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1.1 Introduction

Workplace culture means culture at work and its effect i.c., how people interact. work
and feel among each other. This consists of certain valucs, typical ways people behave.
how they communicate, the style of leadership and the everyday processes that help shape
how work is done. Having a good workplace culture quality. Whereas, negative
workplace culture often brings about stress, a lack of motivation and high staff turnover.
With open talking, encouragement from leaders or by valuing teamwork, workplace

culture builds both personal satisfaction and the organization’s success.

Organizations all over various sectors arc still struggling with high employee turnover
which results in more problems than just the number of people. When many people leave
the organization, it affects productivity, reduces team spirits and puts financial stability at
risk from constant recruitment, on boarding and training expenses. Also, when
experienced employees depart, there is a risk of losing the knowledge and cohesiveness
teams rely on. Many things infiuence an employee’s decision to stay with a company and
workplace culture is often the strongest and most important one. The culture of a
workplace means the collective attitudes. belicfs and rules that influence how everyone
behaves within the organization. It determines the methods employees use to interact, how
they deal with their jobs and what their daily experiences are like. The sort of culture that
exists in a workplace truly affects employees and impacts their motivation, happiness
levels and commitment over time. Having mutual respect, open communication.
teamwork, inclusion and effective lcadership makes a workplace culture positive. Because
of this environment, employees are encouraged to take part in their duties, appreciate
what they do and identify with the organization’s values and mission. If workers believe
they are supported and valued, they usually want to keep working for the company which

helps reduce how many people leave. If workplace culture is toxic because of poor



leadership, unnoticed contributions, unfair treatment, too much work or poor
communication, employees will soon be unhappy and disengage. Such situations often
make employees feel exhausted, stressed and burned out which often results in their
resignation. Frequent bad experiences at work can cause staff to leave, so that skilled
workers are lost and replaced over and over. The researchers want to find out the strong
effects of workplace culture on employee turnover, mainly focusing on important parts of
the culture such as leadership style, balancing their life and work, how employees are
recognized, promoting diversity and inclusion and communication within the
organization. The research looks at these influences to find out ways companies can make
their workplace settings more helpful and long-lasting for employees. creating a positive
workplace culture is necessary and strongly benefits organizations aiming for lasting
success. Firms focusing on building a positive culture are able to hold onto talented
individuals, make employees feel well-supported and improve how the organization
performs. If a company makes empathy, growth and inclusivity its guiding principles, its
staff will be able to face difficulties, keep innovating and contribute a lot to the

organization’s future prospects.
1.2 Operation definition

Workplace Culture- What makes a workplace culture are the similar values, beliefs,
attitudes and actions among its employees that help shape their teamwork and
collaboration. What influences employee satisfaction are the leadership style, different
communication methods, management strategies and the conditions where they work.
Functions like employee participation, mutual trust and high motivation can stem from a

healthy culture, but toxicity can cause negative feelings, weak performance and more
people leaving.

Employee Turnover- The term employee turnover means how many employees leave a

company within a given amount of time. It covers on-own choice of resignation



(voluntary) and situations where employers ask for resignations (involuntary). High

wrnover often destabilizes businesses. adds to their hiring costs and causes staff morale to

drop. so businesses have to address its main factors.

1.3 Statement of the problem

Companies in different industries consistently face the challenge of high employee
wurnover which is also expensive. Having many employees leave the company can cause
recruitment and training difficulties, the loss of valuable company knowledge, fewer
results from employees and issues in teamwork. While companies are placing more focus
on developing employees, many of them still find it hard to keep them in the organization
for a long time. The culture in a workplace is a major factor in why employees leave, yet
this factor is often ignored. All the values, beliefs, habits and ways people relate form the
working environment’s culture. If the culture in a company is positive and welcoming to
everyone, employees will feel accepted and respected and this can make them more
motivated, loyal and content in their jobs. People who are made to feel important are
usually more motivated to stick with the organization, work hard and develop their careers
there. If workplace culture is bad or negative, workers may feel unhappy, pressured.
disinterested and exhausted. This can cause people to leave for better jobs, turning the
staff over often and making the organization less stable and capable. Problems like
showing favouritism, bad communication, not getting recognized and having few career
opportunities make the situation worse. Even though more managers and HR departments
realize the value of a good workplace culture, many organizations still do not use proven
methods to make work better and keep staff longer. Introducing solutions is often slow, as
limited action is taken to deal with what causes people’s discontent. It calls for examining
how office culture helps or hinders staff retention and what specific elements. in culture.
cither help or hinder staff engagement. For this reason, adjusting the impact of employee

turnover by looking at workplace culture is both important and necessary. Organizations
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that recognize this connection can make the workplace more supportive and encourage

their team to grow, feel fulfilled and stay loyal for a long time.

