
VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

 A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

Indexed & Listed at:  
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell’s Directories of Publishing Opportunities, U.S.A., Google Scholar, 

Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)], 
Index Copernicus Publishers Panel, Poland with IC Value of 5.09 & number of libraries all around the world. 

Circulated all over the world & Google has verified that scholars of more than 5000 Cities  in 187 countries/territories  are visiting our journal on regular basis. 

Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI – 135 003, Yamunanagar, Haryana, INDIA 

http://ijrcm.org.in/ 

 



VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

ii

CONTENTS 
 
 

Sr. 
No. 

 

TITLE & NAME OF THE AUTHOR (S) 
Page 
No. 

1. BRAND MANAGEMENT OF SCHOOLS 

ANJALI TRIVEDI & DR. SHRADHA M. BANGA 
1 

2. FACTORS INFLUENCING CONSUMER BUYING BEHAVIOUR OF REFRIGERATOR: AN EMPIRICAL STUDY 

SUNITA RATH, D. P. MISRA & U. C. PATTNAIK 
5 

3. KNOWLEDGE MANAGEMENT AND INTELLECTUAL PROPERTY MANAGEMENT AS STRATEGIC 

BUSINESS TOOLS: AN ANALYSIS 

ARUNIMA K. V. & DR. P. PAKEERAPPA 

9 

4. DENTAL CARE HABITS OF RURAL CONSUMERS IN TELANGANA 

G RAVIKUMAR & P. BHEEMAIAH 
13 

5. A STUDY ON CUSTOMERS’ PERCEPTION TOWARDS MARKETING MIX STRATEGIES ADOPTED BY RURAL 

RETAILERS IN COIMBATORE DISTRICT 

A. MARTIN JAYARAJ & DR. A. DHARMARAJ 

16 

6. IMPACT OF CAPITAL STRUCTURE ON COST OF CAPITAL AND VALUE OF FIRM: AN EMPIRICAL STUDY 

OF CEMENT INDUSTRY IN INDIA 

MOHAN KUMAR M.S., DR. T. ASWATHA NARAYANA & SURAJ M. 

20 

7. APPLICATION OF MULTIMEDIA DATA MINING TECHNOLOGY IN DIGITAL LIBRARY SYSTEM 

DR. RAKESH KUMAR MISHRA 
24 

8. FORMAL REALIZATION OF CASE RELATIONSHIPS IN ODIA 

DR. RANJAN KUMAR DAS & DR. GOVINDA CHANDRA PENTHOI 
26 

9. STUDY OF ACADEMIC ACHIEVEMENT OF ADOLESCENT STUDENTS IN RELATION TO THEIR FAMILY 

CLIMATE AND AGGRESSION 

GURKIRAN KAUR 

30 

10. IMPACT OF ONLINE SERVICES & SCHEMES OFFERED BY ING VYSYA BANK MERGED WITH KOTAK 

MAHINDRA ON CUSTOMERS 

DR. ARCHANA DADHE 

34 

11. MERGERS AND ACQUISITIONS IN INDIA AND ITS SHORT TERM IMPACT ON SHAREHOLDERS WEALTH 

AMISH BHARATKUMAR SONI 
41 

12. RELATIONSHIP BETWEEN GOVERNMENT REVENUE GROWTH AND ECONOMIC GROWTH IN ETHIOPIA 

BIRUK BIRHANU, WONDAFERAHU MULUGETA & TEMESGEN YAEKOB 
47 

13. NON PERFORMING ASSETS MANAGEMENT OF KERALA FINANCIAL CORPORATION (KFC) 

DR. C. SANKAR & VINOD K.RAJU 
55 

14. INFLUENCE OF TELEVISION ADVERTISING ON PURCHASE DECISION MAKING OF FMCG PRODUCTS 

NANDAKUMAR.P, MANNIL JAMES JANSO & G. GOPIKA 
62 

15. A STUDY ON CONSUMER’S ATTITUDE TOWARDS EMERGING TREND OF MOBILE ADVERTISING IN 

KERALA 

AKHILA VENUGOPAL, CHAITHRA M & GIRISH S 

66 

16. IMPACT OF BRAND AWARENESS ON CONSUMER/BRAND LOYALTY: A STUDY OF PACKAGED MILK 

BRANDS IN SURAT CITY, GUJARAT 

DR. REENA CHHAJED 

70 

17. FACTORS AFFECTING EMPLOYEE RETENTION: A CASE STUDY OF SOFTWARE COMPANIES IN 

BANGALORE CITY 

K. PAVAN & DR. T. L. NARASIMHA REDDY 

76 

18. CORPORATE SOCIAL RESPONSIBILITY: ITS IMPACT ON THE DEPOSIT MONEY BANKS IN NIGERIA – A 

CASE STUDY OF GUARANTY TRUST BANK NIGERIA 

IBRAHIM MOHAMMED GADDAFI 

82 

19. CORPORATE REPORTING THROUGH XBRL 

BHAVNA DABHI 
86 

20. INTELLECTUAL PROPERTY AND MORAL RIGHTS 

ARPITA NARAYAN 
89 

 REQUEST FOR FEEDBACK & DISCLAIMER 93 



VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

iii

CHIEF PATRON 
PROF. K. K. AGGARWAL 

Chairman, Malaviya National Institute of Technology, Jaipur 

(An institute of National Importance & fully funded by Ministry of Human Resource Development, Government of India) 

Chancellor, K. R. Mangalam University, Gurgaon 

Chancellor, Lingaya’s University, Faridabad 

Founder Vice-Chancellor (1998-2008), Guru Gobind Singh Indraprastha University, Delhi 

Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar 

 
FOUNDER PATRON 

LATE SH. RAM BHAJAN AGGARWAL 
Former State Minister for Home & Tourism, Government of Haryana 

Former Vice-President, Dadri Education Society, Charkhi Dadri 

Former President, Chinar Syntex Ltd. (Textile Mills), Bhiwani 

 
FORMER CO-ORDINATOR 

DR. S. GARG 

Faculty, Shree Ram Institute of Business & Management, Urjani 

 
ADVISORS 

PROF. M. S. SENAM RAJU 
Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi 

PROF. S. L. MAHANDRU 
Principal (Retd.), Maharaja Agrasen College, Jagadhri 

 
EDITOR 

PROF. R. K. SHARMA 

Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi 

 
EDITORIAL ADVISORY BOARD 

DR. RAJESH MODI 
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia 

PROF. PARVEEN KUMAR 
Director, M.C.A., Meerut Institute of Engineering & Technology, Meerut, U. P. 

PROF. H. R. SHARMA 
Director, Chhatarpati Shivaji Institute of Technology, Durg, C.G. 

