
International Journal of Research in Management                                                                           ISSN 2249-5908          

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm                  Issue 4, Vol. 1 (January 2014) 
 

RSPUBLICATION, rspublicationhouse@gmail.com Page 66 
 

A STUDY ON EMPLOYEE RETENTION PRACTICES IN PHARMACEUTICAL 

COMPANIES OF NORTHERN TELANGANA STATE 

 

Kishore Morthati  

A. Arun Kumar
*
 

                                                         ICSSR Doctoral fellow    

Department of Business Management 

University College of Commerce & Business Management 

Osmania University 

Hyderabad- 500007. 

9848360036 

 

Prof. V. Shekhar 

Principal 

Department of Business management 

University College of commerce & Business management 

Osmania University 

Hyderabad -  500007 

 

 

 

ABSTRACT 

 

 The intention of the proposed study is to know the significant difference in the 

opinions among employees working in pharma sector with regard to employee 

retention practices on the basis of their designation, qualification, nature of 

employment, marital status and income.  Out of 150 employees, 100 employees have 

been taken as the sample for the present study from three districts of Telangana 

region (i.e., Nizamabad, Adilabad and Karimnagar).  The data was collected through 

a questionnaire and distributed to the employees to fill their choices in the 

appropriate columns.  The raw data was analysed using SPSS to find out the results 

according to the hypotheses formulated.  The findings of the study show that there is 

no significant difference between Medical Representatives and Area Sales Managers, 

between graduates and post-graduates, between married and unmarried.  However, 

there is a significant difference between permanent and contract employees working 

in pharmaceutical sector situated in the study area.  No significant difference was 

found among different income groups of employees also.  It is concluded that the 

opinion levels of MRs was slightly higher than the ASMs.  This might be due to the 

interest and involvement shown by MRs as they are new entrants to the field.  It is 
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concluded that qualification has not played any role in employee retention in three 

districts of Northern Telangana State. It is concluded that permanent employees have 

job security and they have some privileges like leaves, incentives, etc.  Though there is 

no significant difference in the opinions of married and unmarried employees, the 

mean values are higher among unmarried employees.  It is concluded that there is no 

significant difference, the mean score opinions of Rs.26-30 thousand income group is 

higher than other three groups. 

Key words:  Pharma sector, Employee Retention, designation, qualification, nature 

of employment, marital status, and income. 

__________________________________________________________ 

1.0 INTRODUCTION   

 Today in India, Pharma Industry rank first of India's science-based industries 

with wide ranges of capabilities in the complex field of drug manufacture and 

technology. The industry is estimated to be worth $4.5 billion, which is growing at 8-

9% annually. It is one of the best and highly organized sectors. The sector specializes 

in term of technology, quality and range of medicines manufactured. The product of 

the industry ranges from simple headache pills to sophisticated antibiotics and also 

complex cardiac compounds.  Pharma industry promotes the sustainable 

development in the vital field of medicines by boosting the quality producers and 

many units have been approved by regulatory authorities in USA and UK. The 

companies associated with this sector which are international have stimulated, 

assisted and spearheaded the dynamic development in the past 53 years and helped 

to put India on the pharmaceutical map of the world. The Indian Pharma Industry 

has grown tremendously since 2008-09 in terms of exports. The Indian 

pharmaceutical industry has grown from a humble Rs.1,500 crore turnover in 1980 to 

approximately Rs 1,00611 in 2009-10. 

 

 Now-a-days, organizations consider their human resource as most valuable 

asset and the sole determinant of competitive advantage. Organization having 

pleased employees led to growth and success (Robbins & Judge, 2007). In 

pharmaceutical marketing profession, competent employees are considered as 

backbone of the organization. It is very important for pharmaceutical organizations 

to prepare their employees to meet the challenges of 21st century. Training and 
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development is some sort of support to align the workforce with the objectives of the 

organization (Dufficy, 2001). Organizations ignoring training and development 

program face more staff turnover than organization conducting these programs (Mill, 

2010). Training of employees produced tremendous results towards the growth of the 

organization (Edmonds, 2010). The cost of an organization has to bear in case of 

leaving of an employee is almost equal to more than one year salary and benefits of 

the employee (Davidson, Timo & Wang, 2010). 

 

 Higher the organizational commitment, lesser will be employees‟ turnover 

(Addae, Parboteeah & Davis, 2006). Organizational commitment is also important 

variable regarding employee retention and longer stay. A committed employee has 

emotional binding and lesser intention to quit. He exerts his maximum efforts to 

fulfill the task for the success of the organization (Humborstad & Perry, 2011). 

