study found that only planned learning, with task related 

characteristics, correlated positively with skill development in small firms (Hytter, 2007).  

 

Furthermore, training has also been said to increase an individual’s employability, i. e. providing them 

with general or marketable skills that are in demand in other firms, making it easier for them to find new 

employment if their current job ends unexpectedly. The notion is that an increase in employee training and 

the subsequent employability can act as a substitute for job security, a practice which numerous firms take 

part in, under the assumption that it increases retention (Benson, 2006). Nevertheless, a firm can expect an 

increase in productivity when employee training develops skills which are specific to the firm (Chew & 

Chan, 2008). If employees are motivated to stay with their employer and contribute to their success, a firm 

is more likely to capture the economic returns of the extensive training they offer (Moncarz et al., 2009). 

Identifying and meeting the development needs of employees is therefore especially important when it 

comes to the retention of good performers, and employees with managerial potential (Noe et al., 2015). 

 

Training can be used to both enhance job-specific skills and to correct job performance inadequacies, as 

well as equip employees with abilities that the firm might have a need for in the future (Chew & Chan, 

2008). By providing on-the-job and in-house training, where specific on-the-job skills and tacit 

organizational knowledge are more handily learned and applied, firms can develop specific human 

resource advantages. Employees are also provided with career progression opportunities when engaged in 

on-the-job training, which acts as an incentive for employees to remain with the firm. Additionally, among 

older workers, career satisfaction was influenced by the implementation of effective training practices 

directed towards them, which eventually improved the rate of retention among this group of employees 

(Presbitero et al., 2015).  

 

According to human capital theory, training in general skills that are easily transferable to other firms will 

increase voluntary turnover, while firm-specific training will increase retention (Haines, Jalette & Larose, 

2010). General skills increase the productivity of labour across all firms, while specific skills increase the 

productivity of labour in a single firm (Benson, 2006). An example of a general skill is the ability to work 

in teams, while an example of a firm-specific skill might be knowledge regarding how things work within 

the firm (Ito & Brotheridge, 2005). However, in reality, it is difficult to make a distinction between firm-

specific training and general skill training, since it has been stated that on-the-job training is neither 

completely general nor specific, but instead consists of a combination of the two (Haines et al., 2010). It 
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has also been stated that certain training activities develop more subtle resources, such as the ability to 

synthesize complex information and unique personal competencies (Ito & Brotheridge, 2005). 

 

Training has been described as one of the major functions for facilitating new employees to become 

productive employees, as well as a means of helping them adapt to a new work environment (Lam, Lo & 

Chan, 2002). Training has also been found to significantly diminish their desire to leave the firm (Deery, 

2008), while the amount of training received by newcomers was shown to be significantly related to 

organizational commitment in certain studies (Lam et al., 2002). Training opportunities were also found to 

be a significant predictor of job satisfaction across all age groups in a study of retailers (Hosie et al., 

2003). Training practices targeted towards older workers, which are tailored to their needs while also 

providing challenging and interesting job assignments, ultimately leads to the retention of these 

employees. This also allows the firm to communicate the value it places on their contribution. However, 

the access to training opportunities for older workers is less common than for younger workers. 

Furthermore, studies have shown that employees who perceived that the older managerial and professional 

employees in their firm were provided with opportunities for upgrading and receiving new skills regarded 

the firm as more supportive than employees did in firms not offering the same opportunities (Armstrong‐

Stassen & Ursel, 2009). Additional evidence also indicates that young employees are likely to stay with a 

firm when benefitting from training by acquiring key skills (Hosie et al., 2003).  

 

Even though the existing literature has shown that training has a significant positive association with the 

intention to stay with a firm (Chew & Chan, 2008), research has also revealed a possible unintended effect 

of employer-provided training, since it might increase an employee’s ability to leave the firm and their 

external marketability (Haines et al., 2010). Trained employees are more motivated, which encourages 

retention, but at the same time, they are also more likely to leave since they become more marketable on 

the labour market, which hinders job embeddedness (Hee & Ling, 2011). Career development activities, 

such as formal and informal training programs and temporary work assignments with the intention of 

broadening an employee’s knowledge, skills and abilities, have been said to facilitate career mobility and 

adaptation (Ito & Brotheridge, 2005). Research has also found a significant positive association between 

voluntary turnover rates and employer-provided training, where training was significantly associated with 

higher voluntary turnover rates the following year. These findings suggest that a greater ease of movement 

and employee departures may be caused by larger investments in a firm’s human capital (Haines et al., 

2010). Researchers therefore propose it can be counterintuitive for a firm to allocate resources to training, 

since it seems this may cause their employees to leave. However, this might also be the price a firm has to 

pay in order to have an internally flexible workforce (Ito & Brotheridge, 2005). This could potentially be 

explained by the fact that inadequate training quality can cause employees to become ill-equipped to deal 

with greater responsibility, leading to frustration and stress (Moncarz et al., 2009). 

 

Summarily, research regarding training appears to be somewhat ambiguous, with some studies finding 

support for its positive effect on retention (e.g Hosie et al., 2003; Kyndt et al., 2009; Moncarz et al., 2009), 

while others describe a negative effect (e.g Haines et al., 2010; Ito & Brotheridge, 2005). Since the 

training research presented in the theoretical framework shows a predominantly positive effect of training 

on retention, the following hypothesis was formulated: 

 

Hypothesis 4: The extent of employee training is positively related to employee retention in Swedish 

SMEs. 
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2.4.5 Internal Career Opportunity 

Internal career opportunities in a firm describes to which extent employees are provided with 

opportunities to further their careers (Presbitero et al., 2015), as well as their potential to reach higher 

levels within the firm, and is a practice which influences employee retention (George, 2015). Individual 

initiatives are necessary for an employee’s proactive career development, but firm activities still play a 

significant role by providing resources and opportunities such as training, job assignments aligned with 

career objectives, and feelings of personal growth (Ito & Brotheridge, 2005).  

 

Careers today are said to be boundless and often changing, since they may include movement across 

several firms, or even different occupations. The fact that career plans and goals are influenced by family 

or personal demands and values contributes to this point of view, and employees cope with changes in 

their personal life and employment relationship by rearranging and shifting their responsibilities and roles. 

Strengths and weaknesses, the perceived need for WLB, and the need to find exciting and stimulating 

work, are factors on which an employee may base a change in career throughout their life (Noe et al., 

2015). Furthermore, an employee’s perceived career prospects can be both ambiguous and contradictory 

due to a highly turbulent and complex business environment. The traditional psychological contract, 

where an employee was rewarded with ever-greater rewards and job security for being loyal and 

committed, as well as for working hard and performing well, does not exist anymore. Instead, it has been 

replaced by a new type of contract, characterized by continuous learning and identity change, meaning 

that a career in the 21st century is regarded as a series of short learning stages, rather than a lifelong series 

of developmental stages. Consequently, it has been stated that the organizational career is dead, and has 

been replaced by the protean career (Davis, 2015; Hall, 1996). Self-direction with the goal of 

psychological success in one’s work is the distinctive feature of the protean career, where psychological 

success is defined as the feeling of pride and accomplishment. This sense of pride and accomplishment 

comes from achieving life goals, which are not necessarily work-related. The determinants of 

psychological success are therefore not solely communicated through signals the employee receives from 

the firm, such as an increase in pay or a promotion, but are instead self-determined (Noe et al., 2015). 

Climbing the company ladder and making money is no longer as coveted as before, and psychological 

success can therefore be achieved in an infinite number of ways, since it is determined by an individual’s 

unique human needs (Hall, 1996).  

