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ABSTRACT 

Purpose: The main purpose of this paper is to 

study the impact of KFC’s Human Resource 

Practices on the KFC Employee’s 

Engagement and Turnover Intention. 

HR's responsibilities can be far-reaching in 

the food industry and the success of the Quick 

service industry to a considerable extent 

depends on the experience and skill of HR 

professionals.  This paper attempts to study 

the impact of HR Practices on Employee 

engagement and Attrition in Quick Service 

Restaurants in Tamilnadu.  

The Problem: The rising costs of skilled staff 

due to high attrition for the Quick Service 

Restaurants (QSR) and fast food segments, 

the attrition rate hovers between 90 and 100 

percent for semi-skilled workers, while it is 

approximately 60 percent and relatively more 

for skilled workforce. Such high rates inhibit 

businesses to hire or retain cheap staff. Hence, 

they have to constantly bear retention costs by 

paying competitive salaries to avoid any 

shortage of staff. 

The Industry: The size of the Indian Food 

Services market in India (organized and 

unorganized) grew to the level of INR 

3,37,500 crore in 2017 and is projected to   

grow at a CAGR of 10% over the next 5 years 

to reach INR 5,52,000 crore by 2022. The 

Food Services sector has generated direct 

employment for 5.5-6 million people in FY16, 

which is expected to increase to 8.5-9 million 

by FY21. Indirect employment has seen a 

growth at CAGR of four per cent from 2013-

2016 and expected to grow six per cent till 

2021. 

 

The Methodology: The Study was a survey 

based research conducted among the 

employees of Quick service restaurants. The 

study constructs included HR Practices 

namely:   Recruitment & Onboarding,  Safety 

Training & Development, Compensation and 

Benefits, Working Conditions, Performance 

Management, Grievance handing and   their 

impact on Employee engagement and 

Attrition. The data was collected from QSR’s 

like KFC, Pizza Hut, Domino’s Pizza, Burger 

King etc which has been growing 

exponentially in the recent times. Cluster 

Sampling was used to collect data with the 

sample size being  150 spreading across Tier 
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1 and Tier II cities. The survey was 

administered by the researcher in a one  on 

one interview by visiting the stores.  

Analysis Scheme: A Qualitative study was 

conducted with a small group of HR 

professionals to identify practices that are 

specific to the HR Industry.  An Item Pool 

therefore was compiled providing  a useable 

variable set. A pilot study was conducted 

amidst the target group. Cronbach’s Alpha 

Reliability and Various Validity testing 

enabled finalizing the constructs Post data 

collection - A Principal Component Analysis 

was used to identify the Human Resource 

Practice factors in the QSR Industry. The 

identified factors were tested on the 

conceptual model of using  Partial Least 

Square Method  using - SMART PLS 

Algorithm and Bootstrapping.  

Findings: The results of the model indicate 

that the HR Factors have a great impact on the 

Employee Engagement which inturn affects 

employee attrition. The Fit  indices of the 

Inner and outer model were found to be valid. 

Specific Suggestions pertaining to the specific 

factors that have a higher influence were 

identified. 

Key Words - HR Practices, Engagement, 

Attrition, PCA, MLR PLS Algorithm 

 

 

 

INTRODUCTION 

The quest for best HR Practices is important 

for corporate India today precisely because it     

offers a way to vault into the global league. 

Good HR practices do make a difference on 

many counts. They enhance internal 

capabilities of an organization to deal with 

current or future challenges to be faced by an 

organization. Studies on HRM practices at 

different levels have been an area of interest 

for researchers for several decades because of 

the expansion of the industries and innovative 

practices which enable an organisation to 

retain and utilise the Human resource 

effectively. Human resource practices are 

important to organizations in myriad areas, 

ranging from strategic planning to company 

image. 

Of all the resources that are needed for the 

effective running of a business or an 

organisation,                         human resource 

plays the most important role for the success 

of an organisation. The  organisation cannot 

run without the Human Capital. Even the fast-

growing technology can never fully replace 

the human resource in an organisation. All 

organizations require human capital to 

function and accomplish their goals.   

Human resource practices play a critical role 

in the success of a company. Developing 

practices that promote employee satisfaction, 

employee engagement and employee 

retention save cost for the organisation and 
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keep the organisation up to date with changes 

in the respective industry which are vital for 

the success of the Human Resource 

Department. Implementing best human 

resource practices help the Human Resource 

Department ensure that the organisation is 

prepared for whatever challenges lie ahead. 

Quick Service Restaurants (QSRs) play an 

important role in the overall economy. 

Globally, this sector accounts for over $570 

billion, with the US bringing in over $200 

billion in revenue in 2015 (“Fast Food 

Industry Analysis 2016- Cost & Trends,” 

2016). To put it in perspective, QSRs account 

for over 50% of sales in the entire restaurant 

sector (“Fast Food Industry Analysis 2016 - 

Cost & Trends,” 2016). However, while QSRs 

seem to be a major portion of the food 

industry, not much research has been done 

that looks solely at this sector, and even less 

research aims to look at contributors to 

voluntary turnover in the quick-service 

industry (DiPietro, Milman, & Thozhur, 

2007). 

Quick Service Restaurants are special kinds of 

restaurants and form an integral part of the 

Indian Food Service Industry. The quick 

service restaurants or the QSRs have both fast 

food cuisines and minimal table services to 

cater to the needs of various youngsters and 

working professionals. The QSR’s (Quick 

Service Restaurants) and the casual dining 

restaurants together constitute over 74 percent 

of the market and are growing exponentially. 

The Food Services sector have generated 

direct employment for 5.5-6 million people in 

FY16, which is expected to increase to 8.5-9 

million by FY21. Indirect employment has 

seen a growth at CAGR of four per cent from 

2013-2016 and expected to grow six per cent 

till 2021. Employees are the major resource 

for the QSR Industry because this industry is 

customer driven and efficient employees are 

needed to provide best services for the 

customers. 

THEORETICAL BACKGROUND AND 

LITERATURE REVIEW 

The QSR Industry is one of the fastest 

growing industries of the world. The QSR’s 

(Quick Service Restaurants) and the casual 

dining restaurants together constitute over 74 

percent of the market and are growing 

exponentially. A number of international QSR 

chains have flocked to India over the past few 

years, with specific cuisines and product 

offerings, fuelling the market’s growth.  

The rising costs of skilled staff due to high 

attrition for the Quick Service Restaurants 

(QSR) and fast food segments, the attrition 

rate hovers between 90 and 100 percent for 

semi-skilled workers, while it is 

approximately 60 percent for the relatively 

more skilled workforce. Such high rates 

inhibit businesses to hire or retain cheap staff. 
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Hence, they have to constantly bear retention 

costs by paying competitive salaries to avoid 

any shortage of staff. 