Organization and employer both are concerned with better organizational 

commitment of their employees. Commitment of employees can be significant gadget 

for improving the performance of organizations. Based on global literature, 

organizational commitment encircles individual, job and organizational 

distinctiveness intended to discover several key relations between the characteristics 

of commitment and organizational effects (Nijhof, Jong & Beukhof, 1998).  

 

  Challenges to talent retention: Talent retention strategies should adapt to 

the assessment of how critical the employees‟ competencies are for the company; the 

employees, in turn, depend on the organizational competencies, and vary from one 

company to another (Ortlieb & Sieben, 2012). We can therefore assume that the 

definition of a talented employee will also vary from one company to another. 

However, one thing that all companies have in common is the existence of direct 

costs arising from loss of talents, due to interruptions in the work, generating a loss of 

knowledge associated with these employees. However, even if a company makes 

substantial investments, there are Challenges to talent retention Talent retention. 

Therefore, the authors assumed that the definition of a talented employee will also 

vary from one company to another.  However, one thing that all companies have in 

common is the existence of direct costs arising from loss of talents, due to 

interruptions in the work, generating a loss of knowledge associated with these 
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employees. However, even if a company makes substantial investments in talent 

retention, a portion of these employees may still leave the company voluntarily 

(Trevor, 2001; Allen et al., 2010). These are factors over which the company has little 

or no control, such as health issues, or questions of double career. These authors also 

suggest that the start of the process of leaving the company is generally initiated by 

some shock or event that prompts someone to consider leaving their current job. 

 

 Strategies for Talent Retention: Ortlieb and Sieben (2012) developed a 

taxonomy of five talent retention strategies associated with the level of criticality of 

the employees‟ competencies. In this study, the criticality of the competencies was 

defined by the human resource managers of the companies analyzed. Thus, two 

taxonomies emerge: 1) competencies associated with internal knowledge of the 

company (technical skills, leadership, or knowledge of aspects of the product or 

process); 2) competencies associated with external knowledge (of the consumer 

market, and negotiation with other stakeholders). The retention strategies are 

mentioned below: 

 • Incentives (monetary and non-monetary): salary increases and variable 

remuneration, responsibilities and career opportunities. 

 • Norms and values: involvement with the company‟s objectives, and a sense 

of belonging.  

 •  Coercion: job regulation contracts, with penalties for leaving the company. 

 •  Recruitment of new professionals: recruitment of new professionals and 

managers (internal or external). 

 •  Knowledge management: obtaining know-how through manuals and 

guides, use of information technology or specialized systems, and exchange 

of experiences. 

Objectives: The objectives of the present study are as follows: 

 To find out the significant difference between MRs and ASMs working in 

pharmaceutical sector of Northern Telangana State with regard to 

employee retention practices. 

 To find out the significant difference between graduate employees and 

post-graduate employees working in pharmaceutical sector of Northern 

Telangana State with regard to employee retention practices. 
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 To find out the significant difference between permanent and contract 

employees working in pharmaceutical sector of Northern Telangana State 

with regard to employee retention practices. 

 To find out the significant difference between married employees and 

unmarried employees working in pharmaceutical sector of Northern 

Telangana State with regard to employee retention practices. 

 To find out the significant difference among the opinions of different 

income group employees working in pharmaceutical sector of Northern 

Telangana State with regard to employee retention practices on the basis of 

their income. 

Hypotheses: Following hypotheses are created. 

 H1: There is no significant difference between MRs and ASMs working in 

pharmaceutical sector of Northern Telangana State with regard to 

employee retention practices. 

 H2: There is no significant difference between graduate employees and post-

graduate employees working in pharmaceutical sector of Northern 

Telangana State with regard to employee retention practices. 

 H3: There is no significant difference between permanent and contract 

employees working in pharmaceutical sector of Northern Telangana State 

with regard to employee retention practices. 

 H4: There is no significant difference between married employees and 

unmarried employees working in pharmaceutical sector of Northern 

Telangana State with regard to employee retention practices. 

 H5: There is no significant difference among the opinions of different income 

group employees working in pharmaceutical sector of Northern 

Telangana State with regard to employee retention practices on the basis 

of their income. 

 

Limitations of the study: 

 1. The study is limited to Northern part of the Telangana state with the 

districts of Nizamabad, Adilabad and Karimnagar. 

 2. The study is conducted on five pharmaceutical companies i.e., Dr.Reddy‟s 

Labs, Glaxo Smithkline, Pfizer, Ranbaxy and Abbott Health Care. 
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 3. The sample includes Medical Representatives and Area Sales Managers 

only. 