1.4 Significance of the problem —

This study is highly significant for companies trying to address the tough problem of

employee retention today. With staff changes still causing financial and operational

problems for businesses, it’s important to understand what influences their employees’

decisions to quit or keep working. An important yet often missed factor is a company’s
mitted employees are. The study focuses

culture which helps shape how satisfied and com
on in order to fill a major gap in both

on how workplace culture affects employee retenti
research to suggest ways companies

current workplace practices and research. It relies on
bove regular retention methods. It

can improve their cultures in a way that lasts and goes &

is anticipat
inclusivity, transparency,
culture. It further seeks to highlight that a good company
makes them feel healthier, reduces missed days and improves
dvancement. Companies Who work on cr
st employees, reduce the expenses of ru
esh talent. It further supports the field
| behaviour by pointing out how cultur
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can help companies reduce resignations and promote a positive, productive and dedicated
; I

team spirit.
1.5 OBJECTIVES

1. To analyse the impact of workplace culture on retention.

2. To identify the factors influencing the workplace culture in employee turmover.

3. To identify the strategies to reduce employee turnover.

1.6 Research questions —

clear questions that lead the study of a topic. A

questions are carefully worded,
puilt for the

pic or problem that is the focus of a research study. They are

certain to
of narrowing down. Defines the boundaries of the research study,

and clarifies the goals the resea

Research
guides the

purpose
approach

rcher has Find out.

yee turnover rates?

place culture influence emplo
culture

1. How does work
2. What strategies nt

that reduces turnover?
al factors contribute to em

can organizations implement t0 foster a positive workplace

3. What specific cultur ployee retention?
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Deery & Shaw (1999) explained in his article “An Investigation of the Relationship
Between Employee Turnover and Organizational Culture” that investigate the
relationship between employee turnover and organizational culture in the hotel industry,
an area often overlooked in turnover studies. Their study, based on data from
nonsupervisory staff across four hotels in Melbourne, uses cluster analysis to identify
seven employee culture groups, two of which “turnover culture” and “work culture” are
explored in depth. The concept of a “turnover culture” refers to a shared perception
among employees that frequent job changes are normal or even expected, which in turn
reinforces high turnover rates. This contrasts with “work culture,” where stability and
long-term commitment are more prevalent. The study offers important insights for
hospitality managers, emphasizing the need to recognize and address underlying cultural
factors that perpetuate turnover. By shifting organizational norms and focusing on
retention-oriented strategies, businesses may create more stable and productive work
environments. The article significantly contributes to hospitality management literature by

linking culture directly with turnover behaviours and proposing culture-sensitive

interventions.

Egan et al. (2004) conducted a study on ¢ The Effects of Organizational Learning Culture

I¥]

and Job Satisfaction on Motivation 1o Transfer Learning and Turnover Intention. and

investigated the influence of organizational learning culture (OLC) and job satisfaction on
employees’ motivation to transfer learning and their turnover intentions, using a sample of
IT professionals in the United States. Their findings indicate that a strdng learning culture
is positively associated with job satisfaction and the motivation to apply newly acquired
knowledge, while also negatively correlated with employees’ intention to leave the
organization. The study’s strength lies in its integrated examination of both retention and
performance-related outcomes, providing practical insights for HR professionals seeking
to enhance employee engagement and reduce turnover through supportive learning

environments, However, its limitation includes a narrow focus on a specific industry and



geographic context, which may affect the generalizability of the results. The authors

recommend future rescarch to explore broader and more diverse organizational contexts

to decpen understanding of how learning culture interacts with job satisfaction and

employee behaviour.

«4 Review of The Literature on Employee

Ongori (2007) explained in his article
presents a literature review

Turnover. African Journal of Business Management”’

focusing on employee turnover, examining not just the commonly studied causes but also

the broader sources, consequences, and strategies for mitigation. The paper highlights

both internal (e.g., poor management, lack of growth opportunities) and external (e.g.,

Jabour market conditions) sources of turnover. It
including increased operational costs and loss of

further discusses the negative effects of

turnover on organizational performance,
¢. Ongori emphasizes the importance of proactive managerial strate
and offering career development

knowledg gies, such as

improving communication, enhancing job satisfaction,

opportunities to retain talent. The paper contributes to managerial practice by offering a

comprehensive overview and practical solutions to reduce turnover and maintain

organizational competitiveness

“An Exploratory Study of US Lodging

Moncarz et al. (2009) explained in his article
over and Retention” how

Organizational Practices on Employee Turn
ractices within U.S. lodging properties impact employee turnover and

rvey responses from 24 management companies identified

Properties’
organizational p
retention. Drawing on su

through the Directory of Hotel & Lodging
HRM) initiatives using correlation and regression analyses.

and training

Companies, the researchers analysed various

human resource management (
The findings revealed that corporate culture, hiring and promotion practices,

-management employee retention, while hiring and
t-level retention. Additionally, practices

cognizing and rewarding

initiatives significantly influenced non
promotion practices also affected managemen

such as articulating a clear organizational mission and re



employees helped reduce non-management turnover. Despite limitations due to the small
sample size and response rate, the study offers valuable insights for hospitality industry
leaders seeking to implement targeted HR strategies to improve employee retention and

reduce costly turnover.

Holtom et al. (2009) explained in his article “Turnover and Retention Research: A
Glance at The Past, A Closer Review of The Present, and A Venture Into the Future.” a
detailed examination of the evolution of voluntary employee turnover and retention
research. The authors explore major trends from the past decade, including the rise of
individual differences such as personality and motivation the role of interpersonal
relationships, organizational commitment, job embeddedness, and the growing
importance of temporal dynamics. The article highlights a shift in focus from merely why
employees leave to why they stay, promoting a more holistic approach to understanding
turnover behaviour. By integrating past theories with emerging frameworks, the authors

aim to inspire future studies that incorporate multi-level, cultural, and social network-

based variables in turnover research.