The Food Services sector have generated 

direct employment for 5.5-6 million people in 

FY16, which is expected to increase to 8.5-9 

million by FY21. Indirect employment has 

seen a growth at CAGR of four per cent from 

2013-2016 and expected to grow six per cent 

till 2021. Employees are the major resource 

for the QSR Industry because this industry is 

customer driven and efficient employees are 

needed to provide best services for the 

customers. 

This study was done in Sapphire Foods India 

Pvt Ltd which has a franchise of over 250 

stores on KFC and Pizza Hut across India and 

Srilanka. This study was particularly for the 

HR Practices in KFC Restaurants. As the 

turnover rate is high among the Operation 

level employees in KFC, the study was 

conducted to study the impact of KFC’s HR 

Practices on Employee’s Engagement and 

Turnover Intention.  

This study was studied based on six major HR 

Practices in QSR Industry: Recruitment & 

Selection, Training & Development, 

Compensation & Benefits, Working 

Condition, Performance Management & 

Grievance Handling. 

HRM PRACTICES             

Many researchers conducted their researches 

to determine the relationship between Human 

Resource Management (HRM) practices and 

Employee engagement, Job satisfaction, 

employee performance, employees, turnover 

intention in developed countries but few 

studies have been conducted in developing 

countries (Saira Hassan,2016). HRM 

practices is a process of attracting, motivating, 

and retaining employees to ensure the survival 

of the organization (Schuler and Jackson, 

1987). HRM practices are designed and 

implemented in such a way that human capital 

plays a significant role in achieving the goals 

of the organization (Delery and Doty, 1996). 

The role of HRM in recent two decades has 

been so fundamental especially due to the 

highly competitive and vulnerable business 

climate (Paauwe, 2004). Referring to Quick 

Service Restaurant Industry and considering 

its labour-intensive characteristic Lockyer, 

(2007) stated that HR is too vital for the 

management of this industry. 

For the last decade, researchers have 

emphasized the effects of human resource 

management practices on restaurants 

performance. Siguaw and Enz, Wang et al., 

Waller, Huselid, Huselid and Becker, Becker 

and Gerhart, Cho and Poister and Delery and 

Doty have argued for the best practices known 

as innovative human resource management 

practices where, some HRM practices are 

always better than others, therefore, all hotels 
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are encouraged to adopt these practices. The 

adoption of best practices has resulted in 

lowered costs, increased revenues, and the 

creation of a more effective human resource 

management. The practices selected for this 

study are based on its importance in relation 

to the QSR industry which is selected for the 

analysis. The practices used in this study are 

listed and defined as follows: 

1. RECRITMENT AND SELECTION             

In the past two decades the manner in which 

organization recruit people for their business 

has changed into a different level. The practise 

of human resource management in recruiting 

people has made a significant changed in the 

food industry. According to Costello (2006), 

recruitment is described as the processes used 

to receive a suitable talent willing to offer 

services to an organization at the right time 

and at the right place so that it benefits both 

the people and the organization. 

QSR industry, as a service industry, is greatly 

dependent upon its employees. Recruitment 

and Selection practices constitute an 

important starting stage for QSR Industry 

towards generating an efficient and 

productive workforce (Alexandra-Paraskevi 

Chytiri, Fragkiskos Filippaios, Leonidas 

Chytiris, 2018).  

2. TRAINING AND 

DEVELOPMENT           

Rodgers (1986) defines training as having 

narrow goal specifying the right way to do 

something. Similarly, Lloyd and Leslie (1997) 

see training as a learning process that involves 

acquisition of skills, concepts, rules or attitude 

to enhance the employee’s performance of in 

an activity or a range of activities. Now a days 

in QSR business, it is all about competence in 

employee, and especially the employee’s 

qualities. Quality of service depends on the 

qualities of employees. The qualities are about 

knowledge, skills and thoughts which lead to 

an organisation’s survival and development in 

QSR Industry. Therefore, staff training is 

essential in many ways which increases 

productivity while employees are armed with 

professional knowledge, experienced skills 

and valid thoughts; staff training also 

motivates and inspires workers by providing 

employees all needed information in work as 

well as help them to recognize how important 

their jobs are (Shamim Ahammad, 2013). 

3. COMPENSATION AND 

BENEFITS                

Md. Nurun Nabi1, Md. Syduzzaman, Md. 

Shayekh Munir (2019) state in their study that 

compensation is the payment of some money 

to the worker for the physical, mental 

contribution to the work for the organization. 

Compensation and payment are very vital 

issue in the present world. A sound production 

is largely dependent on the sound payment 

system in the organization. When a worker 
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feels that he is getting the sufficient 

remuneration in exchange of labour in the 

organization then he will provide the more 

efforts the organization. 

Compensation plays an important role in 

determining an employee's level of job 

satisfaction, job engagement, turnover 

intention and performance. Compensation 

play a vital role in attracting, motivating and 

retaining talented employees (Calvin 

Mzwenhlanhla Mabaso and Bongani Innocent 

Dlamini, 2017). 

Salary.com (2009) found that 56% of 

employees voluntarily left their jobs in QSR 

Industry because of inadequate compensation. 

4. WORKING CONDITION               

The workplace environment impacts 

employee morale, productivity and 

engagement - both positively and negatively. 

The work place environment in a majority of 

industry is unsafe and unhealthy. These 

includes poorly designed workstations, 

unsuitable furniture, lack of ventilation, 

inappropriate lighting, excessive noise, 

insufficient safety measures in fire 

emergencies and lack of personal protective 

equipment. People working in such 

environment are prone to occupational disease 

and it impacts on employee’s performance, 

job satisfaction, employee engagement and 

employees’ turnover intention (Dr. K. 

Chandrasekar, 2011).  

Working conditions and environments are the 

key factors to influence employee's 

performance at labour market, moreover, 

working environment has the impacts on the 

level of employee job satisfaction, even lead 

to a higher engagement, high level of 

commitment or choose to leave the work (Jui-

Min Hsiao and Da-Sen Lin, 2018). 

5. PERFORMANCE 

MANAGEMENT              

It is essential to motivate the employees, not 

just whether or not, however, why the 

organizational performances can be 

associated with an employees’ sense of 

intelligence to unite their work and their 

various activities (Hooria Sattar, 2018). 

According to the study conducted by Hewitt 

Associates (1994), the impact of performance 

management on organizational success 

substantiates that performance management 

system can have a significant impact on 

financial performance and productivity of an 

organization. Armstrong and Baron (2004) 

emphasized that Performance Management is 

a tool to ensure that the managers are 

managing effectively. 

A good PMS enables the organization to 

understand how its employees are currently 

performing. It allows organizations to know 

their commitment level in terms of thorough 

assessment of the training needs of its 

employees, set progress plans and gives them 

the possibility of using the result of the 
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performance management process to 

influence an individual remuneration (Adams, 

2007). Malcolm and Jackson (2002) outline 

four different benefits of PMS for the 

organization. These are targeted training 

approach based on identified needs, future 

employee promotion decisions, effective 

bases for reward decisions and improved 

retention of employees.  