 4. The study consists of male sample only.   

 

 

2.0 REVIEW OF LITERATURE 

 Elza Fátima Rosa Veloso, Rodrigo Cunha da Silva, Joel Souza Dutra, André 

Luiz Fischer and Leonardo Nelmi Trevisan (2014)1 presented a case study of two 

companies operating in the Brazilian market; one in the electrical energy sector, and 

the other in the pharmaceutical sector, both of which appeared on the list of 150 Best 

Companies to Work for in Brazil in 2012, and have stated that they consider retaining 

talents to be essential to their Human Resource strategies. These companies 

identified the professionals they considered to be talents, through the application of a 

questionnaire to the employees, with 51 statements, the results of which were used to 

analyze the link between retention factors and intention to remain in the company. 

Together with the application of the multiple regression technique for associations 

between the variables, the retention factors, measured by means of the employees‟ 

perceptions, were qualitatively linked to the practices of talent retention adopted by 

the companies. Among the results, it is highlighted that the retention factors 

explained 86% in company A, and 83% in company B, of the variation in the variable 

“intention to remain in the company.” It was observed that the talents are determined 

by the management model of each company, and that the employees who were 

considered talents based on their current performance, together with those with 

potential to be considered talents in the future, represent 20% of the company‟s staff. 

Based on the results, we believe that before implementing a talent retention strategy, 

companies need to understand the influence of the macroeconomic scenario on the 

job market; the social influences that impact on employees‟ career expectations; and 

the individual personalities of the talents. 

                                                 
1  Elza Fátima Rosa Veloso, Rodrigo Cunha da Silva, Joel Souza Dutra, André Luiz Fischer and 

Leonardo Nelmi Trevisan (2014), “Talent Retention Strategies in Different Organizational 
Contexts and Intention of Talents to Remain in the Company”, RISUS - Journal on Innovation and 
Sustainability, Vol.5, No.1, pp.49-61. 
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 Muhammad Imran Hanif and Shao Yunfei (2013)2 conducted to highlight the 

role of talent management with HR generic strategies to retain talent, reduce 

employees‟ turnover and to achieve perceived HR outcomes of a firm by 

implementing succession planning, employer‟s branding, motivation and 

development policies effectively and efficiently. In addition, HR practices like 

training and development, recruitment and selection, resources and skill building of 

employees also play a vital role for organizational success. Structured questionnaire is 

used as instrument to prove the hypothesis, and for the results, appropriate statistical 

tools will be used for the analysis. Both qualitative and quantitative techniques are 

adopted and for the purpose of primary data collection, leading MNCs, well reputed 

public and private sector organizations will be visited. Interviews and discussions will 

help to determine the results. The sample size of 200 respondents was undertaken 

and the questionnaires were floated to HR Managers at different levels. The 

instrument is adopted from Zheng (2009) and questionnaire is designed according to 

the under process research paper. The results of this work showed that talent 

management techniques are integral part of HR generic strategies.  

 Talent is the critical success factor to any organization. Talent pool 

management is the most challenging area to any organization. The challenge of 

finding, attracting, developing and retaining the right talent is taking up a major part 

of management and once the right talent is found the next demanding job is to retain 

that talent. Retaining employees involve understanding the intrinsic motivators of 

them which many organizations are unable to identify. The reason is individuals 

differ greatly in this regard. A company should exert some effort and undertake some 

analyses to determine the non-monetary interests and preferences of its key 

employees, and then attempt to meet these preferences in action. In this context 

organizations need to dig novel approaches to retain the most effective manpower. 

Looking carefully into many organizations - retention strategies are very competitive. 

Companies try to provide their best to retain the employees of their competitors. 

                                                 
2  Muhammad Imran Hanif and Shao Yunfei (2013), “The role of talent management and HR generic 

strategies for talent retention”, African Journal of Business Management, Vol. 7(29), pp.2827-
2835. 
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Isukapally, Mythri (2006)3 attempted to bring out employee retention approaches, 

strategies for knowledge workforce, for achieving competitive advantage in this paper. 

 Chandranshu Sinha and Ruchi Sinha (2012)4 explored to identify the main 

factors of retention management strategies in organizations. The organizations taken 

into consideration are two heavy engineering manufacturers based in India. The data 

was collected from 100 employees holding middle managerial positions in the two 

organizations. The Cronbach‟s alpha of the questionnaire was found to be 0.823& 

Pearson correlation was 0.951 (p<0.001). The factor analysis of the component 

„retention management strategies‟ led to the extraction of 3 factors each from both 

the organizations. The factors for EEPL* were “competence & relationship oriented”, 

“scholastic & futuristic oriented” and “developmental & reward oriented”; while for 

MBPL*, the factor were “relationship oriented”, “competence & scholastic oriented” 

and “reward oriented”. The results indicate that these factors have substantial roles to 

play in making employees stay and how at middle managerial level different aspects 

are valued while deciding upon the retention strategies in similar contexts (i.e. sector).  