 

Other researchers have found that among the top reasons for why individuals join, stay at, or leave a firm, 

are employer policies and practices regarding employee promotions (Moncarz et al., 2009). For example, 

higher quit rates are found in firms where seniority is not used as a criterion for promotion (Fairris, 2004). 

Promoting an employee to a new job position conveys that the firm both recognizes and values the 

employee’s contributions to the firm (Hee & Ling, 2011), and can be an important factor for enhancing 

job satisfaction (Naveed, Ahmad & Bushra 2011). In firms where employees perceive career possibilities, 

a higher degree of organizational commitment also tends to be found (Fey et al., 2000). If an employee 

experiences low chances for promotion, they will leave the firm and find another job in order to advance 

their careers (Hee & Ling, 2011), which is why it has been suggested that promotion is the tool with the 

best retention potential (Hytter, 2007). A clear path for career advancement is a frequently cited reason for 

working in a large firm, since varied career ladders are lacking in smaller and younger firms (Kemelgor & 

Meek, 2008). The direction and frequency of movement within careers, however, has been altered by an 

emerging emphasis on continuous learning, and these new career patterns implicate new requirements for 

firms aiming to provide developmental opportunities for their employees (Noe et al., 2015). A study 

revealed that employees who perceived their job as unchallenging and routine, while also believing 

themselves to having limited career advancement opportunities, regarded their firm as less supportive than 
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employees who were not experiencing the same type of plateauing (Armstrong‐Stassen & Ursel, 2009). 

Many firm structures are also getting flatter, resulting in decreased prospects and opportunities for 

promotion. For employees with high growth needs, this could cause disappointment, and may 

subsequently cause them to leave a firm (Hee & Ling, 2008).   

 

Summarily, some researchers state that the internal career has decreased in importance among employees 

(Davis, 2015; Hall, 1996), while others state that promotion has a positive effect on retention (e.g Haines 

et al., 2010; Hee & Ling, 2011; Moncarz et al., 2009). Since the majority of the career opportunity 

research presented in the theoretical framework shows a positive effect of career opportunities on 

retention, the following hypothesis was formulated: 

 

Hypothesis 5: Internal career opportunities are positively related to employee retention in Swedish 

SMEs. 

 

 

 
Figure 2.2: Research model 2 
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3. Methodology 

This chapter will present and describe the research approach used in this study. The justifications for 

performing a cross-sectional study via the use of a survey are then presented, which is followed by an 

explanation of the literature review process and its purpose. The research process, including sampling 

selection, survey variables, data analysis, and the steps taken to ensure the study’s validity, reliability and 

replicability, are then described in detail. An account of the study’s ethical considerations concludes the 

chapter. 
 

3.1 Research Approach 

The utilization of a deductive and quantitative approach, and its ramifications are described below: 

3.1.1 Deductive Approach 

This study employed a deductive approach, where prior research and empirical findings form certain 

expectations regarding a phenomenon, which are then empirically tested in an attempt to describe reality 

(Jacobsen, Sandin & Hellström, 2002). A foundation of research regarding retention was available, 

making a deductive approach feasible. However, research related to retention in Swedish SMEs was found 

to be lacking. Therefore, it was deemed appropriate to examine this phenomenon in a Swedish context, by 

using previous research findings to develop a research model. It is important to note that the intention of 

this study was to examine certain firm-level, non-monetary factors, rather than presenting an exhaustive 

summary of all factors affecting retention in Swedish SMEs.  

3.1.2 Quantitative Research 

The possibility to measure reality by using methods and instruments which gathers information in the 

form of numbers, is the fundamental starting-point of the quantitative method. Amounts and quantities are 

important tools for understanding reality, and are helpful since they allow the collected information to be 

compressed. The information can then be analyzed by using statistical methods and models (Jacobsen et 

al., 2002). In an extensive study where many units are analyzed, it is possible to examine the magnitude 

and frequency of a phenomenon, with the goal of generalizing the results from a smaller sample to a 

whole population (Bryman & Bell, 2011). This requires that all analyzed units are assigned to 

predetermined categories, which allows the collected data to be standardized into numerical form 

(Jacobsen et al., 2002). The quantitative method also allows a researcher to maintain a critical distance to 

the researched phenomenon, with an analytical and objective stance (Jacobsen et al., 2002). 

 

Researchers should, to the greatest extent possible, explicitly clarify their expectations and assumptions 

before data is collected (Jacobsen et al., 2002). Previous research findings were therefore collected, 

conceptualized, and subsequently used to formulate the five hypotheses of this study. The collected data 

was then analyzed to examine whether or not the hypotheses were applicable to Swedish SMEs. 

3.1.3 Cross-sectional Research Design 

A cross-sectional study examines a sample at a single, given point in time by collecting quantitative or 

quantifiable data related to two or more variables, and is a suitable method for determining patterns of 

association (Bryman & Bell, 2011). Cross-sectional studies are also characterized by low costs, a 

decreased delay in receiving data, and the need to only measure units once (Jacobsen et al., 2002). 
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Furthermore, it is rarely possible to manipulate variables of interest in business research, making the 

cross-sectional research design a common choice for quantitative studies (Bryman & Bell, 2011). The 

purpose of this study was to gain an insight regarding current non-monetary factors among Swedish SMEs 

and their effect on employee retention. Due to time and resource constraints, an electronic survey used in a 

cross-sectional, quantitative study was therefore deemed appropriate. 

3.1.4 Data Collection Method 

When employing a quantitative research method with a deductive approach, information is categorized 

before it is collected, survey items are defined, and the answering choices are predetermined. This 

severely limits the information that can be collected, but has the benefit of forcing the researcher to 

explicitly formulate the conditions regarding which information is deemed relevant. This is done by 

formulating standardized measuring instruments (Jacobsen et al., 2002). In order to collect a body of 

quantitative data related to several variables, at a single point in time, and on more than one case, a survey 

can be used to detect patterns of association (Bryman & Bell, 2011). In line with previous research (Kyndt 

et al., 2009), the survey was translated from English into the native language of the participants. 

Appropriate changes to the survey were also made, based on feedback from a test group. However, 

surveys typically yield drastically lower response rates than interviews (Jacobsen et al., 2002), which is 

especially true for small business owners and entrepreneurs (Dennis, 2003). In order to combat this 

impediment, a total of 600 firms were randomly chosen, where a relatively low response rate of 10 percent 

would still yield a statistically sufficient sample size.  

3.2 Literature Review 

The purpose of the study’s literature review was to compile a base of knowledge. This base was 

subsequently used to illustrate relevant concepts and theories, previously employed research methods and 

strategies, what is already known about the research area, as well as potential inconsistencies in previous 

findings. This was done to demonstrate the need for, and the significance of, this study, in accordance with 

the standards recommended by Bryman and Bell (2011). Scientific articles, industry reports, and firm data 

were found via Google, Google Scholar, Scopus, Halmstad University’s search engine Summon, the 

company database Retriever, and the Halmstad University library. Different combinations of the search 

terms retention, turnover and SMEs were originally used to retrieve relevant articles, and these initial 

findings, together with other relevant literature, were used to identify additional scientific articles and 

appropriate search terms. Initially, the search was focused on recently published articles in order to 

acquire an up-to-date general impression of the research area. Literature concerning methodology and 

statistics were also consulted when needed. 