Mohr et al. (2011) Explained in his article “Employee Turnover and Operational
Performance: The Moderating Effect of Group-Oriented Organisational Culture”
investigates how employee turnover affects operational performance and whether
organizational culture moderates this relationship. Analysing data from 114 outpatient
healthcare centres, the authors found a strong negative correlation between high turnover
and operational performance. However, they discovered that facilities with a strong
group-oriented organizational culture experienced less decline in performance, even amid
high tunover. The findings suggest that fostering a group-oriented culture can help

organizations maintain efficiency and resilience in the face of workforce instability.

Hom et al. (2012) explained in his article “Reviewing Employee Turnover: Focusing on

Proxi ;
roximal Withdrawal States and an Expanded Criterion.” reconceptualise employee

10




turnover by introducing the concept of proximal withdrawal states psychological
conditions influencing whether employees stay or leave. They expand the turnover
criterion to include various quitting and staying scenarios, emphasizing motivational

states shaped by personal desire and perceived control. The article offers a nuanced

framework to better understand and predict turnover behaviour.

Park & Shaw (2013) explained in his article “Turnover Rates and Organizational
Performance: A Meta-Analysis.” conducted a comprehensive meta-analysis to examine

the relationship between employee turnover rates and organizational performance.

Analysing data from over 300 correlations across more than 300,000 participants, the

study confirmed a significant negative correlation between overall turnover rates and

organizational performance. Voluntary turnover and reduction-in-force turnover showed

stronger negative effects compared to involuntary turnover. The analysis also revealed
that factors such as employment system, performance metrics, geographic region, and
organization size moderated this relationship. Additionally, findings suggested a possible
curvilinear pattern, indicating that the effect of turnover on performance may vary at
different turnover levels. This study underscores the importance of managing turnover

proactively and customizing strategies based on organizational context.

Hom et al. (2017) explained in his article “One Hundred Years of Employee Turnover
Theory and Research” review a century of employee turnover research, highlighting a
shift from early practical solutions to mid-century theory development and, more recently,
to understanding why employees stay. They also explore collective turnover’s impact on
organizations, emphasizing the strategic importance of retention. The article offers a

thorough synthesis of key theories and future directions in turnover research.

Ebrbart & Kuenzi (2017) explained in his article “The Impact of Organizational
Climate and Culture on Employee Turnover.” how organizational climate and culture

influence employee turnover in Chapter 23 of The Wiley Blackwell Handbook of the

11



Psychology of Recruitment, Selection and Employee Retention. The authors distinguish
between climate employees’ perceptions of the work environment and culture (shared
values and norms), emphasizing that both play critical roles in retention. The chapter
underscores that value congruence how well employees’ personal values align with
organizational values can reduce turnover. Additionally, some organizations may
unintentionally cultivate a “culture of turnover,” which normalizes frequent employee
exits. The authors also differentiate between general and specific climates (e.g., safety,
service, innovation) and call for more empirical research to further explore these
dynamics. The work provides practical insights for HR practitioners seeking to enhance

retention through cultural and climate-based interventions.

Cronley & Kim (2017) explained in his article “Intentions to Turnover: Testing the
Moderated Effects of Organizational Culture, as Mediated by Job Satisfaction, Within the
Salvation Army.” how organizational culture influences employees’ intentions to leave,
with job satisfaction acting as a mediator and employee characteristics, such as work
on, serving as moderators. Based on survey data from 250 Salvation Army

locati

employees in the U.S., the study found that a weaker organizational culture leads to lower
job satisfaction and, consequently, higher turnover intentions. This effect was more

pronounced among employees in administrative offices compared to those in community

centres. The authors emphasized the importance of leadership in fostering a consistent and

positive organizational culture across all settings.

Ebrhart and Kuenzi (2017) conducted a study on “The Impact of Organizational
Climate and Culture on Employee Turnover.” That explored how organizational culture

and climate shape employee turnover by influencing the meanings employees assign to
affected by three key

cultural factors: the desirability of a culture, the value congruence between employees and

the organization, and whether a culture of turnover is embedded within the organization

their work environments. The chapter outlines that turnover is often

12



itself. Additionally, it highlights how general organizational climate and specific climate

dimensions (€.8., supportiveness or innovation) significantly affect turnover rates. The

authors emphasize the complex
t, calling for more nuanced future research. This work is a valuable

interplay between individual perceptions and

organizational contex

contribution to understanding the psychological foundations of employee retention and

turnover.

Kim et al. (2017) explained in his article “ Determinants of Employee Turnover

Intention: Understanding the Roles of Organizational Justice, Supervisory Justice,

Authoritarian Organizational Culture and Organization-Employee Relationship Quality.

» that the determinants of employee turnover intention by focusing on the roles of

organizational justice, supervisory justice, authoritarian organizational culture, and the

quality of the organization-employee relationship in a South Korean context. Using

survey data from 300 employees, the study finds that perceptions of organizational and
supervisory justice positively influence the quality of the relationship between employees
and the organization, whereas an authoritarian organizational culture negatively impacts
this relationship. Furthermore, authoritarian culture is directly linked to higher turnover
intention, while organizational justice and strong organization-employee relationships
reduce employees’ intentions to leave. The study highlights the mediating role of
relationship quality in the connection between authoritarian culture and turnover
intentions, addressing a research gap in understanding how organizational climate and
justice influence employee retention. These findings provide valuable insights for

managers seeking to foster fair and supportive workplace environments to reduce

furnover.