PROF. MANOHAR LAL 
Director & Chairman, School of Information & Computer Sciences, I.G.N.O.U., New Delhi 

PROF. ANIL K. SAINI 
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi 

PROF. R. K. CHOUDHARY 
Director, Asia Pacific Institute of Information Technology, Panipat 

DR. ASHWANI KUSH 
Head, Computer Science, University College, Kurukshetra University, Kurukshetra 



VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

iv

 

DR. BHARAT BHUSHAN 
Head, Department of Computer Science & Applications, Guru Nanak Khalsa College, Yamunanagar 

DR. VIJAYPAL SINGH DHAKA 
Dean (Academics), Rajasthan Institute of Engineering & Technology, Jaipur 

DR. SAMBHAVNA 
Faculty, I.I.T.M., Delhi 

DR. MOHINDER CHAND 

Associate Professor, Kurukshetra University, Kurukshetra 

DR. MOHENDER KUMAR GUPTA 
Associate Professor, P. J. L. N. Government College, Faridabad 

DR. SHIVAKUMAR DEENE 
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga 

DR. BHAVET 

Faculty, Shree Ram Institute of Engineering & Technology, Urjani 

 
ASSOCIATE EDITORS 

PROF. ABHAY BANSAL 
Head, Department of Information Technology, Amity School of Engineering & Technology, Amity University, Noida 

PROF. NAWAB ALI KHAN 
Department of Commerce, Aligarh Muslim University, Aligarh, U.P. 

ASHISH CHOPRA 
Sr. Lecturer, Doon Valley Institute of Engineering & Technology, Karnal 

 
FORMER TECHNICAL ADVISOR 

AMITA 
Faculty, Government M. S., Mohali 

 
FINANCIAL ADVISORS 

DICKIN GOYAL 
Advocate & Tax Adviser, Panchkula 

NEENA 
Investment Consultant, Chambaghat, Solan, Himachal Pradesh 

 
LEGAL ADVISORS 

JITENDER S. CHAHAL 
Advocate, Punjab & Haryana High Court, Chandigarh U.T. 

CHANDER BHUSHAN SHARMA 
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri 

 
SUPERINTENDENT 

SURENDER KUMAR POONIA 

 



VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

v

CALL FOR MANUSCRIPTS 
We invite unpublished novel, original, empirical and high quality research work pertaining to the recent developments & practices in the areas of Com-

puter Science & Applications; Commerce; Business; Finance; Marketing; Human Resource Management; General Management; Banking; Economics; 

Tourism Administration & Management; Education; Law; Library & Information Science; Defence & Strategic Studies; Electronic Science; Corporate Gov-

ernance; Industrial Relations; and emerging paradigms in allied subjects like Accounting; Accounting Information Systems; Accounting Theory & Practice; 

Auditing; Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History; 

Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International Economics 

& Trade; International Finance; Macro Economics; Micro Economics; Rural Economics; Co-operation; Demography: Development Planning; Development 

Studies; Applied Economics; Development Economics; Business Economics; Monetary Policy; Public Policy Economics; Real Estate; Regional Economics; 

Political Science; Continuing Education; Labour Welfare; Philosophy; Psychology; Sociology; Tax Accounting; Advertising & Promotion Management; 

Management Information Systems (MIS); Business Law; Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business; 

Health Care Administration; Labour Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-Profit Or-

ganizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational Development; Pro-

duction/Operations; International Relations; Human Rights & Duties; Public Administration; Population Studies; Purchasing/Materials Management; Re-

tailing; Sales/Selling; Services; Small Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism & Hospitality; Transpor-

tation Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; Computer 

Graphics; Computer Organization & Architecture; Database Structures & Systems; Discrete Structures; Internet; Management Information Systems; Mod-

eling & Simulation; Neural Systems/Neural Networks; Numerical Analysis/Scientific Computing; Object Oriented Programming; Operating Systems; Pro-

gramming Languages; Robotics; Symbolic & Formal Logic; Web Design and emerging paradigms in allied subjects. 

Anybody can submit the soft copy of unpublished novel; original; empirical and high quality research work/manuscript anytime in M.S. Word format 

after preparing the same as per our GUIDELINES FOR SUBMISSION; at our email address i.e. infoijrcm@gmail.com or online by clicking the link online 

submission as given on our website (FOR ONLINE SUBMISSION, CLICK HERE).  

GUIDELINES FOR SUBMISSION OF MANUSCRIPT 
 

1. COVERING LETTER FOR SUBMISSION: 

DATED: _____________ 

 

THE EDITOR 

IJRCM 

 

Subject: SUBMISSION OF MANUSCRIPT IN THE AREA OF                                                   . 

(e.g. Finance/Mkt./HRM/General Mgt./Engineering/Economics/Computer/IT/ Education/Psychology/Law/Math/other, please 

specify) 

 

DEAR SIR/MADAM 

Please find my submission of manuscript titled ‘___________________________________________’ for likely publication in one of 

your journals. 

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published anywhere in any language 

fully or partly, nor it is under review for publication elsewhere. 

I affirm that all the co-authors of this manuscript have seen the submitted version of the manuscript and have agreed to inclusion of 

their names as co-authors. 

Also, if my/our manuscript is accepted, I agree to comply with the formalities as given on the website of the journal. The Journal has 

discretion to publish our contribution in any of its journals. 

 

NAME OF CORRESPONDING AUTHOR     : 

Designation/Post*       : 

Institution/College/University with full address & Pin Code   : 

Residential address with Pin Code     : 

Mobile Number (s) with country ISD code    : 

Is WhatsApp or Viber active on your above noted Mobile Number (Yes/No) : 

Landline Number (s) with country ISD code    : 

E-mail Address       : 

Alternate E-mail Address      : 

Nationality        : 

* i.e. Alumnus (Male Alumni), Alumna (Female Alumni), Student, Research Scholar (M. Phil), Research Scholar (Ph. D.), JRF, Research Assistant, Assistant 

Lecturer, Lecturer, Senior Lecturer, Junior Assistant Professor, Assistant Professor, Senior Assistant Professor, Co-ordinator, Reader, Associate Profes-

sor, Professor, Head, Vice-Principal, Dy. Director, Principal, Director, Dean, President, Vice Chancellor, Industry Designation etc. The qualification of 

author is not acceptable for the purpose. 



VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

vi

 

NOTES: 

a) The whole manuscript has to be in ONE MS WORD FILE only, which will start from the covering letter, inside the manuscript. pdf. 

version is liable to be rejected without any consideration. 

b) The sender is required to mention the following in the SUBJECT COLUMN of the mail:  

New Manuscript for Review in the area of (e.g. Finance/Marketing/HRM/General Mgt./Engineering/Economics/Computer/IT/ 

Education/Psychology/Law/Math/other, please specify) 

c) There is no need to give any text in the body of the mail, except the cases where the author wishes to give any specific message 

w.r.t. to the manuscript. 

d) The total size of the file containing the manuscript is expected to be below 1000 KB. 

e) Only the Abstract will not be considered for review and the author is required to submit the complete manuscript in the first 

instance. 

f) The journal gives acknowledgement w.r.t. the receipt of every email within twenty-four hours and in case of non-receipt of 

acknowledgment from the journal, w.r.t. the submission of the manuscript, within two days of its submission, the corresponding 

author is required to demand for the same by sending a separate mail to the journal. 

g) The author (s) name or details should not appear anywhere on the body of the manuscript, except on the covering letter and the 

cover page of the manuscript, in the manner as mentioned in the guidelines. 