 

Previous research findings related to retention and turnover formed the basis of the literature review, 

which was then used to formalize the design of this study. The building blocks of theory are referred to as 

“concepts” (Bryman & Bell, 2011), and in order to identify relevant concepts, previous research findings 

related to retention and turnover were examined. This ultimately revealed firm age, work-life balance, 

autonomy, training, internal career opportunity, and pay as key concepts. Research related to these 

concepts was then studied in more detail and used to construct the study’s theoretical framework. 

 

 



 

21 

 

3.3 Sample Selection 

In this study, a simple random sample was used, based on the arguments put forth by Bryman and Bell 

(2011). When conducting quantitative research, the need for a sample is almost inevitable (Bryman & 

Bell, 2011). A satisfactory sample should mirror the population and be free from sampling errors, in order 

to increase the generalizability of the findings. To achieve this, the use of a probability sample is 

recommended, where a random selection is the most basic variant (Bryman & Bell, 2011). In this study, a 

random sample was chosen by adhering to the following guidelines: 

1. Define the population 

2. Select a sampling frame 

3. Decide the sample size 

4. List and assign numbers to the population 

5. Use a computer program to generate a randomized set of numbers 

6. The units from the population matching the randomized numbers are the sample 

(Bryman & Bell, 2011) 

 

This approach to generating a sample will minimize the degree of human interaction and interference with 

the chosen sample, while also eliminating the potential bias of units connected to the authors. 

Furthermore, a randomized selection process is an effective way of reducing sampling errors. However, it 

should also noted that there will always be some degree of error in a sample (Bryman & Bell, 2011). The 

sample used in this study was gathered from the Retriever database. Since the purpose of this study was to 

explore retention in Swedish SMEs, the search parameters were set to only include active stock firms, 

with 10-249 employees, and less than 499 999 000 SEK in annual, financial turnover. This resulted in a 

final list of 36 904 firms (April 5th, 2016), which was then extracted from Retriever. Each firm was 

assigned a specific number, and 600 of these firms were selected by using a randomization formula in 

Microsoft Excel. In this sample, firms which had initiated bankruptcy or were lacking a public email 

address were excluded, resulting in a final sample of 550 firms. No further exclusions were made at this 

point in the sampling process. As a consequence, certain firms included in the sample would not be 

included if the sample selection process was to be replicated at a later date. Using Quicksearch, a digital 

survey was distributed to these firms via email (April 11th, 2016), with reminders being sent out seven, 

ten and fourteen days later, respectively. When possible, the survey was sent out to the HR manager or the 

Chief Financial Officer of the firm, depending on the contact information available. In other cases, the 

survey was sent out to the different firms’ general contact addresses. All recipients were asked to forward 

the survey to a suitable member of the firm if they did not have access to the requested information. Out of 

the contacted firms, 100 chose to participate resulting in a response rate of 18%. Among these 100 firms, 4 

of them did not provide sufficient data to calculate the retention ratio, and were therefore removed, 

resulting in a final sample of 96 participating firms.  

 

Since a majority of the firms chose not to participate, a t-test related to firm age was utilized to ensure the 

participating firms were representative of the initial sample. The result of this test shows there is no 

significant difference between the age of the participating firms, and the firms only included in the initial 

sample. 
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Sample Selection Process 

Total number of firms (5/4 - 2016) 36 904 

Random sample 600 

Bankruptcy initiated -17 

Contact information unavailable -33 

Subtotal 1 (Firms contacted) 550 

Chose not to participate -450 

Subtotal 2 (Participating firms) 100 

Unfinished surveys -4 

Final sample 96 

 

Table 3.1: Sample Selection Process Overview3 

 

3.4 Survey Variables 

Variables and items from previously validated research were used for the survey, with adaptations being 

made to better fit the Swedish business context, and to increase participant understanding.   

 

The full survey is presented in Appendix 1. 

3.4.1 Dependent Variable 

A dependent variable is causally influenced by one or several other variables (Bryman & Bell, 2011). 

The dependent variable used in this study is presented below: 

 

Retention Ratio 

The dependent variable retention ratio was collected and adapted from previous research (Haines et al., 

2010; Kemelgor & Meek, 2008). Retention was measured at each firm retroactively, by assessing the 

number of employees who resigned voluntarily during the year 2015. To transform these numbers into a 

ratio, the number of employees who resigned voluntarily was divided with the average number of 

employees during the same period. Retention ratio was calculated as the percentage of employees who 

chose to stay with the firm, by removing the voluntary turnover ratio from 1. This allows employee 

retention to be represented by a simple statistic, where a retention ratio of 0.8 signifies that a firm has kept 

80 percent of its employees during a given time period (Deo, 2014). Calculations were made in SPSS, 

using the following equation: 
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𝐸𝑚𝑝𝑙𝑜𝑦𝑒𝑒𝑠 𝑟𝑒𝑠𝑖𝑔𝑛𝑖𝑛𝑔,2015

𝐴𝑣𝑒𝑟𝑎𝑔𝑒 𝑛𝑢𝑚𝑏𝑒𝑟 𝑜𝑓 𝑒𝑚𝑝𝑙𝑜𝑦𝑒𝑒𝑠,2015
= 𝑉𝑜𝑙𝑢𝑛𝑡𝑎𝑟𝑦 𝑡𝑢𝑟𝑛𝑜𝑣𝑒𝑟 𝑟𝑎𝑡𝑖𝑜

  

1-voluntary turnover ratio = Retention ratio 

Retention ratio calculation 

 

3.4.2 Independent Variables 

Independent variables are used to predict or explain the value of the dependent variable (Anderson, 

Sweeney & Williams, 2004). The independent variables used in this study are presented below: 

 

Firm Age 

This variable was collected and adapted from previous research (e.g. Arthur, 1994; Shaw et al. 1998; 

Shaw, Gupta & Delery, 2005), and was measured by subtracting the founding date of the firm from the 

year this study was conducted, where the total sum was equal to the age of the firm. Data for this measure 

was collected from the database Retriever, and was used to test hypothesis 1.  

 

Work-life Balance 

These items were collected and adapted from previous research by De Cieri et al. (2005). After removing 

or combining certain items, six items were chosen and presented in a multiple choice format. Respondents 

were asked to note the availability of the following WLB practices: 

1. Part-time work 

2. Flexible starting and finishing times 

3. Work from home on an ad hoc basis 

4. Rostered days off 

5. Career break 

6. Compressed work week 

The binary data for this variable was collected via the survey, and was then summarized in an index that 

ranged from zero to six, which was used to test hypothesis 2.  

 

Autonomy 

These items were collected and adapted from previous research by DeVaro et al. (2007). 

Using a five-point Likert scale, respondents were asked to evaluate the following statements: 

Using the scale on this card, to what extent would you say that individuals [employees in the largest 

occupational group] here have: 

1. Discretion over how they do their work, and 

2. Control over the pace at which they work? 

Possible answers ranged from 1 to 5, where ‘1’ signified a low extent, and ‘5’ signified a high extent. The 

data for this variable was collected via the survey, and the results were then used to test hypothesis 3. 

Cronbach's alpha for this measure was .75. 
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Training 

These items were collected and adapted from previous research by Shaw et al. (2005). Using a five-point 

Likert scale, respondents were asked to evaluate the following statements:   

1. We give our production employees extensive training 

2. We keep track of how effective our training programs are 

3. Each production employee must go through formal training from time to time 

4. Our employees get a lot of training after we hire them 

5. We measure how well our training programs work 

6. We continue to train our employees for as long as they work for us 

Possible answers ranged from 1 to 5, where ‘1’ signified a low extent, and ‘5’ signified a high extent. The 

data for this variable was collected via the survey, and the results were then used to test hypothesis 4. 