6. GRIEVANCE HANDLING              

Today, the need to maintain a harmonious 

relationship in the workplace in order to boost 

employee morale, enhance organizational 

effectiveness, and improve organizational 

productivity has made the management of 

employee grievance a serious and vital 

organizational concern (Obiekwe, 

Honeybush, Eke, N. Uchechi, 2019).  

The research study conducted by 

Manikandan. B, Gowsalya.G has led to the 

conclusion that informal counselling helps to 

address and manage grievances in the 

workplace, conflict management in the 

organisation will be helpful to reduce the 

number of grievance rates, suggestion boxes 

can be installed. This brings the problem or 

conflict of interest to light. 

According to Akanji (2005) a well-

constructed and effective employee grievance 

management induces a positive performance, 

while poorly designed employee grievance 

management process is destructive as it heats 

up the work environment and brings about 

dislocation and disharmony of the entire 

organization with attendant reduction in 

productivity and performance of 

organizations.  

EMPLOYEE ENGAGEMENT             

The challenge today is not just retaining 

talented people, but fully engaging them, 

capturing their minds and hearts at each stage 

of their work lives. Employee engagement has 

emerged as a critical driver of business 

success in today’s competitive marketplace. 

Further, employee engagement can be a 

deciding factor in organizational success. Not 

only does engagement have the potential to 

significantly affect employee retention, 

productivity and loyalty, it is also a key link to 

customer satisfaction, company reputation 

and overall stakeholder value (Preeti Thakur, 

2014). Employee engagement is defined as 

employees’ willingness and ability to help 

their company succeed, largely by providing 

discretionary effort on sustainable basis 

(Perrin’s Global work study, 2003). 

Abdul Haseeb Khan and Rehmat Khatoon 

(2015) conducted a study to analyse the 

impact of core HR Practices on Employee 

Engagement and concluded that employees 

are inclined towards engagement if they are 

given proper rewards system, employee 

motivation, and involvement in major 

organizational activities with an active 

participation indecision making. The findings 
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of the study were that the effective application 

of HR Practices will make employee more 

engaged and also the human resource 

department to formulate strategies for the 

organization which will encourage employee 

engagement to drive optimal performance 

level.  

It is believed that the creation of the 

employees’ engagement in organizations 

increases the total performance of the firms 

(Macey et al., 2009). This engagement exhibit 

itself in different forms such as skill, 

knowledge and also fulfilling the expectation 

of the job (Macey etal., 2009). Preeti Thakur 

in her study about the impact of employees’ 

engagement on the employees and 

organisation has concluded that there is 

positive relationship between employee 

engagement and organisation’s HR practices. 

According to Karatepe and Olugbade (2009), 

engaged employees are more likely to remain 

with its current organization. 

EMPLOYEES’ TURNOVER 

INTENTION             

Employees are assets of any organization and 

organization always try to avoid losing the key 

performers. The Quick Service Restaurants 

industry tends to have an even higher turnover 

rate than the other restaurant types 

(“Employee turnover tops,” 2016). Several 

reasons contribute to the high turnover:  

• First, one-third of employed fast food 

workers are teenagers, who will go on 

to have a career “with a different 

employer”.   

• Second, upward mobility in the 

industry typically occurs when an 

employee moves from one restaurant 

to another. The relative closeness of 

restaurants makes this mobility easy 

and convenient for employees seeking 

higher positions in the industry.  

• Third, the restaurant industry is a 

major creator of seasonal jobs, with 

more than 400,000 seasonal jobs 

created during the summer season. 

These seasonal workers, including 

students who do not work the full year, 

contribute to the high yearly turnover 

rates.   

• Additionally, the low social status 

attributed to working in the industry, 

along with the harsh working 

conditions such as varying hours and 

stress, contribute to high turnover rates 

(Mohsin & Lengler, 2015). 

It is clear that low employee retention rates are 

a challenge for quick-service restaurants. 

There is a need for restaurants to improve their 

employee retention rates. One way to 

approach employee retention is through 

human resource practices. By lowering 

employee turnover, restaurants would expect 

to see an increase in profits as well as an 
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increase in worker productivity. While it is 

clear that restaurants should seek to lower 

employee turnover, the question then becomes 

how managers of QSRs can develop human 

resource strategies to foster employee 

retention. 

METHODOLOGY 

Sample and Data Collection 

The sample consisted of respondents 

belonging to Team Member designation in 

KFC Restaurants across Chennai. Data were 

collected by visiting the stores in person. 

Convenience sampling technique was adopted 

as the sampling method. Convenient 

Sampling is a type of non- probability 

sampling method where the sample is taken 

from a group of people based on availability 

and willingness to take part.  However, care 

was taken to include equal samples from all 

stores across Chennai.  

Participation for this study was on voluntary 

basis and respondents were asked not to 

disclose their identities so that their identities 

are kept anonymous. It took them a maximum 

of fifteen minutes to complete the entire 

questionnaire along with a one on one 

feedback session. 150 questionnaires were 

filled in total. 

Out of the 150 subjects, 85 subjects (i.e., 43.3 

per cent) were male, while 65 (43.3 per cent) 

were female. There were more of male 

respondents than female. Out of 150 subjects, 

46 subjects (30.7 percent) were in the age 

group of 18-20, 76 subjects (50.7 percent) 

were in the age group of 21-24 and 28 subjects 

(18.7 percent) were in the age group of 25-29. 

The maximum response was from the age 

group 21-24 (50.7%). Out of 150 responses, 

19 respondents (12.7 percent) were 10th 

passed out, 38 respondents (25.3 percent) 

were 12th passed out, 30 respondents (20 

percent) were Diploma graduates, 59 

respondents (39.3 percent) were Under 

Graduates and 4 respondents (2.7 percent) 

were Post Graduates. The maximum 

respondents belonged to the category of 

Under Graduates (39.3%). Out of 150 

respondents, 39 respondents (26 percent) were 

part timers and 111 respondents (74 percent) 

were full timers. The maximum responses 

belonged to the category of Full Timers 

(74%). Out of 150 responses, 75 respondents 

(50 percent) had an experience less than 6 

months in KFC, 31 respondents (20.7 percent) 

had less than 1 year experience in KFC, 30 

respondents (20 percent) had an experience of 

1 to 2 years in KFC, 14 respondents (9.3 

percent) had 2 to 4 years’ experience in KFC 

and 0 respondents (0 percent) had 4 years & 

above experience in KFC. The maximum 

respondents belonged to the category of less 

than 6 months (50%). Out of 150 respondents, 

27 respondents (18 percent) were married and 

123 respondents (82 percent) were unmarried. 

The maximum responses belonged to the 

category of unmarried (82%). 
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Measures 

The survey instrument consisted of three 

sections namely: Section A, Section B, and 

Section C. The total number of items in the 

survey instrument is 34. All items were 

measured on a five-point likert scale.  