 

2. MANUSCRIPT TITLE: The title of the paper should be typed in bold letters, centered and fully capitalised. 

3. AUTHOR NAME (S) & AFFILIATIONS: Author (s) name, designation, affiliation (s), address, mobile/landline number (s), and email/al-

ternate email address should be given underneath the title. 

4. ACKNOWLEDGMENTS: Acknowledgements can be given to reviewers, guides, funding institutions, etc., if any. 

5. ABSTRACT: Abstract should be in fully Italic printing, ranging between 150 to 300 words. The abstract must be informative and eluci-

dating the background, aims, methods, results & conclusion in a SINGLE PARA. Abbreviations must be mentioned in full. 

6. KEYWORDS: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic 

order separated by commas and full stop at the end. All words of the keywords, including the first one should be in small letters, except 

special words e.g. name of the Countries, abbreviations etc.  

7. JEL CODE: Provide the appropriate Journal of Economic Literature Classification System code (s). JEL codes are available at www.aea-

web.org/econlit/jelCodes.php. However, mentioning of JEL Code is not mandatory. 

8. MANUSCRIPT: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It should be free 

from any errors i.e. grammatical, spelling or punctuation. It must be thoroughly edited at your end. 

9. HEADINGS: All the headings must be bold-faced, aligned left and fully capitalised. Leave a blank line before each heading. 

10. SUB-HEADINGS: All the sub-headings must be bold-faced, aligned left and fully capitalised.  

11. MAIN TEXT:  

THE MAIN TEXT SHOULD FOLLOW THE FOLLOWING SEQUENCE: 

 INTRODUCTION 

 REVIEW OF LITERATURE 

 NEED/IMPORTANCE OF THE STUDY 

 STATEMENT OF THE PROBLEM 

 OBJECTIVES 

 HYPOTHESIS (ES) 

 RESEARCH METHODOLOGY 

 RESULTS & DISCUSSION 

 FINDINGS 

 RECOMMENDATIONS/SUGGESTIONS   

 CONCLUSIONS 

 LIMITATIONS 

 SCOPE FOR FURTHER RESEARCH 

 REFERENCES 

 APPENDIX/ANNEXURE 

The manuscript should preferably be in 2000 to 5000 WORDS, But the limits can vary depending on the nature of the manuscript. 



VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

vii

 

12. FIGURES & TABLES: These should be simple, crystal CLEAR, centered, separately numbered & self-explained, and the titles must be 

above the table/figure. Sources of data should be mentioned below the table/figure. It should be ensured that the tables/figures are 

referred to from the main text.  

13. EQUATIONS/FORMULAE: These should be consecutively numbered in parenthesis, left aligned with equation/formulae number placed 

at the right. The equation editor provided with standard versions of Microsoft Word may be utilised. If any other equation editor is 

utilised, author must confirm that these equations may be viewed and edited in versions of Microsoft Office that does not have the 

editor. 

14. ACRONYMS: These should not be used in the abstract. The use of acronyms is elsewhere is acceptable. Acronyms should be defined 

on its first use in each section e.g. Reserve Bank of India (RBI). Acronyms should be redefined on first use in subsequent sections. 

15. REFERENCES: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised 

references in the preparation of manuscript and they may follow Harvard Style of Referencing. Also check to ensure that everything 

that you are including in the reference section is duly cited in the paper. The author (s) are supposed to follow the references as per 

the following: 

• All works cited in the text (including sources for tables and figures) should be listed alphabetically.  

• Use (ed.) for one editor, and (ed.s) for multiple editors.  

• When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc., in chronologically ascending 

order. 

• Indicate (opening and closing) page numbers for articles in journals and for chapters in books.  

• The title of books and journals should be in italic printing. Double quotation marks are used for titles of journal articles, book chapters, 

dissertations, reports, working papers, unpublished material, etc. 

• For titles in a language other than English, provide an English translation in parenthesis. 

• Headers, footers, endnotes and footnotes should not be used in the document. However, you can mention short notes to elucidate 

some specific point, which may be placed in number orders before the references. 

 

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES: 

BOOKS 

• Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.  

• Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.  

CONTRIBUTIONS TO BOOKS  

• Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited 

by David Crowther & Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303. 

JOURNAL AND OTHER ARTICLES  

•          Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," 

Journal of Urban Economics, Vol. 21, No. 1, pp. 83-104. 

CONFERENCE PAPERS  

•          Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Asso-

ciation, New Delhi, India, 19–23 

UNPUBLISHED DISSERTATIONS  

•          Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra. 

ONLINE RESOURCES  

• Always indicate the date that the source was accessed, as online resources are frequently updated or removed.  

WEBSITES 

• Garg, Bhavet (2011): Towards a New Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp



VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

76

FACTORS AFFECTING EMPLOYEE RETENTION: A CASE STUDY OF SOFTWARE COMPANIES IN BANGALORE 

CITY 
 

K. PAVAN 

RESEARCH SCHOLAR 

PRIST UNIVERSITY 

THANJAPUR 

 

DR. T. L. NARASIMHA REDDY 

LECTURER IN COMMERCE &MANAGEMENT STUDIES 

S. G. S. ARTS COLLEGE 

TIRUPATI 

 

ABSTRACT 
The study explores to identify the main factors of retention management strategies in software companies. A major reason for advocating for quality of work life 

has been the promise that it creates a win-win situation: improved employee satisfaction and welfare, hence increased productivity, longer employee tenure and 

consequently increased company profitability. Nevertheless, in the context of software companies, scant attention has been given to the empirical investigation 

into the influence of the quality of work life on employee tenure intention in Bangalore city. The purpose of this study is to fill this gap by examining the influence 

of Software employees' perceptions of the quality of work life on their tenure intention and the mediating role of job satisfaction and job commitment in this 

relationship as far as software companies is concerned. Five hypotheses were posited and sample data of 168 were collected from Silcon City, Bangalore 5th biggest 

city in India, to empirically test these hypotheses. The results of this study showed that, in the Software context, quality of work life positively and significantly 

influences employee job satisfaction, job commitment and consequently tenure intention. The managerial implications of the findings are discussed and limitations 

and future research directions are indicated. 

 

KEYWORDS 
quality of work life, job satisfaction, job commitment, tenure intention, software companies.  

 

INTRODUCTION 
orldwide, retention of skilled employees has been of serious concern to managers in the face of ever increasing high rate of employee turnover. 