Cronbach's alpha for this measure was .82. 

 

Internal Career Opportunity 

These items were collected and adapted from previous research by Haines et al. (2010). 

The variable was measured using three different items, regarding the firm’s source of recruitment: 

1. From within the workplace 

2. From another workplace within the same legal company or business enterprise 

3. From outside the workplace 

Item 1 and 2 was coded ‘1’, representing recruitment from the internal labor market. Item 3 was coded ‘0’, 

representing recruitment from an external labor market. Only one item could be chosen by the respondent, 

thereby excluding the other two. The data for this variable was collected via the survey, and the results 

were then used to test hypothesis 5.  

3.4.3 Control Variable 

Variables that may have an impact on the relationship between dependent and independent variables are 

labeled as control variables (Bryman & Bell, 2011). Even though the main focus of this study was non-

monetary factors, the effect of the monetary influence still needed to be considered. This was done to 

minimize the risk of inaccurate conclusions, by attempting to isolate the effects of the non-monetary 

variable. 

 

Average Monthly Pay 

This variable was collected and adapted from previous research by Shaw et al. (2005), where the 

respondents were asked to state the average monthly gross pay of the firm’s employees. The data for this 

variable was collected via the survey. 
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Table of Variables 

Variable Reference  Applied Measurement  Source of Data 

Independent Variables 

Firm Age 
Arthur, 1994; Shaw et al. 

1998; Shaw et al., 2005 

The founding year of the 

firm, subtracted from the 

year of this study. 

Retriever 

Work-life Balance De Cieri et al., 2005 

The indexed sum of firm 

initiatives, ranging from 0 to 

6. 

Survey, Q2 

Autonomy DeVaro et al., 2007 

Likert scale, 1-5. The sum 

of all answers, divided by 

the number of statements. 

Survey, Q3 

Training Shaw et al., 2005 

Likert scale, 1-5. The sum 

of all answers, divided by 

the number of statements. 

Survey, Q4 

Internal Career 

Opportunity 
Haines et al., 2010 

Internal recruitment was 

coded as 1, and external 

recruitment as 0.  

Survey, Q1 

Control Variables 

Average Monthly 

Pay 
Shaw et al., 2005 Average monthly gross pay. Survey, Q7 

Dependent Variable 

Retention Ratio 
Kemelgor & Meek, 2008; 

Haines et al., 2010 

Voluntary turnover 

subtracted from the amount 

of employees, calculated as 

a percentage. 

Survey, Q5 & Q6 

Table 3.2: Variable overview 4 
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3.5 Data Analysis  

Utilizing SPSS, a linear multiple regression analysis was carried out to test the five hypotheses of this 

study, where a significance level of 0.05 was used throughout to ensure a 95 percent confidence level. The 

analysis was based on the established research model (Figure 2.2), where retention ratio was the 

dependent variable. The independent variables were work-life balance, autonomy, training, internal 

career opportunity, firm age, and average monthly pay. All reported data was used, including the highest 

and lowest values, since excluding these would remove data from the firms with the highest retention. For 

firms that failed to report average monthly pay, this variable was set to the mean value of all other 

participating firms.  

 

The correlation between two variables is determined by the strength of their linear relationship, where the 

strongest relationship is shown at -1 and 1, respectively. A value of -1 signifies a perfect negative 

correlation, while a value of 1 signifies a perfect positive correlation. A value of 0 implies there is no 

correlation at all (Körner & Wahlgren, 2012). When utilizing a linear multiple regression analysis, 

multicollinearity needs to be taken into consideration, since most independent variables are correlated to 

some degree. If these variables are highly correlated, it is not possible to determine their separate effect on 

the dependent variable, making it difficult to interpret the results. To make sure the effect of 

multicollinearity did not affect the result of this study, all variables were examined to ensure no 

correlation coefficients exceeded the guideline value of +/- 0.7, as recommended by Anderson et al. 

(2004). Since this study utilized a sample, both R
2
 and adjusted

 
R

2
 were used. R

2
 determines to what 

extent the independent variables predict the outcome of the dependent variable (Körner & Wahlgren, 

2012), while adjusted R
2
 takes into account that the study only covers a sample of the population. These 

values range from 0 to 1 (Muijs, 2004). The research model was then analyzed in two steps. First, the 

control variables were measured, and thereafter, all remaining independent variables were added to 

establish the full model. This allowed for a comparison to be made between the control variable and the 

independent variables, to examine their effect on R
2
, adjusted R

2
, and the significance of the model. 

3.6 Validity, Reliability, and Replicability 

The quality of business research relies on its validity, reliability, and replicability (Bryman & Bell, 2011). 

The efforts made in order to ensure the quality of this study are presented below: 

 

Measurement Validity 

A common issue often faced in quantitative research relates to whether the measures truly reflect the 

reality they are intended to measure (Bryman & Bell, 2011). To ensure the measurement validity of this 

study, the chosen survey items were adopted from previously published scientific articles, where the items 

had already been tested and validated. 

 

Internal Validity 

The strength of the cause-and-effect relationship between the independent and dependent variables in a 

study and whether there could be other explanations for this relationship is described as a study’s internal 

validity (Bryman & Bell, 2011). The assumed causal relations used in this study are based on the findings 

of previous research, strengthening its internal validity. 
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External Validity 

The generalizability of the results of a study is related to its external validity (Bryman & Bell, 2011). The 

use of a survey allows for a relatively large sample size, increasing the study’s generalizability. However, 

the rather unique legislations in Sweden might have a negative influence on the generalizability of the 

study’s result in other countries. It is therefore important to keep in mind that the intention of this study 

was primarily to create a better understanding of retention, and specifically how it relates to Swedish 

SMEs, and not to SMEs in general. Therefore, this study did not set out to explore the concept of retention 

as a whole, and instead focused on applying carefully selected and previously established key concepts in 

a Swedish context. As a consequence, the findings of this study might not be applicable outside of this 

context.  

 

Reliability and Replicability 

Whether measurements are consistent, and whether it would be possible to achieve the same results in the 

future, is referred to as a study’s reliability (Bryman & Bell, 2011), while replicability refers to the 

possibility to repeat a conducted study in the future. These two criteria are closely intertwined (Ibid.). To 

increase the reliability and replicability of this study, a detailed description of the sampled selection 

process is included, along with the questions and the information sent to the respondents. To simplify the 

use of this study in future research, details about specific steps taken to achieve the result, such as methods 

of data analysis and the survey itself, have been included as well. However, the replicability of this study 

could be negatively affected due to the participating firms being anonymous. This choice was made to 

ensure the confidentiality of the respondents. 

3.7 Ethical Considerations 

Ethical principles in business research are related to four main areas: whether there is harm to participants, 

whether there is a lack of informed consent, whether there is an invasion of privacy, and whether 

deception is involved. Harm to participants can take several forms, such as physical harm, stress, harm to 

participants’ development or self-esteem, as well as harm to participants’ career prospects or future 

employment. Additionally, inducing subjects to perform reprehensible acts could also cause harm. The 

issue of harm to participants can be addressed by maintaining the confidentiality of the identities and 

records of individuals and firms involved in a study. Anonymizing records and reporting findings in a way 

that does not reveal the identities of individuals is often easier in quantitative studies (Bryman & Bell, 

2011). All prospective participants in this study were informed that their anonymity would be maintained, 

and that no identifying information would be published in the finished study. It was also presumed that the 

information which was requested via the survey was not harmful in and of itself, and could not be used for 

harmful purposes. Voluntary turnover can potentially be a sensitive topic but since participation was 

voluntary, participants could themselves determine whether they wanted to divulge the requested 

information or not. 