HR Practices: HRM practice is a process of 

attracting, motivating, and retaining 

employees to ensure the survival of the 

organization This will be measured under 6 

sub constructs like Recruitment and Selection, 

Training and Development, Compensation 

and Benefits, Working condition, 

Performance Management and Grievance 

Handling and measured by 5 point scale which 

ranges from 1-Strongly disagree, 2-Disagree, 

3- Satisfied, 4-Agree, 5-Strongly agree.            

Employee Engagement: Employee 

engagement is defined as employees’ 

willingness and ability to help their company 

succeed, largely by providing discretionary 

effort on sustainable basis. This will be 

measured by 5-point scale which ranges from 

1-Strongly disagree, 2-Disagree, 3- Satisfied, 

4-Agree, 5-Strongly agree.             

Employee Turnover Intention: Turnover 

intention of employees refers the likelihood of 

an employee to leave the current job he/she 

are doing. This will be measured by 5point 

scale which ranges from 1-Strongly disagree, 

2-Disagree, 3- Satisfied, 4-Agree, 5-Strongly 

agree. 

RELIABILITY TEST 

 

Table 1 Cronbach's alpha for each    sub-

construct under HR Practices, Employee 

Engagement and Employees’ Turnover 

Intention. 

Table 2 Cronbach's alpha for HR Practices, 

Employee Engagement and Employees’ Turnover 

Intention. 

The reliability analysis by Cronbach’s 

alpha method has resulted to the alpha 

value only above 0.7, for each sub 

construct under three constructs, this 

implies that the data collected regarding 

the is reliable. 

 

PERIOD OF STUDY  

       The study on the title “The impact 

of HR Practices on Employee 

Engagement and on Employees’ 

Turnover Intention” was conducted in 

the chosen organization for a period of 

three months initiating from 20 May, 

2019 to 1 August, 2019. 

 

S. No Constructs 

Cronbach’s 

Alpha 

No of 

items 

1 HR Practices- Recruitment & Selection 0.848 4 

2 

HR Practices- Training & 

Development 0.914 4 

3 

HR Practices- Compensation & 

Benefits 0.832 4 

4 HR Practices- Working Condition 0.753 4 

5 

HR Practices- Performance 

Management 0.898 5 

6 HR Practices- Grievance Handling 0.920 5 

7 Employee Engagement 0.902 4 

8 Employees’ Turnover Intention 0.794 4 

S.NO Constructs 

Cronbach 

Alpha 

No of 

items 

1 HR Practices 0.916 26 

2 Employee Engagement 0.902 4 

3 

Employees' Turnover 

Intention 0.794 4 
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DESCRIPTIVE ANALYSIS OF 

THE CONSTRUCTS 

The mean and standard deviation of all the 

dimensions under study as follows. It is a 

5– point scale, so the standard for the 

mean is 3. Mean values above 3 indicate 

that the respondent shows a state of 

agreeableness with the constructs 

measured and the mean values less than 3 

shows a state disagreeableness of the 

respondents with the constructs. 

HR PRACTICES 

Table 3 Descriptive Statistics for HR 

Practices. 

 

The mean value for the six sub-constructs 

under HR Practices has mean value between 

4.00 to 4.50 and the standard deviation is 

between 0.80 to 1.00, which indicates that the 

respondents have a state of agreeableness for 

the HR Practices impact in their company. The 

highest mean value is for the sub-construct 

Training & Development (4.44).  

Interpretation: KFC being a top notch in the 

QSR Industry focuses more on Training the 

employees because their business completely 

rely on the quality and customer satisfaction. 

To achieve quality and customer satisfaction, 

the employees need to be completely trained 

regarding the process and the customer 

service delivery. That’s the reason why 

employees have greater likelihood towards 

the company’s Training and Development. 

Employees trained in KFC are the most sought 

in the QSR market. 

TRAINING & DEVELOPMENT 

Table 4 Descriptive Statistics for Training 

& Development. 

 

Interpretation: Employees have agreed most 

to the item “My organisation provides training 

opportunities to learn and develop” (4.473). 

This indicates that KFC as an organisation 

does not proving training only for performing 

the job role but also to learn and develop the 

employees to the next level and least for 

“Adequate training is provided for performing 

the job” which indicates that the process 

oriented training is provided adequately. 

The lowest mean value is for the sub-

construct Working Condition (4.06). 

Interpretation: Based on the responses 

collected and the one on one session, it was 

understood that the employees want a better 

working condition in their workplace. 

 

S.NO SUB CONSTRUCTS MEAN STD.DEVIATION 

1 Recruitment & Selection 4.307 0.936 

2 Training & Development 4.435 0.868 

3 Compensation & Benefits 4.187 0.907 

4 Working Condition 4.057 0.990 

5 Performance Management 4.341 0.845 

6 Grievance Handling 4.189 1.001 

  Consolidated Mean 4.253   

S.NO ITEM MEAN STD.DEVIATION 

1 

Adequate training is provided for 

performing the job. 4.400 0.976 

2 

Training provided in KFC has 

helped to reduce errors in my 

job. 4.407 0.983 

3 

My organisation provides 

training opportunities to learn 

and develop. 4.473 0.953 

4 

The training programmes in 

KFC has improved my job 

performance. 4.460 0.980 

  Consolidated Mean 4.435   
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WORKING CONDITION 

Table 5 Descriptive Statistics for Working 

Condition. 

 

Employees in KFC are satisfied with the 

balance between the work and personal life 

but their satisfaction is less towards the 

periodical health check-up. As their work 

involves working long hours and in heat 

condition, they are prone to having health 

issues. The health issues are affecting the 

attendance percentage and the turnover rate in 

the organisation.  

EMPLOYEE ENGAGEMENT 

Table 6 Descriptive Statistics for Employee 

Engagement. 

 

The mean value for the four items under 

Employee Engagement has mean value 

between 4.10 to 4.50 and the standard 

deviation is between 1.05 to 1.20, which 

indicates that the respondents have a state 

of agreeableness for the Employee 

Engagement in their company. 

Interpretation: The highest mean value 

is for the item numbers 2 “I always want 

to give my best to KFC whenever I’m at 

work” (4.47). Employees in KFC are well 

motivated by their HR Policies to give 

their best to the organization which shows 

their high level of job engagement.  

The lowest mean value is for the item 

number 3 “I am willing to work beyond 

my shift timings” (4.17). Like any other 

employee group, even the employees in 

KFC are also not very much into working 

beyond the 9 hours of shift timing. 

 

EMPLOYEES’ TURNOVER 

INTENTION 

Table 7  Descriptive Statistics for 

Employees’ Turnover Intention. 