Today’s business environment has become very competitive thus making skilled employees the major differentiating factor for most organizations. 

Organizations - both public and private – rely on the expertise of their employees in order to compete favorably and indeed gain competitive ad-

vantage in the international market. However, recent studies have shown that retention of highly skilled employees has become a difficult task for managers as 

this category of employees are being attracted by more than one organization at a time with various kinds of incentives. Furthermore, skilled employees in India 

are daily migrating abroad for better job conditions (Gillingham, 2008). This phenomenon is having adverse effect on investment as emigrating employees moved 

client’s investments offshore.  

Employee retention issues are emerging as the most critical workforce management challenges of the immediate future. Researches have shown that in the future, 

successful organizations will be those which adapt their organizational behavior to the realities of the current work environment where longevity and success 

depend upon innovation, creativity and flexibility. In fact, the dynamics of the work environment will have to reflect a diverse population comprised of individuals 

whose motivations, beliefs and value structures differ vastly from the past and from one another. This phenomenon is especially true in light of current economic 

uncertainty and following corporate downsizings when the impact of losing critical employees increases exponentially (Caplan and Teese, 1997).  

However, researchers have rarely investigated the important influence of employees' perceptions of the quality of work life (QWL) on their tenure intention, 

particularly in developing countries like those in India. Even though empirical evidence from the developed countries like the USA and United Kingdom (UK) exists, 

such evidence has very seldom been corroborated in an Indian research context. The current study might therefore serve to confirm or deny the related quality 

of work life outcomes in an Indian context, as these appear to have a different pattern of values and beliefs from those of the developed Asian countries (Chino-

mona & Cheng, 2013). Thus, if the values supporting the workplace behaviors differ, it might be prudent to assume a priori that the meagre prior evidence from 

the developed parts of the world are no different, hence the need for this study. Furthermore, the software industry sector is widely recognised as the engine of 

economic growth and employment generation in both developed and developing countries and yet research targeting this vital sector of the economy remains 

scarce (Chinomona & Pretorius, 2011; Chinomona, Lin, Wang & Cheng, 2010). Notably, prior research on quality of work life and tenure intention have focused 

mainly on large industrial sector (e.g. Cummings & Worley, 2005; Dess et al., 2007) neglecting the Software companies. Given the unique characteristics of soft-

ware, for example, low resource endowment, perhaps too, the findings from the software companies can be expected to differ from those of the large companies, 

hence the need for this study. 

The present research is designed to fill the research gaps and to further validate the existing sparse evidence of the relationship between the quality of work life 

and tenure intention. This will be done by examining the influence of employee perceptions of the quality of work life and its influence on tenure intention in 

software companies in Bangalore city. Given that the research context is software companies in Bangalore city, an Indian country and a developing economy, it is 

an important contribution not only to the quality of work life and employees' tenure intention literature, but also to literature on organizational behavior within 

the small software companies context. Furthermore, the current study seeks to explore the influence of employee job satisfaction and job commitment on this 

relationship between quality of work life and tenure intention. Given the reported fundamental significance of job satisfaction and job commitment in the extant 

literature (e.g. Allen et al., 2003; Rhoades, Eisenberger & Armeli, 2001; Griffeth, Hom & Gaertner, 2000; Allen & Meyer, 1990) to HR practice, it is sensible to 

inquire about the extent to which they mediate the quality of the work life-tenure intention relationship in the Software companies. In addition, an effort is made 

to refer to Fairness theory (Folger & Cropanzano 2001), which was developed in the discipline of Psychology in order to explain antecedents of employees' tenure 

intention in the context of software companies. This endeavor is considered to provide a strong theoretical grounding for the current research. 

The rest of the research work is organised as follows. A review of the literature, conceptual framework and hypotheses are presented. These are followed by a 

discussion on the methodology and the constructs and scales used, following which the analysis and conclusions are outlined. Finally, managerial implications, 

limitations and future research directions are given. 

 

REVIEW OF RELATED LITERATURE  
Fairness theory has previously been used in management studies to explain employee reactions to organizational authorities (Brockner, Fishman, Reb, Goldman, 

Speigel & Garden, 2007; Azar & Darvishi, 2011). Fairness theory to the current research, this study submits that, when Software employees evaluate the quality of 

work life at their workplace, they judge it against the should, could and would alternative scenarios. They ask themselves counterfactual questions, such as, "Would 

our quality of work life be better if remuneration increased, job security got better or the working conditions improved? Could the software employer have 

W
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increased the remuneration or improved the terms and working conditions? Should the Software employers, do something better? In a nutshell, the Software 

employees perceive the quality of work life to be unfair when they feel that they would have received better outcomes, while the Software employer could have 

acted differently and should have done so. On the other hand, if the Software employees perceive fairness in the three counterfactual questions, then their 

perceptions of the quality of work life in their company and eventually their tenure intentions should be expected to be influenced accordingly. 

Compensation: Creating a compensation structure that supports an employee development program is a distinct challenge for companies. Many organizations 

claim to base pay raises on performance, but that is not actually the case. Some companies try to emphasize a team environment, but continue to reward people 

for individual achievement (Feldman, 2000). These inconsistencies can cause frustration and cynicism by employees. It is especially difficult when employees are 

not seeing significant pay raises, yet company leaders are richly rewarded (Feldman, 2000). The entire organization must buy into the culture of employee devel-

opment. Sears created a new compensation system when they got into the business of employee development. Whereas they used to only offer pay increases to 

employees who were promoted, they have moved to a system where people may see a pay increase for lateral moves that are appropriate for their own develop-

ment (O’Herron and Simonsen, 1995). 

Skill recognition: Providing skill recognition of personal job accomplishments is an effective retention strategy for employees at any age (Yazinski, 2009). Studies 

indicate fulfilling peoples need for acceptance by acknowledging individual work accomplishments prolongs employment of employees (Redington, 2007). A Study 

by Yazinski (2009) show trends of an increased number of job applicants seeking out companies that encourage employee input, growth, education, and teamwork, 

beyond the traditional compensation/benefit packages offered by employers. The Gale Group (2006) states organizational benefits of personal recognition are 

priceless, yet statistics supports that the impact of verbal praise has the ability to enhance company loyalty, motivation, and perseverance at no extra charge. 

Individual skill recognition is restricted by age, and motivates positive behavior, ethics, teamwork, confidence, and growth in all employees (Redington, 2007). 

Thus, both skill recognition (ranging from verbal praise to incentives/rewards) and learning opportunities (growth/development) enhance individual performance, 

effectiveness, and retention (Agrela, et al., 2008). 