Ramlawati (2019) conducted a study on “The Effect of Work Environment, Stress, and
Job Satisfaction on Employee Turnover Intention.” That explored how work

environment, stress, and job satisfaction affect employee turnover intention among 100

13
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employees of Bank Mandiri in Indonesia, using a quantitative approach with path

analysis. The results revealed that a positive work environment significantly enhances job

satisfaction and simultaneously reduces turnover intention, while job stress negatively
impacts job satisfaction and increases turnover intention. Furthermore, job satisfaction
itself was found to significantly lower turnover intention, confirming its mediating role.
This research highlights the importance of organizational strategies focused on improving
the work environment and reducing employee stress as key tools to boost satisfaction and
decrease employee turnover. Though limited by sample size and organizational context,

the findings offer practical implications for human resource management, particularly in

financial institutions facing high turnover risks.

Lin & Huang (2021) explained in his article “Employee Turnover Intentions and Job
Performance from A Planned Change: The Effects of an Organizational Learning Culture
and Job Satisfaction.” about how an organizational learning culture (OLC) influences

employee turnover intentions and job performance in the context of planned

organizational change. Utilizing survey data from 434 employees in Taiwan, the study

assessed the mediating role of job satisfaction in the relationship between OLC and two
key workforce outcomes: turnover intention and job performance. The results indicated
that a strong OLC positively affects job satisfaction, which in turn significantly reduces
employees’ intentions to leave and enhances their performance. Importantly, job

satisfaction was shown to fully mediate the impact of OLC on both turnover and

performance, underscoring its pivotal role. The authors emphasized that cultivating a

robust learning culture is critical for organizational success, especially during times of

transition, as it helps sustain employee morale, retain talent, and support high

performance.

Ushakov & Shatila (2021) conducted a study on “The Impact of Workplace Culture on

Employee Retention: An Empirical Stud From Lebanon. » and explained an empirical

14



study in Lebanon to investigate how workplace culture impacts employee retention,
emphasizing the mediating roles of perceived organizational support and workplace fun,
The study explored multiple pathways, including how motivation and culture directly
influence retention, and how these relationships are strengthened through mediators like
support and fun. Using structural equation modelling, the authors found that both
perceived organizational support and workplace fun significantly enhance the relationship
between workplace culture, motivation, and employee retention. Their findings suggest
that cultivating a supportive and enjoyable work environment can improve employee
loyalty and reduce turnover. This study offers practical recommendations for HR practices

in culturally diverse contexts and deepens the theoretical understanding of employee

retention dynamics.

Wright (2021) explained in his article “The Effects of Organizational Culture on
Employee Turnover.” that the critical relationship between organizational culture and
employee turnover by conducting an extensive literature review encompassing 51 relevant
sources. The article emphasizes that employee turnover remains a persistent challenge for
many organizations and argues that organizational culture significantly influences
retention and turnover rates. Drawing from both empirical and conceptual studies, Wright
synthesizes key findings to show how workplace culture encompassing leadership styles,
values, communication patterns, and employee engagement can either mitigate or
exacerbate turnover issues. The review highlights that positive, inclusive, and well-
aligned organizational cultures tend to foster stronger employee commitment and
satisfaction, thereby reducing turnover. Conversely, toxic or misaligned cultures often
lead to disengagement and higher atirition rates. Wright's work underscores the
importance for leaders and HR professionals to assess and shape organizational culture as

a strategic tool for improving retention.

15



Hakro et al. (2021) explained in his article “Influence of Organizational Culture,
Supervisor Behaviour and HRM Practices on Employee Turnover Intentions: Study of
Ngos Sector of Sindh, Pakistan.” that how organizational culture, supervisor behavious,
and human resource management (HRM) practices influence employee turnover
intentions within the NGO sector in Sindh, Pakistan. Utilizing 2 structured questionnaire
and analysing responses from 121 employees through SPSS and Smart-PLS, the study
found that all three variables significantly predicted reduced turnover intentions.
Supervisor behaviour and HRM practices were especially impactful in minimizing
employees’ desire to leave. The research highlights how poor organizational dynamics in
NGOs contribute to high turnover rates and suggests that strengthening cultural
alignment, leadership conduct, and HRM strategies can effectively curb employee exits.
The study’s findings offer valuable implications for NGO administrators and

policymakers aiming to enhance employee retention strategies in challenging non-profit

environments.

) done a study on “The Impact of Organisational Culture on
A Comprehensive Systematic Review. » that examining the
| culture on employee productivity. Drawing from 18 peer-

s sectors and geographical contexts, the authors explored

Nzuva & Kimanzi (2022
Employees Productivity:

influence of organizationa
reviewed studies across variou
the mechanisms through which

themes identified in the review includ

organizational culture affects workforce outcomes. Key
e employee motivation, organizational commitment,
e findings consistently revealed that a strong,

positive, and well-aligned organizational culture  significantly boosts employee

and the effectiveness of leadership. Th

performance by enhancing motivation and engagement levels, fostering loyalty, and

enabling leaders to inspire their teams more effectively. The review also emphasized that

cultural alignment between employees and organizational values plays a critical role in

achieving sustainable productivity gains. The authors concluded by recommending that
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organizations invest in buildi
uildi ;
ng and nurturing a cohesive and value-dri |
ue-driven cu ture to

realize long-term performance benefits

Hendriati et at. (2024) conducted a study on “Analysis
Culture, Employee Training, And Internal Commuj;i J to'fme - iy
Case Study in the Manufacturing Industry in Indoza 'I.O nnon mployee Ret.enlion: 4
organizational culture, employee training, and i e 0 e)fplo're the impact of
retention in Indonesia’ o » nternal communication on employee
ia’s manufacturing industry. Utilizing a mixed-method approach, the
researchers collected data from 179 employees across multiple manufacturing firms. The
study revealed that a positive organizational culture, effective employee training
ployee satisfaction,

findings suggest

evelopment

programs, and strong internal communication significantly enhance em

engagement, and commitment key factors in reducing turnover. These

that by fostering a supportive work environment and investing in employee d

ion rates.

ability

and transparent communication, manufacturing companies can improve retent
ganizations seeking long-term sustain.