 

The mean value for the four items under 

the construct Employees’ Turnover 

Intention has mean value between 1.90 

to 3.30 and the standard deviation is 

between 1.30 to 1.60, which indicates that 

the respondents have less turnover 

S.N

O ITEM MEAN 

STD.DEVIATIO

N 

1 

Physical working condition in 

KFC is satisfactory (noise level, 

temperature, lighting, 

cleanliness). 4.160 1.210 

2 

I am provided with periodical 

health check-ups in my 

organisation. 3.813 1.628 

3 

I am satisfied with the 

infrastructure facilities (medical, 

toilets, lunch rooms, dress 

changing areas) provided by my 

organization. 4.073 1.216 

4 

My job allows a good balance 

between my work & personal life. 4.180 1.112 

  Consolidated Mean 4.056   

S.NO CONSTRUCT MEAN STD.DEVIATION 

1 

I am willing to put in a great deal 

of effort beyond my work to help 

my organization be successful. 4.420 1.051 

2 

I always want to give my best to 

KFC whenever I’m at work. 4.467 1.053 

3 

I am willing to work beyond my 

shift timings. 4.173 1.203 

4 

I volunteer for things that are not 

part of the job & take up extra 

duties and responsibilities. 4.240 1.151 

  Consolidated Mean 4.325   

S.NO CONSTRUCT MEAN 

STD.DEVIATIO

N 

1 

I often think about quitting my 

job.  2.327 1.481 

2 

I find it difficult to come to the 

work every day because of the 

job stress.  2.360 1.498 

3 

I am capable of taking up better 

responsibilities than the current 

one.  3.286 1.577 

4 

Conflict with manager is the 

major reason for me to think 

about quitting the job.  1.900 1.309 

  Consolidated Mean 2.468   
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intention. 

The highest mean value is for the item 

numbers 3 “I am capable of taking up 

better responsibilities than the current 

one” (3.29). Employees have a mindset 

that they are eligible of taking up better 

job responsibilities. This cannot be fully 

erased from the minds of the employees 

but can be reduced by giving a better and 

clear picture about their current job role 

and can assure them with better growth in 

the same role. 

The lowest mean value is for the item 

number 4 “Conflict with manager is the 

major reason for me to think about 

quitting the job” (1.90). 

Table 8 Descriptive Statistics for HR 

Practices, Employee Engagement and        

Employees’ Turnover Intention 

The mean value for HR Practices is 

4.253 which indicates that the 

respondents on an average have given an 

agreeable state of response for the KFC’s 

HR Practices.  

The mean value for Employee 

Engagement is 4.325 which indicates 

that the respondents on an average have 

given an agreeable state of response for 

the Employee Engagement in their work 

and organization. 

The mean value for Employees’ 

Turnover Intention is 2.468 which 

indicates that the respondents on an 

average have a neutral opinion about 

leaving the company in the near future. 

 

ANALYSIS OF DEMOGRAPHIC 

VARIABLES 

 

Gender 

 

The questionnaire included two categories 

under gender: (1) Male (2) Female. 

T- test was done to check if there is a 

significant difference in the response 

given by the two-gender category 

provided. 

Table 9 T-test for gender. 

T-test results for HR Practices: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

two category gender groups about the 

KFC’s HR Practices. 

Alternate Hypothesis: There is 

significant difference in the opinions 

given by the two category gender groups 

about the KFC’s HR Practices. 

 

HR Practices: There is no significant 

difference between the responses 

S.NO CONSTRUCT MEAN STD.DEVIATION 

1 HR Practices 4.253 0.778 

2 Employee Engagement 4.325 0.981 

3 

Employees’ Turnover 

Intention 2.468 1.155 

Construct name    F value P value 

HR Practices    0.769 0.110 

Employee Engagement    0.271 0.370 

Employees’ Turnover 

Intention 

   1.914 0.329 

International Journal of Scientific Research and Review

Volume 8, Issue 9, 2019

ISSN NO: 2279-543X

Page No: 49



provided by all the two category gender 

for KFC’s HR Practices. P value is 0.110 

(P>0.05). 

 

T-test results for Employee Engagement: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

two category gender groups about the 

Employee Engagement. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the two 

category gender groups about the Employee 

Engagement. 

 

Employee Engagement: There is no 

significant difference between the 

responses provided by all the two 

category gender towards Employee 

Engagement. P value is 0.370 (P>0.05). 

 

T-test results for Employees’ Turnover 

Intention: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

two category gender groups about 

Employees’ Turnover Intention. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the two 

category gender groups about Employees’ 

Turnover Intention. 

 

Employee Turnover Intention: There is 

no significant difference between the 

responses provided by all the two 

category gender towards Employee 

Turnover Intention. P value is 0.329 

(P>0.05). 

 

This indicates that there is no significant 

difference among employees towards the 

HR Practices, Employee Engagement and 

Employees’ Turnover Intention in terms of 

Gender. 

 

EMPLOYER TYPE 

The questionnaire included two categories 

under Employer Type: (1) Part timers (2) 

Full timers. 

T- test was done to check if there is a 

significant difference in the response 

given by the two employer type 

provided. 

          Table 10 T-test for Employer Type. 

T-test results for HR Practices: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

two category Employer Type about the 

KFC’s HR Practices. 

Alternate Hypothesis: There is 

significant difference in the opinions 

given by the two category Employer Type 

about the KFC’s HR Practices. 

 

HR Practices: There is no significant 

S.NO CONSTRUCT NAME 

F 

VALUE 

P 

VALUE 

1 HR Practices 0.073 0.524 

2 Employee Engagement 0.101 0.989 

3 

Employees’ Turnover 

Intention 8.219 0.461 
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difference between the responses 

provided by all the two category 

Employer Type for KFC’s HR Practices. 

P value is 0.524 (P>0.05). 

 

T-test results for Employee Engagement: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

two category Employer Type about the 

Employee Engagement. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the two 

category Employer Type about the Employee 

Engagement. 

 

Employee Engagement: There is no 

significant difference between the 

responses provided by all the two 

category Employer Type towards 

Employee Engagement. P value is 0.101 

(P>0.05). 

 

T-test results for Employees’ Turnover 

Intention: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

two category Employer Type about 

Employees’ Turnover Intention. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the two 

category Employer Type about Employees’ 

Turnover Intention. 

 

Employee Turnover Intention: There is 

no significant difference between the 

responses provided by all the two 

category employer type towards 

Employee Turnover Intention. P value is 

0.461 (P>0.05). 

 

This indicates that there is no significant 

difference among employees towards the 

HR Practices, Employee Engagement and 

Employees’ Turnover Intention in terms of 

Employer Type. 

 

MARITAL STATUS 

The questionnaire included two categories 

under Marital Status: (1) Married (2) 

Unmarried. 

T- test was done to check if there is a 

significant difference in the response 

given by the two Marital Status category 

provided. 

 

Table 11 T-test for Marital Status. 

T-test results for HR Practices: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

two category Marital Status groups about 

the KFC’s HR Practices. 