JOB COMMITMENT 

Many researchers have found job commitment to be the key component of establishing and maintaining long-term relationships between companies and their 

employees (Meyer & Allen, 1997). Employee job commitment reflects the importance of a job in the company where the employee works and the intention to 

continue working in that job in the future (Rhoades et al., 2001; Allen et al., 2003). Psychologists have identified affective, calculative or instrumental and normative 

as the main motivations of employee commitment (Meyer & Allen, 1997; Lee, Allen, Meyer & Rhee, 2001). Affective commitment means that employees want to 

stay in the job because they like their company, enjoy the working relationship and feel a sense of loyalty and belongingness. On the other hand, calculative 

commitment is the extent to which employees perceive the need to maintain a job with their company because of the significant anticipated switching costs or 

lack of alternatives. Normative commitment means that employees stay in the job because they feel they ought to (Cater & Zabker, 2009; Meyer & Allen, 1997). 

In empirical studies, employee job commitment is noted as being linked to job performance, firm productivity and citizenship behavior (Allen & Meyer 1990; 

Mathieu & Zajac 1990; Somers 1995). 

Quality of work life (QWL): The evolution of QWL began in late 1960s emphasizing the human dimensions of work that was focused on the quality of the relation-

ship between the worker and the working environment Rose, R. C., Beh, L. S., Uli, J., Idris, K. (2006). According to Gadon (1984), QWL efforts include the areas of 

personal and professional development, work redesign, team building, work scheduling, and total organizational change. QWL provides healthier, satisfied and 

productive employees, which in turn provides efficient and profitable organization (Sadique 2003). It is generally viewed that female employees are somewhat 

neglected in their work places, which in turn can lead to lower level of job satisfaction and employee productivity. In this study, the quality of work life is defined 

as the extent to which employees in a Software companies are able to satisfy important personal needs through their experiences at their workplace (Igbaria, 

Parasuraman & Badawy, 1994). Thus, an individual's quality of work life is defined by their affective reactions to both objective and experienced characteristics 

within the Software companies working environment. In the management discipline in general, prior research often links the quality of work life to job-related 

outcomes such as, inter alia, employee job effort, productivity, low absenteeism and organizational performance.  

Rewards & Benefits: Hackman and Oldhams (1980) highlighted the constructs of QWL in relation to the interaction between work environment and personal 

needs. They emphasized the personal needs are satisfied when rewards from the organization such as compensation, promotion, recognition and development 

meet their expectations, which will lead to an excellent QWL. Later, Maccoby (1984) identified the job satisfaction of employees and supervisors of Bell System 

over a five-year period. He found that the employees and supervisors were satisfied with their pay and benefits and were also motivated to work productively, 

but they were dissatisfied with the technology in use and felt too much supervisory control. 

JOB SATISFACTION 

Job satisfaction represents a combination of positive or negative feelings that workers have towards their work. Meanwhile, when a worker employed in a business 

organization, brings with it the needs, desires and experiences which determinates expectations that he has dismissed. Job satisfaction represents the extent to 

which expectations are and match the real awards. Job satisfaction is closely linked to that individual's behaviour in the work place (Davis et.,1985). The current 

study defines employee job satisfaction as a positive affective state resulting from the appraisal of all the aspects of a job by the employee (Silvestro & Cross, 

2000). Such employee job satisfaction can be derived from economic outcomes or social interactions at the workplace. Overall, when the Software administration, 

service support, rewards and Software policies are perceived to be fair, the employee will be satisfied. Evidence mounting from previous studies indicates that job 

satisfaction is the most "robust" antecedent of employee commitment, service quality delivery, organizational citizenship behavior, and low employee turnover 

intention (Lovemore, 1998; Silvestro & Cross, 2000; Hartline & Ferrell, 1996). 

EMPLOYEE RETENTION  

Worldwide, retention of skilled employees has been of serious concern to managers in the face of ever increasing high rate of employee turnover. Today’s business 

environment has become very competitive thus making skilled employees the major differentiating factor for most organizations. Organizations - both public and 

private – rely on the expertise of their employees in order to compete favorably and indeed gain competitive advantage in the international market. However, 

recent studies have shown that retention of highly skilled employees has become a difficult task for managers as this category of employees are being attracted 

by more than one organization at a time with various kinds of incentives. Furthermore, skilled employees in India are daily migrating abroad for better job condi-

tions (N. Srinivas kumar, 2016). This phenomenon is having adverse effect on investment as emigrating employees moved client’s investments offshore. 

CONCEPTUAL MODEL AND RESEARCH HYPOTHESIS 

Employee satisfaction is the satisfaction of employees with their jobs or the degree to which employees like their jobs. Employee satisfaction elements can be 

considered in relative terms, as proposed in equity theory, in which employees evaluate the fairness of exchange and base their satisfaction-related elements on 

the comparison of the ratio of personal outcomes (pay, recognition, opportunity and advancement) and personal inputs (time, effort, knowledge and skills). 

Important elements that affect employee satisfaction and retention, which are used in this paper, are: salary benefits and Quality of work life, Job commitment 

and compensation. 

The authors theorize that firm would further reduce its turnover rate if it applies reward systems in the form of skill recognition plans to employees across the 

organization. As several other research studies have indicated that compensation in the form of salary only may not be sufficient to attract, satisfy or retain 

employees, such as benefits of working conditions, quality of work life. Similarly, the study by revealed that although salary, job commitment and work-life balance 

are important, it is the absence of opportunity for professional growth and development that affects retention and satisfaction. 

Job commitment is strategic to the organisation’s goals and thus should be able to ensure employee satisfaction, employee retention, employee development and 

better job satisfaction. Thus, an exchange process takes place with compensation. The survey hypotheses are: 
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FIGURE 1: RESEARCH MODEL  

 
Source: Survey 2016 

RESEARCH DESIGN AND METHODOLOGY 
The survey adopted case study research design in which qualitative and quantitative evaluation were utilized leveraging subjective approach in order to collect 

relevant and substantive data. One hundred and fifty-six copies of questionnaire were administered among the software employees in Bangalore city, out which 

one hundred and ten copies were retrieved representing a response rate of 70.5% while the remaining copies were either not returned or uncompleted. However, 

the data utilized for the survey were derived from 70.5% valid copies of questionnaire as at the time of the survey. 

Simple random sampling technique was adopted for this study, which is a procedure of giving every subject in a population equal chance of appearing in the 

selection. Research instrument adopted for data collection was a structured questionnaire focused on the variables of the survey, which were adapted from 

literature reviewed, quality of work life, job commitment. Each of the items was based on a 5-point Likert scale, which allows respondents state the potency of 

each of the items listed in the questionnaire. Using IBM Statistical Package for the Social Sciences (SPSS), Structural Equation Modeling (SEM), as a statistical 

instrument for testing and estimating relationships (correlations and regression) between variables (observed and unobserved) was adopted for analyzing data 

collected from the self-administered questionnaire for this survey. Structural Equation Modeling is suitable for both testing of theory and development, which 

represents different models in assessing the validity of theories with empirical data. The proposed survey hypotheses are: 

H1: Compensation have positive impact on employees’ satisfaction and retention. 