 

The principle of informed consent asserts that participation should be voluntary, and that the prospective 

participants understand the risks and rewards involved with participating, as well as the purpose of a study 

(Jacobsen et al., 2002). To satisfy this requirement, prospective participants were, prior to answering the 

survey, informed of the purpose the collected data would be used for, and what this study would attempt 

to achieve. However, presenting prospective participants with all the information which might influence 

their decision to participate or not is extremely difficult (Bryman & Bell, 2011). It is therefore possible 

that certain minor transgressions have unintentionally been committed in this study. An example of this 

type of transgression could be the stated estimated time needed to complete the survey.  
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The right to privacy is a highly valued principle by many, and violating this right in the name of research 

is unacceptable. Individuals can refuse to answer questions touching upon private or sensitive areas, and it 

is impossible to know beforehand which topics might be sensitive to prospective participants. It is 

therefore important to give respondents an opportunity to withdraw from participating (Bryman & Bell, 

2011). The survey was sent out to all prospective participants via e-mail, wherein it was stated that their 

participation would be appreciated. However, an individual not wishing to participate in this study could 

simply ignore or delete the email with the attached link to the survey. 

 

The final principle is related to deception, which occurs when a researcher presents their research as 

something that it is not (Bryman & Bell, 2011). To minimize the degree of deception to the furthest extent 

possible, prospective participants were informed of the study’s purpose, which was expressly stated to 

examine how a firm’s HR activities can decrease voluntary turnover, and in doing so, avoid the substantial 

costs associated with an employee leaving the firm. 
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4. Empirical Data and Analysis 

This chapter outlines the collected empirical data, and the analysis of this data. An overview of the 

variables and their related data are then presented, which is followed by the results of the correlation and 

regression analyses. An overview of how these results pertain to the hypotheses concludes the chapter. 
 

4.1 Descriptive Statistics 

The dependent and independent variables used for the study’s linear multiple regression analysis are 

presented in table 4.1. The values regarding voluntary turnover are presented as well, since they were used 

for calculating the retention ratio.  

 

Table of Variable Data  

Variable Min. Max. Mean Median 
Std. 

Deviation 

Average Number of Employees 7 250 42.93 24.5 48.27 

Voluntary Turnover 0 30 2.61 1 4.23 

Average Monthly Pay 18000 57500 29856.75 29350.52 6035.03 

Firm Age 2 110 23.24 18.5 19.5 

Work-life Balance 0 6 2.47 2 1.56 

Autonomy 1 5 3.06 3 0.94 

Training 1 5 2.65 2.5 0.93 

Internal Career Opportunity 0 1 0.23 0 0.42 

Retention Ratio 0.5 1 0.92 0.94 0.087 

Table 4.1: Variable data overview 5 

 

The sampled firms’ average number of employees ranges from 7 to 250, with a mean of 42.93, a median 

of 24.5, and a standard deviation of 48.27. Firms from the whole SME-spectrum are therefore represented 

in the sample, where 77 percent of the firms had fewer than 49 employees, and 33 percent of the firms had 

50 employees or more. This is in line with reports of there being a higher prevalence of small firms than 

medium-sized firms in Sweden (Svenskt Näringsliv, 2010). A total of five firms decreased their number of 

employees to less than 10 after the sampling process, while one firm increased their number of employees 

to over 249. These firms would therefore not be included in the population when replicating the sample 

selection process used in this study. Voluntary turnover ranged from 0 to 30, with a mean of 2.61, a 

median of 1, and a standard deviation of 4.23. Firms with both high and low turnover are therefore part of 

the sample.  

Among the sampled firms, 53 percent had a voluntary turnover of ≤1 (Figure 4.1), indicating that average 

voluntary turnover is best described by the median, since the mean is skewed by a few outliers with 

notably high average voluntary turnover.  
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Figure 4.1: Voluntary turnover overview 6 

1 

Average monthly pay ranged from 18 000 to 57 500 SEK, with a mean of 29 856.75 SEK, a median of 29 

350.52 SEK, and a standard deviation of 6 035.03 SEK. This indicates that firms with both high and low 

pay are represented in the sample. Firm age ranged from 2 to 110 years, with a mean of 23.24, a median of 

18.5, and a standard deviation of 19.5. This indicates the sample included both new and old firms, while 

the relatively high standard deviation indicates a wide spread of age among the firms. As seen in figure 

4.2, 79 percent of firms are younger than 30 years, while 11 percent are older than 40 years. 

 

 

 
Figure 4.2: Firm age overview 7 
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Work-life balance ranged from 0 to 6, with a mean of 2.47, a median of 2, and a standard deviation of 

1.56. The sample therefore includes firms not offering any of the WLB practices examined in this study, 

as well as firms offering all of them. The mean and median values indicate a relatively low prevalence of 

WLB practices among the sampled firms. However, over 90 percent of the participating firms had one or 

more WLB practices available for their employees, with flex time and  rostered days off being the most 

common. As seen in figure 4.3, out of the 96 participating firms, these initiatives are offered by 53 and 68 

of the firms, respectively. The least common WLB practice is career break, offered by nine of the 

participating firms.  

 
Figure 4.3: WLB items overview 8 

 

Autonomy ranged from 1 to 5, with a mean of 3.06, a median of 3, and a standard deviation of 0.94. As 

seen in figure 4.4, the responses regarding autonomy are mainly concentrated around the middle of the 

Likert scale, while also showing that task autonomy is more prevalent than pace autonomy, indicating it is 

more common for employees to be able to decide which tasks to complete rather than the pace at which 

work is performed.     

 

Autonomy Item Overview 

 

Distribution of given answers regarding pace autonomy 

6.3% 28.1% 38.5% 24% 3,1% 

 

Distribution of given answers regarding task autonomy 

9.4% 15.6% 29.2% 34.4% 11.% 

 

 

Figure 4.4: Autonomy items overview, distribution 9 

 

1  2  3  4  5  
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Training ranged from 1 to 5, with a mean of 2.65, a median of 2.5, and a standard deviation of 0.93, 

meaning the responses are mainly concentrated around the middle of the Likert scale. Internal career 

opportunity ranged from 0 to 1, with a mean of 0.23, a median of 0, and a standard deviation of 0.42. Due 

to the binary nature of this variable, the mean and the median indicate that external recruitment is more 

prevalent within the sample. The retention ratio ranged from 0.5 to 1, with a mean of 0.92, a median of 

0.94, and a standard deviation of 0.087. This indicates a relatively high retention ratio among the sampled 

firms, with a few exceptions lowering the minimum value. This is demonstrated by the fact that 53 percent 

of the participating firms reported ≤1 resignations, as seen in figure 4.1. 

4.2 Correlational Analysis 

Pearson’s correlations between all variables of this study are presented in table 4.2. The result of the 

correlational analysis shows there is a statistically significant correlational relationship between retention 

ratio and firm age, being significant at the 0.05 level. This positive relationship indicates that retention 

ratio increases over time, as the firm ages. None of the other variables show a statistically significant 

relationship to retention. Among the non-significant variables, autonomy has the highest degree of 

correlation. The fact that the value is negative implies there is an inverse relationship between autonomy 

and retention. However, since this relationship is not significant, it is not possible to generalize the 

findings to the whole population.  