Alternate Hypothesis: There is 

significant difference in the opinions 

Construct name    F value P value 

HR Practices    0.357 0.928 

Employee Engagement    1.413 0.900 

Employees’ Turnover 

Intention 

   0.133 0.508 
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given by the two category Marital Status 

groups about the KFC’s HR Practices. 

 

HR Practices: There is no significant 

difference between the responses 

provided by all the two category Marital 

Status groups for KFC’s HR Practices. P 

value is 0.928 (P>0.05). 

 

T-test results for Employee Engagement: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

two category Marital Status groups about 

the Employee Engagement. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the two 

category Marital Status groups about the 

Employee Engagement. 

 

Employee Engagement: There is no 

significant difference between the 

responses provided by all the two 

category Marital Status groups towards 

Employee Engagement. P value is 0.900 

(P>0.05). 

 

T-test results for Employees’ Turnover 

Intention: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

two category Marital Status groups about 

Employees’ Turnover Intention. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the two 

category Marital Status groups about 

Employees’ Turnover Intention. 

 

Employee Turnover Intention: There is 

no significant difference between the 

responses provided by all the two 

category Marital Status groups towards 

Employee Turnover Intention. P value is 

0.508 (P>0.05). 

 

This indicates that there is no significant 

difference among employees towards the 

HR Practices, Employee Engagement and 

Employees’ Turnover Intention in terms of 

Marital Status. 

 

EDUCATIONAL QUALIFICATION 

The questionnaire included five categories 

under Educational Qualification: (1) 10th (2) 

12th (3) Diploma (4) UG (5) PG. 

ANOVA test was done to check if there 

is a homogeneity in the response given 

by the five qualification category 

provided. 

         Table 12 ANOVA Test for qualification. 

ANOVA results for HR Practices: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

five category qualification groups about 

S.NO CONSTRUCT NAME F VALUE P VALUE 

1 HR Practices 0.662 0.648 

2 Employee Engagement 0.492 0.741 

3 

Employees’ Turnover 

Intention 1.763 0.139 
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the HR Practices. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the five 

category qualification groups about the HR 

Practices. 

 

HR Practices: There is no significant 

difference/ there is homogeneity between 

the responses provided by all the five category 

qualification groups about the HR Practices. P 

value is 0.648 (P>0.05). 

 

ANOVA results for Employee 

Engagement: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

five category qualification groups about 

the Employee Engagement. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the five 

category qualification groups about the 

Employee Engagement. 

 

Employee Engagement: There is no 

significant difference/ there is homogeneity 

between the responses provided by all the five 

category qualification groups about the 

Employee Engagement. P value is 0.741 

(P>0.05). 

ANOVA results for Employees’ Turnover 

Intention: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

five category qualification groups about 

the Employees’ Turnover Intention. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the five 

category qualification groups about the 

Employees’ Turnover Intention. 

 

Employees’ Turnover Intention: There is 

no significant difference/ there is 

homogeneity between the responses provided 

by all the five category qualification groups 

about the Employees’ Turnover Intention. P 

value is 0.139 (P>0.05). 

 

This indicates that there is no significant 

difference among employees towards the 

HR Practices, Employee Engagement and 

Employees’ Turnover Intention in terms of 

Educational Qualification. 

 

AGE 

The questionnaire included three categories 

under Age: (1) 18-20 years (2) 21-24 years 

(3) 25-29 years. 

ANOVA test was done to check if there 

is a homogeneity in the response given 

by the three age category provided. 

Table 13 ANOVA Test for Age. 

ANOVA results for HR Practices: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

S.NO CONSTRUCT NAME F VALUE P VALUE 

1 HR Practices 0.400 0.671 

2 Employee Engagement 0.808 0.448 

3 
Employees’ Turnover Intention 

1.045 0.354 
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three category age groups about the HR 

Practices. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the three 

category age groups about the HR Practices. 

 

HR Practices: There is no significant 

difference/ there is homogeneity between 

the responses provided by all the three 

category age groups about the HR Practices. P 

value is 0.671 (P>0.05). 

ANOVA results for Employee 

Engagement: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

three category age groups about the 

Employee Engagement. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the three 

category age groups about the Employee 

Engagement. 

 

Employee Engagement: There is no 

significant difference/ there is homogeneity 

between the responses provided by all the 

three category age groups about the Employee 

Engagement. P value is 0.448 (P>0.05). 

 

ANOVA results for Employees’ Turnover 

Intention: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

three category age groups about the 

Employees’ Turnover Intention. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the three 

category age groups about the Employees’ 

Turnover Intention. 

 

Employees’ Turnover Intention: There is 

no significant difference/ there is 

homogeneity between the responses provided 

by all the three category age groups about the 

Employees’ Turnover Intention. P value is 

0.354 (P>0.05). 

 

This indicates that there is no significant 

difference among employees towards the 

HR Practices, Employee Engagement and 

Employees’ Turnover Intention in terms of 

age. 

 

EXPERIENCE IN KFC 

The questionnaire included five categories 

under years of Experience in KFC: (1) Less 

than 6months (2) Less than 1 year (3) 1 to 2 

years (4) 2 to 4 years (5) 4 years & above. 

ANOVA test was done to check if there 

is a homogeneity in the response given 

by the five Experience in KFC category 

provided. 

Table 14 ANOVA Test for years of Experience in 

KFC. 

 

S.NO CONSTRUCT NAME F VALUE P VALUE 

1 HR Practices 2.703 0.048 

2 Employee Engagement 2.926 0.036 

3 
Employees’ Turnover Intention 

1.017 0.387 
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ANOVA results for HR Practices: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

five category years of Experience in KFC 

groups about the HR Practices. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the five 

category years of Experience in KFC groups 

about the HR Practices. 

 

HR Practices: There is significant 

difference/ there is heterogeneity between 

the responses provided by the years of 

Experience in KFC groups about the HR 

Practices. P value is 0.048 (P<0.05). 

 

ANOVA results for Employee 

Engagement: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

five category years of Experience in KFC 

groups about the Employee Engagement. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the five 

category years of Experience in KFC groups 

about the Employee Engagement. 

 

Employee Engagement: There is significant 

difference/ there is heterogeneity between 

the responses provided by all the five category 

years of Experience in KFC groups about the 

Employee Engagement. P value is 0.036 

(P<0.05). 

 

ANOVA results for Employees’ Turnover 

Intention: 

Null Hypothesis: There is no significant 

difference in the opinions given by the 

five category years of Experience in KFC 

groups about the Employees’ Turnover 

Intention. 

Alternate Hypothesis: There is significant 

difference in the opinions given by the five 

category years of Experience in KFC groups 

about the Employees’ Turnover Intention. 

 

Employees’ Turnover Intention: There is 

no significant difference/ there is 

homogeneity between the responses provided 

by all the five category years of Experience in 

KFC groups about the Employees’ Turnover 

Intention. P value is 0.387 (P>0.05). 