H2: Skill recognition has positive impact on employees’ retention. 

H3: Job commitment has positive impact on employees’ retention. 

H4: There is positive impact of quality of work life on employees’ satisfaction and retention. 

H5: Benefits have positive effect on employees’ retention and satisfaction. 

H6:There is a positive relationship between employees job satisfaction and their retention intention in software companies.  

 

RESULTS AND ANALYSIS  
Structural equation modelling (SEM) was used to test the proposed model and is a method suitable for samples of more than 200 respondents (Snoj et al., 2004). 

SEM is mostly used in social sciences, especially in testing hypotheses of causal influences (Snoj et al., 2004). Compared with multivariate procedures, SEM is a 

more powerful alternative that takes into account the correlated independents, measurement error and multiple latent independents (Byrne, 2000, p.54). SEM 

has been widely used in empirical studies (Kennedy et al., 2001; Sirdeshmukh et al., 2002). To test the proposed relationships among the study variables, structural 

equation modelling (SEM) was conducted using the AMOS 20 program (Arbuckle, 2010). Model testing 

The Conceptual Model was developed from the SEM model. The estimated structural equation model for the Conceptual Model is presented in Table 1. 

Generally, all the fit indices are either equal or above the rule of thumb; observed NFI value is 0.943, which is an acceptable fit (NFI rule of thumb suggests ≥ 

0.90;Tabachnick and Fidell, 2007); in similar direction, TLI = 0.701.; CFI = 0.967; and RMSEA = 0.089, and by these results, all indices are acceptable fit, CFI rule of 

thumb suggests >.90 is good; >.95 is very good; RMSEA rule of thumb suggests <.05 is good; <.08 is acceptable. As obtained in results of the analysis, the model 

shows a good fit to the data, and the summary of the observed indices is shown in table 1. 

 

TABLE 1 SUMMARY OF MODEL FIT (N=120) 

FIT INDEX Recommended Values Observed Values 

Normed Fit Index (NFI) ≥0.90* 0.943 

Comparative Fit Index(CFI) ≥0.90** 0.967 

Tucker-Lewis Index (TLI) ≥0.70* 0.701 

Construct reliability (CR) ≥0.70* 0.799 

RMSEA ≤0.08** 0.089 

SMCC (Squared multiple correlation coefficient) ≤0.3** 0.3 to 0.5  

Chi-square/df  ≤3.00** 7.804  

Source: SEM analysis primary data 

The measure of fit for employee satisfaction are summarised by the TLI (0.701) and the CFI (0.967). Although the TLI is a bit lower, the value of the CFI approximates 

to 0.9 and hence the model is judged to have an acceptable fit. All measures associated with the construct are statistically significant. For each measure, the null 

hypotheses that the true value of the coefficient is zero is rejected at the 0.001 level of significance. All measures have the correct positive signs. With respect to 

the SMCC, all measures for satisfaction have an acceptable coefficient ranging from 0.3 to 0.5. Composite reliability (0.799) exceeds the minimum threshold of 

0.7. From the results, an overall assessment is that the measurement model for employee satisfaction is acceptable.  

The results of the survey model are graphically depicted in figure 2, which displays the path coefficients of the significant relationships that exist among the 

observed variables. This is carried out in two parts; (i) correlation between five observed variables, and (ii) multiple regression by which these observed predictors 

(compensation, skill recognition, job commitment, Quality of work life and benefit) predicting one outcome variable (job satisfaction), which has a direct prediction 

on retention. 
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Generally, looking at the correlation coefficient paths, close association exits among the observed variables. For instance, the path coefficient value between 

quality of work life and compensation is 0.42, which is positive and significant; in the same vein, the relationship between benefits and compensation is.40; skill 

recognition and compensation is.35; benefits and skill recognition is .34. Evidently, the results of the multiple regressions indicate strong relationship between the 

observed variables, and these are reflected in the tested hypotheses. 

 

FIGURE 2: RESULTS OF RESEARCH MODEL 

 
The direct regression coefficient value between compensation and job satisfaction is 0.11, which is significant. Therefore, the first hypothesis that says “Compen-

sation has positive impact on employee Job satisfaction” is accepted. The second hypothesis “skill recognition has positive impact on employee Job satisfaction” 

is also accepted based on the regression coefficient value of 0.10, which is positively significant. Similarly, the direct coefficient path from job commitment to job 

satisfaction is 0.26, which is evident that the postulated hypothesis three that says “commitment have positive impact on employees’ Job satisfaction” should be 

accepted. The direct coefficient path from quality of work life to job satisfaction is -.01. which is evident that the postulated hypothesis four that says “quality of 

work life has negative impact on employee Job satisfaction” should be rejected. It is important to state that all the postulated hypotheses are accepted based on 

the coefficient path values obtained from the analysis expect quality of work life. Above all, the coefficient path value from performance to retention is 0.59, which 

indicates that performance has a strong predictor of employee retention. 

The overall fit of the structural model was adequate and the recommended statistics for the overall structural equation model fit indices were χ2/df =7.804; 

GFI=0.913; CFI=0.967; IFI=0.971; NFI=0.943; RFI =0.701 and RMSEA=0.080. As shown in Table 2, the completely standardized path estimates indicate significant 

relationships among the constructs at p<0.01. These results provided for the entire proposed five research hypothesis but supports for the three research hypoth-

esis. The path coefficients for H1, H2, H3, H4 H5 and H6 are β=0.11, β=0.10, β=0.26, β=-0.01 and β=-0.05 respectively. Quality of work life, benefits of employee 

both are showing negative values. For this measure, the null hypotheses that the value of the coefficient is negative signs. Hence it concluded that H4 and H5 are 

not supported measures associated with the construct are not statistically significant.  

 

TABLE 2: RESULTS OF STRUCTURAL EQUATION MODEL ANALYSIS 

Path  Hypothesis Path Coefficients (β) 

Employee Perception of Compensation (COM) �Employee Job Satisfaction (ES) H1 .11a 

Employee Perception of Skill recognition (ESR) � Employee Job Satisfaction (ES) H2 .10a 

Employee Perception of Job commitment (EJC) � Employee Job Satisfaction (ES) H3 .26a 

Employee Quality of work life (QWL) � Employee Job Satisfaction (ES) H4  -.01a 

Employee Fringe Benefits (EFB) � Employee Job Satisfaction (ES) H5  -.05 

Employee Job Satisfaction (ES) �Employee Retention intention (ERI) H6 .59a 

Structural Model Fits: χ2/df =7.804; GFI=.913; CFI=.967; IFI=.971; RFI=.701; NFI=.943; and RMSEA=.0080. 
aSignificance Level p<.10; bSignificance Level p<.05; cSignificance Level p<.01. 