The study offers practical insights for or
ributes to the broader understanding of

through better talent retention strategies and cont

employee retention dynamics in the Indonesian manufacturing sector.

loyee Turnover
as Mediated

rticle “Strategy for Reducing Emp

t al. (2024) Explained in his a
Culture and Work Environment

Influence of Organizational

” how organizational cul

Syarif e
Intention: The
by Job Satisfaction.’

employee turnover intent

ture and work environment influence

ing as a mediating variable, using 2
Smelter Gresik Project. Their

environment directly and

ion, with job satisfaction act

sample of 271 employees at PT Adhi Karya Manyar
tional culture and work

show that both organiza
e significantly boosts

while organizational cultur
t does not. Additionally,

findings
pact turnover intention,

gh work environmen job satisfaction

significantly im
particularly for

s enhancing

job satisfaction, thou
its partial mediating role

r intention, confirming

negatively affects turnove
t for work environment. The study recommend

organizational culture but no
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or anizational culture and i ,

. g ives, to lower improving workplace facilities, alongside offering financial

ncentives, er turn : . L

1 o | over intention. Despite its organizational scope limitation, this
offers v ; .

researc rs valuable practlcal strategies for companies aiming to reduce employee

attrition through cultural alignment and satisfaction-driven HR practices.

padang & Kasheem (2025) explained in his article «Understanding Turnover Culture in

over culture, which

Organizations.' A Literature Review.” the emerging concept of turn
urs that influence

refers to the shared organizational beliefs, norms, and behavio

yees’ likelihood of staying or leaving. Reviewing studies published between 2020

emplo
and 2024, the article identifies several critical factors shaping turnover culture: jeadership

d work-life balance. The authors argue

ional climate, job satisfaction, an
g high

that turnover culture can become embedded within an organization, perpetuatin
emphasize the need for strategic

style, organizat

employe® exit rates unless proactively addressed. They
human resource management interventions such as fostering Supportive leadership;
ent, and promoting well-being 10 combat negative

etention. This article contributes t0 2 growing body

ate the root causes of high employee turnover.

encouraging employee engagem

turnover cultures and improve overall r

of research seeking t0 understand and mitig
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3.1 lntroduction

earch methodolo _
. gy means the steps and procedures researcher use in their work. Carry

o investigatio
out an 1 gation or a study. It shows researchers the path they should follow in their

arch. Work of structuri :
rese cturing, carrying out and making sense of their studies in an orderly

way manner. For the study, the researcher chooses to obtain data qualitatively

3.2 Theoretical framework

A theoretical framework is used to support researchers in learning about and researching 2
ic. It involves explanations for how different elements influence and interact

given Top
how workplace culture

with one another Other. The study will apply two theories to learn

affects turnover among employees at any organisation.

ry is a theory where the

n theory :- Herzberg’s motivation theo
through motivation

1.Herzberg’s motivatio
place culture effects the employee turnover

theory explain how work

and hygiene factors like -salary, job security, work condition.

3.3 UNIVERSE OF THE STUDY

n the district of Guwahati metro, and the

The researcher has chosen the area of ulubari i

name of the company is Esolve solution LTD.

3.4 RESEARCH DESIGN
It decides the approach to

methodically and
h design. Using 8

g the features of something or & group-

ach to the study-
ure everything is done

riptive type of researc

A research design lays out the complete appro

questions and makes S

successfully. This research study follows a desc
is suitable for describin

answering the research

descriptive research design
eople leaving Or

The goal is to fully explain

how the culture of a workplace influences P
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o with th izati
staying 1 e organization. The researcher will be able to gather employee

satisfactio

study can T¢
from actual workplaces.

ves, notice com
- mon cultural themes and point out important factors affecting job
n and loyalty u ing this desi i approache the
yalty using this design. With the help of descriptive appr S

late how the w P
orkplace setting influences employees’ actions with evidence

3.5 SAMP LING TECHNIQUE

her gathered

archer has opted for purposive sampling for the study. The researc
study. Using

The resé

data from
e sampling gives the best results because i

people who had particular attributes required by the purpose of the

t allows selection of participants who

purposiv
for some time,

rtain features such as working in a call centre,
sues related to retention and work

have ¢c€ having worked there
pecial roles or encountering is culture. Taking

oach means the data you gather will be thorough, well-matched to your aims and
rate on people who

having $

this appr
of high quality. Purposive sampling allowe

are expected to offer useful information on how workplace cultur
and turnover at work.

d the researcher to concent
e influences retention

3.6 SAMPLE SIZE

m the population who are taken to be

The sample size is the number of people of things fro
s you have enough information for

part of the study. Setting 2 correct sample size mean
in control of the study. To do this

but also mainta
dents. The selected

a from 15 respon
4 will be call centre workers currently

strong and accurate conclusions,

research, the student has set out to collect dat

purposive sampling an

individuals will come from
din Guwahati.

working in different organizations base
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37 ESEARCH METHODOLOGY

The study uses 8 qualitative method for data collection. Emphasis is on methodical and
B y odical an

exacting approaCh to analyse the data. The methodology serves d fi
as a road map for

planning, executing, and interpreting the study.