 

This indicates that there is significant 

difference among employees towards the 

HR Practices, Employee Engagement and 

no significant difference among employees 

towards Employees’ Turnover Intention in 

terms of years of Experience in KFC. 

REGRESSION ANALYSIS OF THE 

CONCEPTUAL MODEL 

To study and understand the conceptual 

model, multiple regression and 

correlation tests were done with the 

collected data set. 

 

International Journal of Scientific Research and Review

Volume 8, Issue 9, 2019

ISSN NO: 2279-543X

Page No: 55



Table 15 Regression analysis to check the impact of 

HR Practices on Employee Engagement. 

 

HR Practices on Employee 

Engagement: 

Null Hypothesis: There is no significant 

dependence of HR Practices on Employee 

Engagement. 

Alternate Hypothesis: There is 

significant dependence of HR Practices 

on Employee Engagement. 

The linear regression was done to study 

the influence of HR Practices on 

Employee Engagement. The R Square 

value is 0.690 which indicates that there 

is 69% influence of HR Practices on 

Employee Engagement. The P Value is 

0.000 (P<0.05) so there is a significant 

dependence between HR Practices and 

Employee Engagement. 

Table 16 Regression analysis to check the impact of 

sub-constructs of HR Practices on Employee 

Engagement. 

 

Training & Development on Employee 

Engagement: 

Null Hypothesis: There is no significant 

dependence of Training & Development 

on Employee Engagement. 

Alternate Hypothesis: There is 

significant dependence of Training & 

Development on Employee Engagement. 

The multiple regression was done to study 

the influence of Training & Development 

on Employee Engagement. The P Value 

is 0.000 (P<0.05) so there is a significant 

dependence between Training & 

Development and Employee Engagement 

and the Beta value of 0.426 indicates the 

strong effect of Training & Development 

on Employee Engagement. 

 

Working Condition on Employee 

Engagement: 

Null Hypothesis: There is no significant 

dependence of Working Condition on 

Employee Engagement. 

Alternate Hypothesis: There is 

significant dependence of Working 

Condition on Employee Engagement. 

The multiple regression was done to study 

the influence of Working Condition on 

Employee Engagement. The P Value is 

0.001 (P<0.05) so there is a significant 

dependence between Working Condition 

and Employee Engagement and Beta 

value is second highest for this particular 

sub-construct (0.228) indicating the effect 

of Working Condition on Employee 

Engagement. 

 

Recruitment & Selection on Employee 

S.NO 

INDEPENDENT 

VARIABLE 

DEPENDENT 

VARIABLE F 

R 

SQUARE  

P 

VALUE 

1 HR Practices  

Employee 

Engagement 53.018 0.690 0.000 

S.NO 

SUB CONSTRUCTS 

(INDEPENDENT 

VARIABLE) 

DEPENDENT 

VARIABLE BETA 

P 

VALUE 

1 

Recruitment & 

Selection 

Employee 

Engagement 0.196 0.015 

2 

Training & 

Development 

Employee 

Engagement 0.426 0.000 

3 

Compensation & 

Benefit 

Employee 

Engagement 0.045 0.530 

4 Working Condition 

Employee 

Engagement 0.228 0.001 

5 

Performance 

Management 

Employee 

Engagement 

-

0.124 0.077 

6 Grievance Handling 

Employee 

Engagement 0.156 0.041 
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Engagement: 

Null Hypothesis: There is no significant 

dependence of Recruitment & Selection 

on Employee Engagement. 

Alternate Hypothesis: There is 

significant dependence of Recruitment & 

Selection on Employee Engagement. 

The multiple regression was done to study 

the influence of Recruitment & Selection 

on Employee Engagement. The P Value 

is 0.015 (P<0.05) so there is a significant 

dependence between Recruitment & 

Selection and Employee Engagement. 

The Beta value is 0.196. 

 

Grievance Handling on Employee 

Engagement: 

Null Hypothesis: There is no significant 

dependence of Grievance Handling on 

Employee Engagement. 

Alternate Hypothesis: There is 

significant dependence of Grievance 

Handling on Employee Engagement. 

The multiple regression was done to study 

the influence of Grievance Handling on 

Employee Engagement. The P Value is 

0.041 (P<0.05) so there is a significant 

dependence between Grievance 

Handling and Employee Engagement and 

the Beta value is 0.156. 

 

Compensation & Benefits on Employee 

Engagement: 

Null Hypothesis: There is no significant 

dependence of Compensation & Benefits 

on Employee Engagement. 

Alternate Hypothesis: There is 

significant dependence of Compensation 

& Benefits on Employee Engagement. 

The multiple regression was done to study 

the influence of Compensation & Benefits 

on Employee Engagement. The P Value 

is 0.530 (P>0.05) so there is no 

significant dependence between 

Compensation & Benefits and Employee 

Engagement and the Beta value is 0.045. 

 

Performance Management on 

Employee Engagement: 

Null Hypothesis: There is no significant 

dependence of Performance Management 

on Employee Engagement. 

Alternate Hypothesis: There is 

significant dependence of Performance 

Management on Employee Engagement. 

The multiple regression was done to study 

the influence of Performance 

Management on Employee Engagement. 

The P Value is 0.077 (P>0.05) so there is 

no significant dependence between 

Performance Management and Employee 

Engagement. The Beta value is -0.124. 
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Table 17 Regression analysis to check the impact of 

Employee Engagement on Employees’ Turnover 

Intention. 

 

Employee Engagement on Employees’ 

Turnover Intention: 

Null Hypothesis: There is no significant 

dependence of Employee Engagement on 

Employees’ Turnover Intention. 

Alternate Hypothesis: There is 

significant dependence of Employee 

Engagement on Employees’ Turnover 

Intention. 

The linear regression was done to study 

the influence of Employee Engagement 

on Employees’ Turnover Intention. The R 

Square value is 0.246 which indicates 

that there is 24.6% influence of 

Employee Engagement on Employees’ 

Turnover Intentions. The P Value is 

0.000 (P<0.05) so there is a significant 

dependence between Employee 

Engagement and Employees’ Turnover 

Intention. 

 

CORRELATION BETWEEN HR 

PRACTICES, EMPLOYEE 

ENGAGEMENT AND EMPLOYEES’ 

TURNOVER INTENTION 

Correlation between HR Practices and 

Employee Engagement: 

Table 18 Correlation analysis for the Sub 

constructs under HR Practices on Employee 

Engagement 

 

All the six sub construct under HR Practices 

is positively correlated with the Employee 

Engagement and the correlation is 

moderately strong. 

The correlation value between Recruitment 

& Selection and Employee Engagement is 

0.725. 

The correlation value between Training 

& Development and Employee 

Engagement is 0.767. 

The correlation value between 

Compensation & Benefit and Employee 

Engagement is 0.617. 

The correlation value between Working 

Condition and Employee Engagement 

is 0.686. 

The correlation value between 

Performance Management and 

Employee Engagement is 0.540. 