For the overall employee job retention scale, as it has five components, for evaluating convergent validity of a construct with various components is the CFA. The 

consists of examining the correlation matrix of the five components. Significant correlation between them indicates that the components converge into a common 

construct, thus satisfying convergent validity. As it is shown in table 3 all the correlation coefficients are significant at 0.01 level.  

 

TABLE 3: INTER-CONSTRUCTS CORRELATION MATRIX 

RESEARCH CONSTRUCTS COM ESR EJC  QWL EFB 

Employee Compensation (COM) -     

Employee Skill recognition (ESR) .333** -    

Employee Job commitment (EJC) .258** .335** -   

Employee Perceptions of Quality of Work Life (QWL) .417** .231* .504** -  

Employee Fringe-Benefits (EFB) .401** .329** .289** .320** - 

(p<0.10; Sample size = 120)  
 

DISCUSSION AND MANAGERIAL IMPLICATIONS 
As obtained in the literature, the underlying theory of compensation sees compensation as a predictor of behaviour, in other words, reward or compensation can 

influence a repeat of behaviour. In opposite direction, several other research studies have indicated that compensation in the form of salary only may not be 

sufficient to attract, satisfy or retain employees, such as benefits of working conditions, skill recognition, or repeated behavior, the study by revealed that although 

salary, skill recognition and work-life balance are important, it is the absence of opportunity for professional growth and development that affects retention and 

satisfaction. 
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Compensation is strategic to the organisation’s goals and thus should be able to ensure employee satisfaction, employee retention, employee development and 

better organizational growth. From the result of the study, the findings showed that there are positive significant relationships among compensation, skill recog-

nition, commitment, and negative values showing quality of work life and fringe benefits. In other words, that, that there are correlations between these variables 

which invariably predict satisfaction because as put it, there is a link between compensation/benefit packages employee satisfaction levels, and turnover and 

concluded that organizations that have better compensation systems cum policies in place put a very positive impact on their employees thereby committing them 

to the organisation and such will be less likely to leave it. 

Because of the strong relationship between these components of job commitment and job satisfaction are affected positively which is a strong predictor of 

employee retention is of the opinion that the task in compensation management is to develop policies and strategies that will attract, satisfy, retain and motivate 

employees thereby leading to employee satisfaction and retention. This encourages top performers to work harder and helps build a competitive atmosphere in 

the organization as it supports the achievement of business objectives.  

However, the followings are the managerial implications of the results of the above model;  

• Since efforts are directed towards achievement of the goals and the efforts are not in isolation to the ability of the employees, then ability should be enhanced 

through training, development, capacity building premiums, orientation and reorientation, counselling programmes, etc. 

• Organizations will do well if employees motivation is not taken for granted, knowing well that workers come to work with expectations and needs they want 

to satisfy via their work efforts. 

• Managers must make known to employees concerning the reward attached to each performance target so that each employee know what he/she can expect 

in exchange for his/her efforts at every level of performance. 

• Managers must ensure that rewards are matched to employees' needs and preferences. Therefore, managers will do well to motivate employees if they 

offer what is called cafeteria compensation. 

In conclusion, Managers must ensure that rewards distributed to employees are dynamic and constantly re-evaluated to ensure their transparency and fairness 

to all employees so as to continue to have their dedication, commitment and loyalty, which is the major drive for keeping contented and satisfied employees, thus 

avoiding turnover but ensuring retention of vibrant employees. 

 

REFERENCES  
1. AGRELA, R., CARR, R., VEYRA, V, DUNN, C., ELLIS, D., GANDOLFI, A., GRESHAM, B., KING, L., SIMS, A, &TROUTMAN,1. (2008). Retention issues and solutions: 

tools to ensure University of California becomes an employer of choice. http://www.ucop.edu/cucsaldocuments  

2. ALLEN, D.G., SHORE, L.M & GRIFFETH, R.W. 2003. The Role of Perceived Organisational Support and Supportive Human Resource Practices in the Turnover 

Process. Journal of Management, 29(1), 99–118 

3. ALLEN, N. J., & MEYER, J. P. 1990. The measurement and antecedents of affective, continuance, and normative commitment to the organisation. Journal of 

Occupational Psychology, 63, 1-18. 

4. ALLEN, N. J., & MEYER, J. P. 1990. The measurement and antecedents of affective, continuance, and normative commitment to the organisation. Journal of 

Occupational Psychology, 63, 1-18. 

5. Arbuckle, J. S. (2010) IBM SPSS® Amos™ 19 User’s Guide. Available at: www.amosdevelopment.com/download/amos.pdf (Accessed: July 2011) 

6. AZAR, A & DARVISHI, Z.A. 2011. Development and validation of a measure of justice perception in the frame of Fairness theory – Fuzzy approach. Expert 

Systems with Applications, 38, 7364–7372 

7. BROCKNER, J., FISHMAN, A. Y., REB, J., GOLDMAN, B., SPEIGEL, S., & GARDEN, C. 2007. Procedural fairness, outcome favorability, and judgments of an 

authority’s responsibility. Journal of Applied Psychology, 92, 1657–1671. 

8. Byrne, B. M. (2000). Structural Equation Modeling with AMOS: Basic Concepts, Applications, and Programming. Lawrence Erlbaum Associates, Mahwah, NJ: 

Lawrence Erlbaum Associate. 

9. Capplan, Gayle and Teese, Mary. (1997). Survivors—How to keep your best people on board after downsizing. Palo Alto, CA: Davies-Black Publishing. 

10. CATER, B., & ZABKAR, V. 2009. Antecedents and Consequences of Commitment in 

11. CHINOMONA, R & PRETORIUS, M. 2011. SME manufacturers’ Cooperation and Dependence On Major Dealers’ Expert Power In Distribution Channels, South 

African Journal Of Economics And Management Sciences, 12 (2), 170-186 

12. CHINOMONA, R. & CHENG, J. 2013. Distribution Channel Relational Cohesion Exchange Model: A Small-to-Medium Enterprise Manufacturer’s Perspective. 

Journal of Small Business Management, 51(2), 256–275 

13. CHINOMONA, R., LIN, J., WANG, M., & CHENG, J. 2010. Soft power and desirable relationship outcomes in Zimbabwe distribution channels. African Journal 

of Business, 11(2), 20-55. 

14. CUMMINGS, T.G. & WORLEY, C.G. 2005. Organisational development and change. Cincinnati, OH: Thomson South-Western College Publishing. 

15. Davis, K. and Nestrom, J.W. (1985). Human Behavior at work: Organizational Behavior, 7 editions, McGraw Hill, New York, p.109  

16. DESS, G.G., LUMPKIN, G.T., & EISNER, A.B. 2007. Strategic management. Boston, MA: McGraw-Hill Irwin. 

17. Feldman, D. (2000). The Dilbert syndrome: How employee cynicism about ineffective management is changing the nature of careers in organizations. Amer-

ican Behavioural Scientist, 43, 1286-1301. 