3.8 DATA COLLECTION

The researcher had use unstructured interview schedule as the tool for the data collection

Method: for the method the researcher used-

(1) In-depth interviews.

() Observation

39 ETHICAL CONSIDERATION AND CONSENT

Doing this research ethically is of primary importance. All the study was 10 obey all
tect and respect the people participating.

ocedures, dangers and possibilities must be explained fully to
d they may stop at

d to take part only if they want to an
dentified their personal information

ethical standards to pro Important ethical

elements arc. Purpose, pr

those taking part. They are allowe
any consequences. No one i

any time without facing
Juded in the data and the researcher

No names would be inc
ds. Care for Participants:

would be held in confidence.
can read the original interview recor

s are not exposed 10
an interview

is the only person who
dangerous

ke sure that participant
Any issues t
y. The researcher will

Researchers would ma

I or physical harm. hat are sensitive in

psychological, emotiona
guarantee that

will be managed in a sensitive and respectful Wa

people involved are treated fairly and without being

heavily influenced by personal or

academic interest.
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10 LIMITATION

the study hoped to create

hard to apply the find
iable the results are for the bigger population. So,

r the results and stop at generalizing them t0 groups
ht not be

3
significant results, it was aware that some factors

Althouh
-oht make it
which could limit how rel
that we carefully conside

tudied. The study only app
ar issues elsewhere. Because of restrictions
arts of the study.

ings to other situations: 15 people were included in
it is

mportant
an those S
r understanding simil
be limits t
ore impo

lied to Guwahati, so its results mig

other th
on time and

pelpful fo
resources, there may
eless, the study puts m

o the detailed analysis done in some p
Neverth rtance on depth than on covering many cases, true

to its qualitative method.
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AN ALYSIS

4.1 positive workplace Culture: -

espectful Envir .
4.1.1 ResP onment: Respondent mentioned that respect meant people at work

were valued more than
r teammates or

simply given polite words. Those who talked to thei
membering their

d . .
to them without our action. Just a smile and re
Mistakes

not merely as employees:
They viewed those

Supervisors often listene
name made them think they were important as people

made by respondents were never used to blame or shame them

situations as 2 way to gain knowledge. Being in such a respectful setting helped them

speak up and stay encouraged every single day.

dly Atmosphere: People participating in the survey described their workplace
in breaks, and

and welcoming. We laughed and chatted with co-workers 1n
e the drama, when they knew each other at school,
veryone feel trusted

ged things from the

4.1.2 Frien
as friendly

partied onb
h other did not oceur: Every
am. Kept their spirits up and chan

irthdays or festivals. Unlik
one’s approachability helped €

hurting €a¢

which made it easy 10 work as a t¢

same routine.
| team members tO support each other.

rt: They mentioned al
|, anyone nearby

ething and experience pro
arked their achievement

r in troublesome times. Becaus€ they felt so SUPPO
hem.

4.1.3 Mutual Suppo

Someone be unsure about som
de assistance. They m

blems on & cal
s as a family and

was willing to provi
rted by each

encouraged one anothe
y be

Jonged to @ community that cared about t

other, they pelieved the

4.2 Supportive Management:
e easy to get in touch with. It’s

d help. They can usually geta
ployees don’t

The supervisors &

ty of Supervisors:
s nee

4.2.1 Accessibili
straightforward to

quick response from them by Pho
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- _ices others to work towar L
inspire® ds the same thing. These titles give workers thi
rkers things to strive

which boos
put it also supports )
pports the company’s key values and mission. If recognition i$

ts healthy ri ;
y l‘lvalr}’ n the Workplaoe. Not On]y does thlS increase

included in normal company practices, workers feel motivated to develop and i
and remain

[oyal.
financially.

pay. They
When their
d on the

nancial rewards : Showing respect can mean rewarding someone

4.3.3 Fi
For meetin
e to emp

demonstrat
performance matters financially, employees ar

job- The reward

or setti ivi
g setting new goals, giving bonuses, incentives Of extra

loyees that their work is both recognized and appreciated.

¢ more prepared to stay motivate

s they gain also remind them why they are committed to achieving the
Using financial recognition next to verbal congratulations and rewards

compaﬂ)”s goals.
ployee appreciation more bala

makes the system of em nced and effective.

4.4 Opportunities for Growth:

4.4.1 Career advancement: A clear arrangement of career options, by moving from

level agent tO team lead or trainer, and employees know what they can achieve.
¢ likely to work on it and stay loyal

g what helps their career,

entry-
Knowin

over the long run-

employees are mor

atch colleagues progress and move ahead in

urages: It is funto W
it encourages staff to

4.4.2 Peer Success enco
adopt successful

their roles. Besides making i
rking. Listening to h

helps and motivates them to do better-

¢ fair to employees,

ow others achieve s respondents

d success encourage

ways of wo
g new oills give staff

hops; online training and buildin

¢ skills. BY foc

4.4.3 self-development: Works
| development, the

s to enhance thei using on persona

members way
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any reveals its interest in their personnel for many years and encourages them to get

ore inVOWed' To eat or do activities with your team is more important than just giving
rs a break. A social frame allows colleagues to stop acting professionally, enjoy
er’s company and feel at ease. They allow employees to work on projects

nnected
his

ich helps form true friendships among everyone. When teams feel co
25 mdividualsa communication improves and everyone works better together. Having t

. clationship at work eases the stress and causes everybody to enjoy being at work

clos
these strong social connections encourage employees to trust each other

ore. Eventually

and stay motivated at their jobs.