 

Correlations 

 
Retention 

Ratio 

Work-life 

Balance 
Autonomy Training 

Internal 

Career 

Opportunity 

Firm Age 

Average 

Monthly 

Pay 

Retention  

Ratio 
1 .057 -.192 .079 -.090 .228* .122 

Work-life 

Balance 
.057 1 .037 .113 -.101 .146 .050 

Autonomy -.192 .037 1 .031 .030 .003 .230* 

Training .079 .113 .031 1 -.032 .032 -.105 

Internal Career 

Opportunity 
-.090 -.101 .030 -.032 1 .072 -.236* 

Firm Age .228* .146 .003 .032 .072 1 -.033 

Average 

Monthly Pay 
.122 .050 .230* -.105 -.236* -.033 1 

Table 4.2: Variable correlation overview, * significance *p < .05 10 

 

 

To ensure the result of the linear multiple regression analysis was not affected by multicollinearity, the 

correlation of all variables was compared to the guideline value of +/- 0.7, as recommended by Anderson 

et al. (2004). The highest value was 0.230, between autonomy and average monthly pay, while the lowest 
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was -0.236, between internal career opportunity and average monthly pay. Based on these values it was 

concluded that multicollinearity was not an issue. 

4.3 Regression Analysis 

To test the hypotheses of this study, a linear multiple regression analysis based on the research model was 

performed. As seen in table 4.3, Step 1, which only includes the control variable, has an adjusted R
2
 value 

of 0.004, and is not statistically significant at the 0.05 level. In Step 2, where the remaining independent 

variables were added, increases adjusted R
2
 to 0.075, which means the model can explain 7.5 percent of 

the variation in the dependent variable retention ratio. Adding the remaining independent variables makes 

the model significant at the 0.05 level. This means it is possible to rule out the risk of chance having an 

effect on the variable relationships to 95 percent, and ensures conclusions regarding the whole population 

can be made by analyzing the sample. These increased values indicate the remaining independent 

variables merit closer examination, since they increase the overall adequacy of the model. 

 

Regression Analysis Results 

Step Variable Model 1 Model 2 

1 Average Monthly Pay .122 .181 

2 Firm Age - .235* 

 Work-life Balance - .007 

 Autonomy - -.236* 

 Training - .096 

 Internal Career Opportunities - -.053 

 R
2
 .015 .133 

 Adj. R
2
 .004 .075 

 △ Adj. R
2
 - .071 

 F (sign) 1.412 2.284* 

Table 4.3: Regression analysis, shows β (standardized coefficients), and significance * p < .05 11 

 

As seen in table 4.3, the two variables firm age and autonomy are statistically significant at the 0.05 level. 

The table also includes the beta value, which allows for a standardized comparison between the variables 

on the same scale. The higher the value, the higher the effect is on the dependent variable (Muiji, 2004). 

The highest positive beta value is 0.235, and is related to firm age, meaning retention ratio increases as 

firm age increases. The highest negative beta value is -0.236, and is related to autonomy, meaning 

retention ratio decreases as autonomy increases. The variable with the lowest beta value is work-life 

balance, with a value of 0.007. However, this value is not statistically significant at the 0.05 level, and it 

can therefore not be ruled out that the relationship is due to chance. The beta values of average monthly 
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pay and training are relatively high, but not statistically significant at the 0.05 level. An overview of how 

these results pertain to the hypotheses of this study is presented in table 4.4. 

 

Hypothesis Variable Outcome Finding 

1 Firm Age Confirmed 

Firm age has a positive and statistically 

significant effect on retention.  

This supports previous research. 

2 
Work-life 

Balance 
Rejected 

WLB has no statistically significant effect on 

retention.  

3 Autonomy Rejected 

Autonomy has a negative and statistically 

significant effect on retention.  

This contradicts previous research. 

4 Training Rejected  
Training  has no statistically significant effect 

on retention. 

5 
Internal Career 

Opportunity 
Rejected 

Internal career opportunity has no statistically 

significant effect on retention.  

Table 4.4: Hypothesis outcome overview 12 
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5. Discussion 

This chapter begins with a short summary of the problem area, followed by a discussion regarding the 

result of the linear multiple regression analysis, and how it relates to the study’s hypotheses. Each 

variable of the theoretical framework, and their related hypotheses, are presented. The chapter also 

includes comparisons between the results of this study and the previous research findings presented in the 

theoretical framework. 
 

 

Retention involves the voluntary measures taken by a firm, intended to keep employees within the firm for 

the maximum amount of time (Deo, 2014), and since key employees contribute to a firm’s competitive 

advantage, it is an especially important topic for SMEs (Cegarra-Leiva et al., 2012). Losing employees is 

associated with high costs (Kemelgor & Meek, 2008; Pitts et al., 2011), both tangible (Pitts et al., 2011), 

and intangible (Reitz & Anderson, 2011). Striving to increase retention solely by increasing salaries often 

has a short-lived effect (Mitchell et al., 2001), and also puts the firm at risk of being outbid by competitors 

(Hiltrop, 1999). However, there is evidence that non-monetary factors can substitute for pay (Coff, 1997). 

Therefore, this study examined which non-monetary factors have an effect on employee retention in 

Swedish SMEs. 

5.1 Firm Age 

Newer firms face greater challenges with retaining employees than their already established counterparts 

(Phelan et al., 2006). An important factor in the failure of new firms is their founders’ inability to 

successfully manage HRM issues (Cardon & Stevens, 2004). In this study, older firms were expected to 

have a higher retention ratio than younger firms, in accordance with hypothesis 1, which states that firm 

age is positively related to employee retention in Swedish SMEs. The result shows that firm age has a 

positive effect on retention, a relationship that is statistically significant at the 0.05 level. Furthermore, 

firm age has the strongest effect on retention in the research model used in this study. This result confirms 

hypothesis 1. 

 

Previous research states that young firms lacking experience are prone to HRM challenges and difficulties 

(Cardon & Stevens, 2004). The result of this study shows that retention is also part of these challenges. 

The fact that employees are more likely to stay with an older firm implies there are important lessons for 

younger firms to learn regarding retention.   

5.2 Work-life Balance 

The absence of tension between work-related and non-work related activities is referred to as work-life 

balance (Beauregard & Henry, 2009; Presbitero et al., 2015). A focus on the implementation and 

management of WLB practices is important for retaining valued employees (De Cieri et al., 2005). In this 

study an increase in WLB practices was expected to increase retention, in accordance with hypothesis 2, 

which states that a higher number of work-life balance practices is positively related to employee 

retention in Swedish SMEs. However, the result shows that the effect of WLB practices on retention is 

miniscule. Furthermore, the relationship is not statistically significant at the 0.05 level. Therefore, 

hypothesis 2 is rejected.  

 

This result is consistent with previous research findings related to WLB practices, which states that the 

amount of WLB practices does not have an effect on employee retention (Cegarra-Leiva et al., 2012), 
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while contradicting other findings (e.g. De Cieri et al., 2005; Deery, 2008). A potential explanation for 

this variable’s lack of statistical significance might be due to the fact that none of the research related to 

WLB presented in the theoretical framework was related to a Swedish context. Our empirical data shows 

that over 90 percent of all participating firms offer their employees one or more WLB practices. This 

implies that WLB practices are readily available in Swedish SMEs, and might therefore not be a deciding 

factor related to an employee’s intention to stay with a firm. 

5.3 Training 

The systematic development of employee knowledge, skills, and attitude, designed to increase job 

proficiency is referred to as training (Deo, 2014), and when an employer offers training opportunities, it 

can be seen as a sign of commitment towards their employees (Chew & Chang, 2008). It has also been 

stated that a characteristic of high retention firm cultures is a focus on continued learning (George, 2015). 