18. FOLGER, R., & CROPANZANO, R. 2001. Fairness theory: Justice as accountability. In J. Greenberg & R. Cropanzano (Eds.), Advances in organisational justice, 

(Vol. 1, pp. 1–55). New York: Information Age Publishers. 

19. Gadon, H. (1984) Making Sense of Quality of Work Life Programs, Business Horizons, January-February, 42-46. 

20. Gillingham A (2008). Skills and clientele vanish. Sunday Times, 28 September. p. 17. 

21. GRIFFETH, R. W., HOM, P. W., & GAERTNER, S. 2000. A meta-analysis of antecedents and correlates of employee turnover: Update, moderator tests, and 

research implications for the next millennium. Journal of Management, 26, 463–488. 

22. Hackman, J.R.& Oldham,R.G. (1980), Work Redesign, Reading, M.A: Addison-Wesley  

23. HARTLINE, M.D., & FERRELL, O.C. 1996. The management of customer-contact service employees: an empirical investigation. Journal of Marketing, 60, 52– 

70. 

24. Igbaria, Magid; Parasuraman, Saroh; and Badawy, Michael. 1994. "Work Experiences, Job Involvement, and Quality of Work Life Among Information Systems 

Personnel," MIS Quarterly, (18: 2). 

25. LEE, K., ALLEN, N., MEYER, J.P. & RHEE, K-Y. 2001. The Three-Component Model of Organisational Commitment: An Application to South Korea, Applied 

Psychology, 50 (4), 596–614 

26. LOVEMORE, G. 1998. Employee Satisfaction, Customer Loyalty, and Financial Performance. An Empirical Examination of the Service Profit Chain in Retail 

Banking. Journal of Service Research, 1 (1), 18-31. 

27. Marketing Research Services: The Client's Perspective. Industrial Marketing Management 38 (7), 785-797. 

28. MATHIEU, J.E., & ZAJAC, D. 1990. A review and meta-analysis of the antecedents, correlates, and consequences of organizational commitment. Psychological 

Bulletin, 108: 171–194. 

29. McColl-Kennedy, J. R. and Bennett, R., Härtel, C. E. J. (2005) ‘Experience as a moderator of involvement and satisfaction on brand loyalty in a business-to-

business setting 02-314R’, Industrial Marketing Management, 34, pp. 97-107. 

30. MEYER, J.P., & ALLEN, N.J. 1997. Commitment in the workplace. Thousand Oaks, CA: Sage. 

31. O’Herron, P., & Simonsen, P. (1995). Career development gets a charge at Sears Credit. Personnel Journal, 74 (5), 103-106. 



VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

81

32. Redington, K. (2007). Motivating employees: Is money or recognition more appreciated? Retrieved from: http://www.helium.comlitemsI1113809-recogni-

tion?pag.  

33. RHOADES, L., EISENBERGER, R., & ARMELI, S. 2001. Affective commitment to the organisation: The contribution of perceived organisational support. Journal 

of Applied Psychology, 86: 825–836. 

34. RHOADES, L., EISENBERGER, R., & ARMELI, S. 2001. Affective commitment to the organisation: The contribution of perceived organisational support. Journal 

of Applied Psychology, 86: 825–836. 

35. Rose, R.C., Beh, L.S., Uli, J. & Idris, K. (2006a). An Analysis of Quality of Work Life (QWL) and Career-related Variables. American Journal of Applied Science 

3(12): 2151-2159. 

36. Sadique, Z 2003, „Quality of Work Life among White Collar and Blue Collar Employees‟, Journal of the Institute of Bangladesh Studies, vol. 26, pp. 169 - 174.  

37. SILVESTRO, R., & CROSS, S. 2000. Applying the service profit chain in a retail environment: Challenging the “satisfaction mirro”. International Journal of Service 

Industry Management, 11 (3), 244 – 268. 

38. Sirdeshmukh, D. and Holzmüeller, H. (2003) ‘Investing industry context effects in consumer firm relationships: preliminary results from a dispositional ap-

proach’, Journal of the Academy of Marketing Science, 31, (1), pp. 46-60. 

39. Snoj, B., Korda, A. P. and Mumel, D. (2004) ‘The relationships among perceived quality, perceived risk and perceived product value’, Journal of Product & 

Brand Management, 

40. SOMERS, M.J. 1995. Organisational Commitment, Turnover and Absenteeism: An Examination of Direct and Interaction Effects. Journal of Organizational 

Behavior, 16, 49-58. 

41. Srinivas Kumar N. 2016 “A Study on Employee Retention with Special Reference to Software Companies” Asian Journal of Multidisciplinary Studies Vol. 4, 

Issue 1, January 2016. 47- 53.  

42. Yazinski, S. (2009). Strategies for retaining employees and minimizing turnover. Retrieved from http://hr.blr.com/whitepapers.aspxid=80396. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

82

REQUEST FOR FEEDBACK 
 

Dear Readers 

 

 

At the very outset, International Journal of Research in Computer Application & Management (IJRCM) 

acknowledges & appreciates your efforts in showing interest in our present issue under your kind perusal. 

 

I would like to request you to supply your critical comments and suggestions about the material published 

in this issue, as well as on the journal as a whole, on our e-mail infoijrcm@gmail.com for further improve-

ments in the interest of research. 

 

If you have any queries, please feel free to contact us on our e-mail infoijrcm@gmail.com. 

 

I am sure that your feedback and deliberations would make future issues better – a result of our joint effort. 

 

Looking forward to an appropriate consideration. 

 

With sincere regards 

 

Thanking you profoundly 

 

Academically yours 

 

Sd/- 

Co-ordinator 
 

 

 

DISCLAIMER 
The information and opinions presented in the Journal reflect the views of the authors and not of the Journal 

or its Editorial Board or the Publishers/Editors. Publication does not constitute endorsement by the journal. 

Neither the Journal nor its publishers/Editors/Editorial Board nor anyone else involved in creating, producing 

or delivering the journal or the materials contained therein, assumes any liability or responsibility for the 

accuracy, completeness, or usefulness of any information provided in the journal, nor shall they be liable for 

any direct, indirect, incidental, special, consequential or punitive damages arising out of the use of infor-

mation/material contained in the journal. The journal, neither its publishers/Editors/ Editorial Board, nor any 

other party involved in the preparation of material contained in the journal represents or warrants that the 

information contained herein is in every respect accurate or complete, and they are not responsible for any 

errors or omissions or for the results obtained from the use of such material. Readers are encouraged to 

confirm the information contained herein with other sources. The responsibility of the contents and the 

opinions expressed in this journal are exclusively of the author (s) concerned. 

 



VOLUME NO. 6 (2016), ISSUE NO. 08 (AUGUST)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

II
 