4.5 Clear Expectations & Structure:

efining job duties guarantees that workers understand what they should

4.5.1 Clearly d
do every day. This av
defined roles enable for precise

oids job confusion, overlap, or omission of important tasks. Well-

performance evaluation and tailored support.

1 handling time,

rientation: Setting precise, quantifiable objectives such cal
e. Goal

4.5.2 Goal O

customer  satisfaction  scores motivate workers and keeps them responsibl

orientation drives focus and offers a sense of achievement when goals are met, thereby

supporting a perfonnance-driven culture.

-one meetings, performance reviews, or

4.5.3 Feedback Mechanism: Through one-on
staff

good criticism helps staff grow. Feedback helps

casual check-ins, frequent and
nt and strengths, hence supporting ongoing

members spot areas for improveme

development and avoiding stagnation.
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p Traiﬂi“g & Development:
4.

Training oo Call Management Software: Training on call management software,
tools, troubleshooting procedures, and product knowledge gives staff the technical
bility needed t0 perform surely.

a

4.6.2 Training 10 soft skills: Creating emotional intelligence, conflict resolution, stress
management, and communication skills improves employee interactions with co-workers

a5 well 85 clients. Internal harmony and a good customer experience are both helped by

oft skills training.
4.6.3 Continuous Coaching: Constant assistance for learning and development comes
fro

mentor

m regular coaching sessions, mentoring, and performance evaluations. Constant

ing enables people to get past obstacles, improve methods, and remain involved in

their jobs.

47 Employee Voice & Inclusion:

47.1 Suggestion Acceptance: When everyone, from new joiners to seniors, is
encouraged to share ideas without fear, it creates this energy. People become more
invested.. they start thinking not just about completing their shift, but about how to make
things better for customers, for colleagues, for everyone. That sense of ownership comes

when suggestion isn’t just welcomed it’s respected.

4.2 Equity Among Staff: Fairness isn’t just about equal pay or promotion chance is in

the little things too. Like when rewards are based on merit, not favouritism. Or when

recognition comes not only to the loudest voices, but to the quiet, consistent performers.

Respondent once saw a junior staff member, only two weeks in, get appreciated in front

of the whole team for resolving a tricky call. That moment reminded all of us: effort

counts, not titles
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y tive Listening: respondents had been struggling with late-night shifts, juggli
. ifts, juggling
espOnS sibilities, but didn’t know how to raise it. Finally, they gathered the courage

por sor. Wh
oke t0 supervisor. at surprised wasn’t just that they listened it was how
she did it. No interruptions, no defensiveness, just presence. And within a

¢ had adjusted my schedule slightly. That simple act of listening and acting lifted

ght off them. It wasn’t just about changing a shift. It was about feeling like someone

o8 gmpathy & Respect in Communication:

| Client Interaction: Customer service can be tough, especially when

8.1 Respectfll
ith patience,

gh. But when employees are supported to respond Wi
even a rough call can end on a positive note. It builds
dent and capable knowing they

otlons run hi
and professionalism,

understaﬂdmgs
nd it helps employees feel more confi

customer Joyalty, @
handled the situation with grace.

4.8.2 Internal Respect: A respectful workplace starts with how we treat each other.
When teammates greet each other with kindness, listen without judgment, and celebrate
one another’s efforts, it creates 2 sense of belonging. It turns the workplace into a

community one where people 1ift each other up, especially on hard days.

r, honest, and thoughtful communication isn’t just
le say what they mean and follow through

ing feedback or

mmunication Ethics: Clea
When peop
dation of trust. Whether it's giv
and feel included.

4.8.3 Co

good practice it’s a sign of integrity.

on their words, it builds a strong foun

respectful communication helps everyone stay informed

sharing news,
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rkplace culture - Being i ,
wo re - Being in an environment that is both pleasant and

jlows employees © :
llows EMPIOYEES to feel safe. People are happier about coming into work and
ressed

1 j\ﬂ;i\f

,_‘r\’\\-r- -

o do their best daily. When there is a positive culture, everyone feels less st

~TE
. \aen belpS each other more.
;’f\, R e 'y

ment - Building an environment that is friendly and respectful puts

.S lgpcrﬁve manage
ovees be happier in their jobs and strive 10 do well every single

: st ease. 1DeY will
s cylture M @ workplace reduces anxiety and improves teamwork.

co0C -

4

¢

dsy- A

reciation — Simple praise OF public appreciation can lift

: Recognition and 2app
owledged regularly makes employees fe

oe’s SPUIS- Being ackn

pevased 2nd reduces the treat of burnout.

el appreciated,

out their strength for that they

i oppormnities for growth — When employees know ab
ance, pick up new duties or

ot what they do. Having a chance 10 adv
urpose. More chances for adv

ancement help employees

—t—

[‘\

vour skills gives work p
fied at work.

|

%
sre more 200
Ve

their job and be mOT® satis

8

3. Clear expectation and structure — Workers do their best when they are sure about
gain

hewr job expectztions.