An increase in training opportunities was expected to increase retention, in accordance with hypothesis 4, 

which states that the extent of employee training is positively related to employee retention in Swedish 

SMEs. The result of this study shows there is a positive relationship between training and retention. 

However, this relationship is not statistically significant at the 0.05 level. Therefore, hypothesis 4 is 

rejected. 

 

This indicated relationship is in line with previous research findings (Fey et al., 2000; Moncarz et al., 

2009), while conflicting with others (Haines et al., 2010). However, these findings do not disprove nor 

confirm previous research, since it is not possible to rule out that the positive relationship between training 

and retention is due to chance in the research model used for this study. 

5.4 Internal Career Opportunity 

The opportunity for employees to further their careers and reach higher levels within a firm is referred to 

as career opportunity (George, 2015; Presbitero et al., 2015), where a higher degree of organizational 

commitment tends to be found in firms where employees perceive career possibilities (Fey et al., 2000). 

On the contrary, employees will attempt to further their careers by finding another job in a different firm if 

they believe their promotional chances to be low (Hee & Ling, 2011). In accordance with hypothesis 5, 

which states that internal career opportunities are positively related to employee retention in Swedish 

SMEs, an increase in internal career opportunities was expected to increase retention. However, the result 

of this study shows a negative relationship between internal career opportunities and retention, albeit a 

relatively weak one. Furthermore, this relationship is not statistically significant at the 0.05 level. 

Therefore, hypothesis 5 is rejected. 

 

This indicated relationship contrasts the majority of the research findings regarding internal career 

opportunity in the study’s theoretical framework. However, it is in line with some previous research, 

which found that internal promotion was associated with higher quit rates, under certain circumstances 

(Fairris, 2004). Since this relationship is not statistically significant, it is not possible to confirm either of 

these findings.  
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5.5 Autonomy 

The degree of freedom, independence, decision-making, and discretion allowed to employees is referred 

to as autonomy (Hee & Ling, 2011), which has been described as one of the key factors for retention 

(George, 2015). Autonomy has been linked to organizational commitment (Park & Searcy, 2012), work 

engagement (Fernandez & Moldogaziev, 2013), and greater enthusiasm towards work (Hee & Ling, 

2011). Increased levels of autonomy was expected to increase retention, in accordance with hypothesis 3, 

which states that a higher degree of autonomy is positively related to employee retention in Swedish 

SMEs. Interestingly enough, the result of this study shows a negative relationship between autonomy and 

retention, while also being statistically significant. Therefore, hypothesis 3 is confirmed.  

 

This lies in contrast to the research findings in the study’s theoretical framework, which showed a positive 

relationship between autonomy and retention. Since this study includes a wide variety of firms, this 

finding might be due to the fact that certain employees belong to occupational groups requiring high 

education and specific knowledge. This occupational group is often in high demand on the external labor 

market, making it easier for individual employees to find employment opportunities in other firms. The 

statistically significant correlation between autonomy and average monthly pay (Table 4.2) lends credence 

to this explanation, as highly educated occupational groups are typically given higher pay compared to 

occupational groups with little or no education. 

5.6 Average Monthly Pay   

Pay is a part of the financial remuneration a firm offers its employees (Terera & Ngirande, 2014). The 

positive effects of improved remuneration on retention are well-documented in previous research (Haines 

et al., 2010), although additional research has found the effect of improved remuneration to be short-lived 

(Mitchell et al., 2001). The result of this study indicates a positive relationship between average monthly 

pay and retention ratio. However, this result is only statistically significant at the 0.1 level, and not at the 

0.05 level utilized in this study. This indicated relationship is in line with previous research (Moncarz et 

al., 2009; Presbitero et al., 2015). The relatively high statistical significance of this relationship indicates it 

is a factor that should not be ignored when establishing a firm’s retention strategy. Furthermore, the 

negative correlation between internal career opportunity and average monthly pay (Table 4.2) implies that 

firms that promotes and recruits from within will benefit from lower costs related to pay. 
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6. Conclusions 

A description of how this study set out to answer the research question begins the chapter. The 

conclusions regarding the research question as well as the theoretical implications are then presented. 

This is followed by suggestions for future research areas related to retention. The practical implications 

of the result conclude the chapter.  
 

6.1 Theoretical Findings 

The purpose of this study was to research the prevalence of non-monetary factors, and their effect on 

retention in Swedish SMEs, in order to add to the existing research of this area. An increased 

understanding of retention will allow these firms to avoid the high costs associated with voluntary 

turnover. To achieve this, a sample of 96 randomly selected Swedish SMEs was examined using a 

multiple linear regression analysis. Data was collected via the use of a survey and secondary data sources. 

By analysing the gathered data, the following conclusions could be made regarding the research question: 

 

To what extent do firm-level, non-monetary factors affect the retention ratio in Swedish SMEs? 

 

➤ Older firms are more successful in their employee retention efforts than younger firms 

➤ The retention factors identified in previous research can not be applied universally across all 

contexts 

➤ Firms with higher degrees of employee autonomy are more at risk of losing employees 

 

The result shows that older Swedish SMEs have a higher retention ratio than their younger counterparts, 

which confirms that younger firms in Sweden have to contend with liabilities of newness in matters of 

employee retention. This supports and develops previous findings (e.g. Phelan et al., 2006; Cardon & 

Stevens, 2004) by researching a new context. Potential reasons for this relationship between firm age and 

retention could stem from a wide variety of factors, such as greater experience, resources, procedures and 

routines related to HRM in older firms. Furthermore, younger firms might not be able to provide the same 

sense of job security or long-term stability, inciting current employees to search out other job 

opportunities. 

 

No clear relationship between WLB and retention was found. This result is in line with some previous 

findings implying that the amount of WLB practices available is not as important as the existence of a 

WLB culture at the firm (Cegarra-Leiva et al., 2012). In this study, over 90 percent of the participating 

firms offered at least one type of WLB practice, making it a common occurrence among Swedish SMEs. 

This implies that WLB practices are available to such a high degree in today’s firms that they are now 

taken for granted by employees, which means WLB practices alone do not make an employer unique, 

downplaying its effect on retention. 

 

Based on the result of this study, it was not possible to confirm a clear relationship between training and 

retention. Therefore, training employees does not appear to have a distinct effect on a firm’s retention. 

However, this does not detract from the potential value of training since it may have a positive effect on 

other aspects of the firm. In today’s fast-moving business environment, maintaining an up-to-date base of 

knowledge is a prerequisite for organizational performance and cultivating a competitive advantage. 
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A clear relationship between internal career opportunities and retention was not found in this study. 

Accordingly, a firm’s retention does not seem to be affected by the presence of an internal labor market. 

This could be explained by the increased importance of the protean career, since it is common for 

employees not only to change jobs but entire careers (Davis, 2015), making internal career opportunities 

less effective as a tool for retention. Increased globalization, along with technological advancements, now 

allows an individual to pursue and develop a protean career to a higher degree since changing employer 

and even country of residence is easier than ever. This development will most likely continue, making it 

an issue employers need to consider and adapt to in the future. 

 

The result strongly indicates that pay has a positive effect on employee retention. However, it was not 

possible to confirm a statistically significant relationship between average monthly pay and retention 

ratio. It is therefore not possible to guarantee increasing monthly pay will lead to increased retention in 

Swedish SMEs. The effect of pay will probably vary between different employees since needs and 

preferences differ depending on career stage, financial situation, personal desires etc. 