S.NO 

INDEPENDENT 

VARIABLE 

DEPENDENT 

VARIABLE F R SQUARE  P VALUE 

1 

Employee 

Engagement 

Employees’ 

Turnover 

Intention 48.16 0.246 0.000 S.NO 

CONSTRUCT-HR 

PRACTICES EMPLOYEE ENGAGEMENT 

1 Recruitment & Selection 0.725 

2 Training & Development 0.767 

3 Compensation & Benefit 0.617 

4 Working Condition 0.686 

5 Performance Management 0.540 

6 Grievance Handling 0.665 
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The correlation value between Grievance 

Handling and Employee Engagement is 

0.665.   

Correlation between Employee 

Engagement and Employees’ Turnover 

Intention: 

Table 19 Correlation analysis for the Employee 

Engagement on Employees’ Turnover Intention. 

Employee Engagement is negatively 

correlated with Employees’ Turnover 

Intention and the correlation is 

moderately strong. 

The correlation value between Employee 

Engagement and Employees’ Turnover 

Intention is -0.496. 

SUGGESTIONS AND 

CONCLUSIONS 

The suggestions provided are based on 

analysis of Data Collected, feedbacks 

from the Team Members, my 

observations and inferences. 

RECRUITMENT & SELECTION 

Clear role expectations: The organisation 

has to create a clear explanation about their 

respective job roles in the earlier stage of 

Hiring so that the Team Members will be 

aware of what is expected of them and will 

have realistic expectations. Especially the 

designation (Team Member in KFC) on which 

this study is based has three major roles in the 

job (a) Making burgers and cooking (b) 

Cleaning (c) Working in the supply base. 

Even degree holders join this designation so if 

realistic job roles are not set, they might quit 

the job immediately after joining or might 

work with Job dissatisfaction. 

Interactive Onboarding: Making the 

onboarding process more of a two-way 

communication for the new hires to open up 

and to clarify their doubts. This interactive 

experience allows new hires to connect with 

coworkers, learn who’s who in the 

organization, and put faces to names.  

Feedback about the Hiring & Onboarding 

process: By being open to the input of new 

employees, organization can gain valuable 

insights that will help to make improvements 

in the onboarding process down the road. This 

can be done by sending out anonymous 

surveys to new hires, asking them for 

feedback about the experience they had during 

onboarding. 

 

Employee Referral: Employee Referral is 

more cost saving than any other sources of 

hiring. The existing operation level employees 

(Team Members) can be given more 

emphasize on the benefits of employee 

referral to increase the referrals through them. 

 

 

TRAINING & DEVELOPMENT 

Succession Training: Team Members can be 

given periodical training to prepare the 

S.NO CONSTRUCT  EMPLOYEE ENGAGEMENT 

1 Employees' Turnover Intention -0.496 
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potential candidates for the next position in 

the organization. This will increase the 

employee engagement and the loyalty towards 

the organization. 

Soft Skill Training: Apart from training 

related to operations, Soft Skill Training can 

be provided to Team Members for skill 

enhancement (eg. Leadership, 

Communication, Problem solving, Critical 

thinking). 

Providing succession training and soft skill 

training to employees creates loyalty and 

commitment, reduces turnover rates, fosters 

Employee Engagement and also strengthens 

the skills and knowledge of the employees 

which in turn is a gain for the Organization. 

WORKING CONDITION 

Good working condition will ensure a good 

atmosphere for employees to work in and will 

induce job commitment and satisfaction. 

• Locker facility for each employee. 

• Crew room with facilities to dine in. 

• Periodical Health Check-up. 

• Break Timings. 

PERFORMANCE MANAGEMENT 

Appreciation For the Improvement: 

Appreciation for even the slightest 

improvement in the performance can have a 

great impact on the employee’s engagement 

and turnover intention. This will motivate the 

employees to strive hard and produce better 

results.  

Immediate Feedback on Performance: 

Feedbacks on the performance and ways to 

correct the job-related mistakes can be 

provided immediately. Feedbacks provided 

immediately will have better impact on the job 

performance. 

GRIEVANCE HANDLING 

Respond Quickly: Grievances are best dealt 

with at an early stage. 

Employee’s grievances can be addressed in a 

shorter span of time. If it goes on unaddressed 

for long, the work will be affected in the 

interim. Employees will not be able to 

perform at the peak until the issue is resolved. 

Clear Standards: Employees need to be 

aware of the hierarchy in the Grievance 

Handling process. 

All employees should know whom to 

approach first when they have a grievance, 

whether the complaint should be written or 

oral, the maximum time in which the redressal 

is assured. 

 

EMPLOYEE ENGAGEMENT 

Discuss wins & Losses: Letting employees 

know about the impact of their performances 

on the wins and losses of the organizations can 

make them feel more responsible. 

Opportunities to voice their Opinion: 

Allowing employees to talk openly displays a 

level of trust which enables them to feel more 
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valued and more connected to the leaders of 

the organization. 

Family Day: One of the simplest ways to 

develop a familial relationship in the 

workplace is to recognize the support 

structure that each of your employees’ family 

provides them when they aren’t at work. 

Get Everyone Involved: Can keep the 

employees up to date with “inside” 

information. These are things like the 

direction of the company and the challenges 

that the Leadership Team is facing. Their 

feedbacks can be taken. 

Celebrate People and Team: Can make team 

members feel special on their birthdays, work 

anniversaries and other achievements. 

Team Outings: 

Team outings are a great way to facilitate 

bonding within team members and to reduce 

employee stress.  

 

EMPLOYEES’ TURNOVER 

INTENTION 

Employee Assistance Program: This will 

help employees deal with work-life stressors, 

family issues, financial concerns, relationship 

problems, and even drug or legal concerns 

which is the major reason for turnover. 

Open Door Policy: The purpose of an open-

door policy is to encourage open 

communication, feedback, and discussion 

about any matter of importance between 

employee and the employer. When things are 

transparent, there will be less confusions. 

Career Progression: Anybody would like to 

know if they have a room for career 

movement or not. This can be a serious 

deterrent to employee turnover if the 

employee has a career path that excites them. 

You are important: It is very much important 

to create a feeling within employees that the 

company consider them important and value 

their contributions. This will give a sense of 

trust, responsibility and commitment. 

Demonstrate & Cultivate Respect: Finally, 

don’t discount respect when it comes to 

creating a dynamic workplace. 

These were the suggestions provided in the 

end of the study. 

 

ABBREVIATIONS 

SFIPL      -   Sapphire Foods India Private 

Limited. 

KFC         -   Kentucky Fried Chicken. 

HR           -   Human Resource. 

HRM       -   Human Resource Management. 

QSR        -   Quick Service Restaurants. 

PMS        -   Performance Management System. 

RGM       -   Restaurant General Manager. 

ARM       -   Assistant Restaurant Manager. 

SM          -   Shift Manager. 
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