When the company has a strong structure, employees

—-efidence and order 2 work.
ght skills can helps employees work
s tells staff that they matter and can

m and prepares them for new

ment — Learning the ri
learning opportunitie
ent updates the tea

§. Training and develop
semzr in their jobs. Providing
work bemer. Regular developm

Ao Ta”
£57 e Ta
~HICuiics.
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oyee yoice and inclusion — Workers like wh :
en their opinions are considered in

that concern them. Building trust de
pends on them speaki
peaking to us and us

10 what they say- When everyone is included, teams feel better and think
and think more

. Empa‘hy and Respect 10 Communication- How people speak to each other in
workplace is matters. If communicate is based on kindness and respect, chances of
onflcts are less. Having empathy helps you care for others which strengthens team unity

and safety’
entives, they are moreé likely

If employees are rewarded with inc
le feel appreciated,

ntive and bonus —

yond what's expecte
ed hard. They demonstrate the com

d of them. Perks and rewards make peop
pany’s respect for people who

‘eve effective results.

on — Group activities, for example games, excursions Of

ike this helps everyone get

pier. Having celebrations

10, Teamm puilding and celebrati

birthda)’ get—toget
ensions and makes

hers raise morale on the team. Socializing |

the work environment hap

closer, eases 1

t they belong to a group, not just work there.

shows staff tha
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52 piscussi®”

U derswn ding the impact of workplace culture on employee turnover require ced
; ' ‘ . § @ nuan
iy o ounded 1N established theories and supported by empirical studies. This stud
prgmafily ; aformed by and Herzberg’s Two-Factor Motivation ’
is '
poth of which offer critical insights into internal organizational mechanisms and
' s an

Theory’ .
(heif influence on employee behaviour.

g Motivation-Hygiene Theory breaks down workplace satisfaction into two
ivators (€.8.

giene factors (e.g salary, job security, workplace relationships

recognition, growth opportunities, meaningful work) and
). According to this

drive satisfaction, while poor hygiene factors can lead to

rstand that a positive

but also on intrinsic

theorys motivators

dissatisfaction. Ap
workplace culture

motivators that contr

plying this framework allows us to unde

does not rely solely on extrinsic rewards,
and lower turnover rates.

s closely related to researcher’s own study. The theory helps in
b security, and workplace

loyees’ motivation. These elements play a very significant
loyees are paid fairly, feel

ibute to long-term employee commitment

This present study i
understanding how important factors such as salary, jo

relationships, influence emp
role in shaping how employees feel about their jobs. When emp
nd have healthy relationships in the workplace, they are more

perform better. This motivation leads them to feel valued and
s them to give their best and contribute to the overall growth

In the study, the researcher fou
heory. There was 2 clear connection
at the respondents actually said in their interviews or

s of
of a gap between the theory
with

secure in their positions, a
likely to stay motivated and

appreciated, which encourage
nd that the responses given

and success of the organization.
between what the

by the participants supported the t

theory was trying to explain and wh
the study matched well

surveys. The researcher observed that the practical finding
t, there was not much

with the theoretical framework. In fac
most of the participan

an
d the actual data collected, because

t responses Were in line
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pplicable i
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e
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ngitan i
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people who are pleased with their jobs are more likely to remain

g that
r time. Someone will stay at a company if they sense it respects

sﬂ'd onge
¢ ay for along .
for their role at work. If workers are treated well,

value what they do and lead justly, employees tend to

re¢
s 7P mmunic
People

rs co
ent and feel valued. Beca
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INTERVIEW SCHEDULE

| Sagarika Dutta a student of social work department, Mahapurusha Srimanta
Sankaradeva Viswavidyalaya, Guwahati unit, I certify that this interview schedule will
only be utilized for my dissertation, THE EFFECT OF WORKPLACE CULTURE IN
EMPLOYEE TURNOVER. I guarantee that your response will remain private and be
utilized exclusively for instructional objectives. As a result, T respectfully ask that you

provide your insightful opinions in answering the following questions.

1. Name:

2. Age:

3. Gender:

4, Address:

5. Educational qualification:
6. Occupation:

TO analyse the impact of workplace culture on retention.

1. Could you give a brief explanation of your position and duties?
2. How long have you worked for this company?
3. What drew you to this position or business?

How would you characterize the culture of this workplace?
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tn

Which principles or conduct are most vatued within your group or company ?

o. Why do vou think workers stick with this company”

Do you feel supported and heard in your position?

To determine the elements that affect employee turnover in the workplace culture.
1. Have you had any recent employment changes? If so, how frequently?

2. What ideals and behaviors were promoted?

3. Did your experience be influenced by any unwritten rules or expectations?
4, What elements of the culture at work inspired or encouraged you?
5. If you have ever quit your employment, what were the primary factors that led you
to make that decision?
6. How did your company respond to employee issues, disagreements, or feedback?
7 How can companies’ lower turnover and enhance their culture?
8. What do you think are the most important aspects of culture that contribute to

employee retention?
To determine the best ways to lower employee churn.

. How does workplace culture affect turnover or retention, in your opinion?
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2. What actions or attitudes of management affect workers' cholees W remmain o
depart?

3. What impact do acknowledgment and communication have on employes loyaity”
4, Which retention tactics, in your perspective, have proven effective”

5. Are there any that require improvement or haven't worked? Why?

6. What particular tactics do you think could successfully Jower turnover?

7. How crucial are chances for professional advancement and advancement in

terms of retention?
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