 

The result of this study shows that autonomy has a negative relationship with retention. This contrasts 

previous empirical findings, which found a positive effect of autonomy on retention (e.g. George, 2015; 

Hee & Ling, 2011). This means Swedish SMEs with higher levels of autonomy experience lower 

retention. An explanation for this negative relationship could be due to differences across occupational 

groups, where highly educated individuals are usually employed in jobs that are autonomous in nature, e.g 

real estate agents, architects and engineers. Their knowledge, skills and abilities also make them attractive 

on the external labor market, making it easier for them to voluntarily transition to other firms. This 

supports the findings of Mahal (2012), who states that highly skilled employees will leave a job if the 

opportunity for enhancing their career, knowledge assets, and future earning power arises elsewhere. 

 

The need for more research regarding retention, especially in the context of SMEs, has been expressed by 

researchers (e.g George, 2015; Kemelgor & Meek, 2008), which warranted the need for this study. 

Therefore a research model based on previous research was developed and used to examine retention in 

Swedish SMEs. By completing this study, a greater understanding regarding this research area has been 

attained. Furthermore, the result of this study implies there are previous research findings that are not 

suitable or applicable to the Swedish SME context. Due to the complex nature of employee retention as a 

research area, these initial findings are important for establishing a base of knowledge, which can then be 

developed and combined with other retention-related findings in order to increase the understanding of 

this research area as a whole. 

6.2 Future Research 

Employee retention is still a relatively unexplored research area (George, 2015), especially regarding 

SMEs (Kemelgor & Meek, 2008). To attain a higher level of understanding regarding retention, further 

research therefore needs to be conducted. This study confirms that many factors affect retention, opening 

up possibilities for a wide variety of research related to retention in a Swedish context. Future research 

could focus on the individual or societal level, rather than the firm level, while examining the differences 

between various countries could prove to be a worthwhile endeavour as well. It would also be beneficial 

to perform longitudinal studies, since a comparison over time can give valuable insights regarding the 

implementation and effects of new retention initiatives. Focusing on firms in a specific industry might also 

provide a more nuanced view, which could further explain the unexpected findings regarding autonomy in 

this study. A qualitative study examining and comparing the retention efforts of older firms with high 
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retention and new firms with lower retention could highlight crucial differences in these efforts. Using this 

broader approach, previously unexplored differences could be discovered, leading to new and innovative 

ways of managing a firm’s HR resources. 

6.3 Practical Implications 

Firm age was shown to have a positive effect on retention. In practice, this means younger firms could 

benefit from a greater understanding of the HRM practices in older firms and adapting these, since 

previous research has shown that HR decisions made at an early stage in a young firm has a profound 

impact on its later success (Cardon & Stevens, 2004). The accumulation and application of knowledge and 

experience regarding HR practices should therefore be prioritized in younger firms. These firms could 

accomplish this by recruiting a HR manager with extensive prior experience, or seeking out a mentor or 

older firms with high retention, which could act as inspiring examples.    

 

An increased awareness of the negative relationship between autonomy and retention among Swedish 

SMEs will allow these firms to be more proactive in their retention strategies. Firms employing 

occupational groups with autonomous job tasks need to be conscious of the fact that extra effort might be 

needed in order to retain these employees. This higher propensity for leaving could be alleviated by 

providing challenging and appealing work tasks, which would create a stimulating work atmosphere for 

these employees. 

 

The fairly high significance of average monthly pay indicates that pay is a factor that should not be 

ignored when establishing or revamping a firm’s retention strategy. Nonetheless, pay should not be the 

sole incentive an employer utilizes when attempting to increase their retention, but should rather be part of 

a diversified retention strategy package.  

 

The result of this study has implications for many levels of a firm. Since research has not been able to 

fully explain the intricacies of retention, there does not seem to be a universal retention strategy solution 

available. HR managers need to maintain a critical mindset when implementing HRM measures 

recommended by research, as these are not guaranteed to be successful due to the uniqueness of each firm 

and context. Looking at retention research, employees seem to merely be the passive recipients of 

retention efforts. Due to the many available options for an HR department regarding retention, part of the 

responsibility should therefore be placed on the employees themselves, as they are the only ones who truly 

know what will make them stay at the firm. This will allow for a bottom-up approach to retention where 

the most suitable measures are chosen by the employees themselves, rather than by higher management. 

To achieve this, top management needs to facilitate channels for feedback, allowing employees to express 

their wants and needs. This is already becoming more prevalent as more and more firms are implementing 

a cafeteria-style benefits package, which allows the individual employee to choose their own benefits and 

thereby co-develop their own retention strategy in tandem with the employer. This allows for higher 

diversity and flexibility in the firm’s retention efforts. 

 

An effective retention strategy, with initiatives that are appealing to employees, needs to include a diverse 

set of incentives. Some of these can be necessary for meeting the minimum expectations of employees, 

while others might be needed for the firm to be perceived as competitive on the labor market. The research 

model utilized in this study can therefore be used as a starting point for a younger firm attempting to 

establish an employee retention strategy, which can then be developed further to include other factors in 

order better suit the specific circumstances and conditions surrounding the firm. Since the findings of this 
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study contradict previous research findings to a degree, caution is advised when implementing retention 

initiatives, as the effect can vary from one context to another and might not have the desired outcome. 
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Appendix 2: Emails to Respondents 

Introductory email 

Hej! 

Vi är två civilekonomstudenter vid Högskolan i Halmstad som skriver vår magister-uppsats, där vi 

undersöker hur ett företags HR-aktiviteter kan minska frivilliga uppsägningar och hur företaget på så sätt 

kan undvika de påtagliga kostnader som uppstår när en anställd väljer att avsluta sin anställning. 

 

Om Ni inte har möjlighet att själv besvara vår enkät är vi oerhört tacksamma om Ni vidarebefordrar detta 

mail till en person på företaget som är insatt i dessa frågor. 

 

Enkäten består av sju korta frågor och beräknas ta ca fem minuter att fylla i. Alla svar behandlas 

konfidentiellt och inga företagsnamn eller annan identifierande information kommer inkluderas i 

uppsatsen. 

 

Ju fler svar vi kan få in desto säkrare blir slutsatserna som kan dras av vår studie. Därför är alla svar 

viktiga och vi uppskattar om Ni tar Er tid att besvara enkäten. 

 

Om Ni är intresserade av denna studies resultat eller har några frågor får Ni gärna skicka ett mail till 

maghag11@student.hh.se eller simkul12@student.hh.se 

 

Med vänliga hälsningar 

Magnus Hagberg 

Simon Kullgren 

 

Reminder notice  

Hej! 

I förra veckan blev Ni ombedda att delta i en undersökning gällande personalomsättning. Då många 

företag har två grupper av anställda med olika förutsättningar vill vi förtydliga att enkäten i så fall kan 

fyllas i med den grupp som är störst i åtanke.  

 

Det är viktigt för oss att få in svar från både företag med och utan personalomsättning för att kunna dra så 

korrekta slutsatser som möjligt och skapa en nyanserad bild av problemområdet. 

 

Länken till undersökningen hittar Ni nedan 

#dialoglink# 

 

Vi vill även påminna om att alla svar är viktiga för oss så vi vore väldigt tacksamma om Ni tog Er tid att 

svara. Skulle detta mail ha hamnat hos fel person vore vi tacksamma om Ni vidarebefordrar det till den 

person som arbetar med dessa frågor på företaget. 

 

Om Ni är intresserade av denna studies resultat eller har några frågor får Ni gärna skicka ett mail till 

maghag11@student.hh.se eller simkul12@student.hh.se 

  

Med vänliga hälsningar 

Magnus Hagberg  

Simon Kullgren 
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