 Pharmaceutical industry is facing high rates of turnover among sales and 

marketing employees. Turnover intentions of the pharmaceutical employees are 

increasing gradually and the organizations have to take serious steps to control it. 

Even with the severe problem, we are ignorant of any scholastic investigation that has 

studied the factors of turnover among sales & marketing professionals. Muhammad 

Sajjad and Zekeriya Nas (2013)5 analyzed the effect of organizational commitment 

and organizational support on employees‟ retention. In order to investigate 

employees‟ retention relationship with organizational commitment and 

organizational support, regression and correlation techniques were used. The result 

of the study suggests that there is a significant positive impact of predictors on the 

response variable. 

                                                 
3  Isukapally, Mythri (2006), Employee Retention-Talent Management. Available at SSRN: 

http://ssrn.com/abstract =948142 or http://dx.doi.org/10.2139/ssrn.948142 
4  Chandranshu Sinha and Ruchi Sinha (2012). “Factors Affecting Employee Retention: A 

Comparative Analysis of two Organizations from Heavy Engineering Industry”, European Journal 
of Business and Management, Vol 4, No.3, pp.145-162. 

5  Muhammad Sajjad and Zekeriya Nas (2013), “Arising employees‟ retentions due to organizational 
commitment & support in pharmaceutical industry”, Elixir Mgmt. Arts 56 pp.13407-13412. 
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 Gupta, Neha (2012)6 investigated on staff retention measures utilized by the 

management, whether exit interviews are conducted and the competitiveness of 

reward program and whether the conduciveness of the work place environment as 

factors that may contribute to workforce turnover in this sector. Human resource 

management practices are now considered as one of the key contributing factors to 

the success of an organization. The organizations are putting increased emphasis on 

the policies and practices of HRM to gain competitive advantage. These HRM 

practices include human resource planning, recruitment and selection, induction, 

training, performance appraisal, employee development, compensation plan, etc. 

 

3.0 METHODOLOGY   

 Population: The population for this study comprises of two levels of sales 

management personnel of Dr.Reddy‟s Labs, Glaxo Smithkline, Pfizer, Ranbaxy and 

Abbott Health Care, situated in Northern Telangana State.  Data was collected from 

different cities of Nizamabad, Adilabad and Karimnagar districts. Total sale staff in 

Nizamabad, Adilabad and Karimnagar was 38, 27 and 35 respectively. Total 

population consisted of 100 MRs and ASMs who have participated in survey. 

 Sample Design: 150 questionnaires were circulated among sale MRs and 

ASMs of working in pharmaceutical sector. In Nizamabad district, 50 questionnaires 

were circulated among the MRs and ASMs of the five companies and 38 filled 

questionnaires were returned. In Adialabad district, 50 questionnaires were 

circulated among the employee of the five companies and 27 filled questionnaires 

were returned. In Karimnagar district, 50 questionnaires were circulated among the 

employee of the five companies and 35 filled questionnaires were returned.  Total 100 

completely filled questionnaires were returned out of 150, on scrutiny, giving a 

response rate of 66.66% which is termed as good. The final sample consists of 100 

MRs and ASMs including male and female of five pharmaceutical companies in 

Northern Telangana.  All samples are male only.   

 

                                                 
6  Gupta, Neha (2012), “Factors Contributing To The Employee Turnover In Pharmaceutical 

Companies In India: A Case Study Of Ranbaxy Laboratories Limited.”,  Indian Streams Research 
Journal, Vol. 2, Issue 8, pp.1-8. 
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 Tool: The study was conducted to know the significant difference in the 

opinions Medical Representatives (MR) and Area Sales Managers (ASM) working in 

pharmaceutical sector.  The opinions were gathered through a random distribution of 

questionnaire among the MRs and ASMs. Data was collected from Nizamabad, 

Adilabad and Karimnagar districts of Telangana State.  The main emphasis of 

questionnaire distribution was to determine employee retention of pharmaceutical 

sector.  

 

 Statistical Techniques used: The Statistical Package for Social Sciences 

(SPSS) was used for statistical investigation.  The researcher used mean, standard 

deviation to know the average opinions of employees and student t-test and ANOVA 

to know the significant difference among the groups. 

 

4.0 RESULTS AND DISCUSSION 

 

4.1.0 Hypothesis-I (Designation) 

 The following hypothesis has been formulated with regard to employees‟ 

opinions on employee retention.  “There is no significant difference between MRs and 

ASMs working in pharmaceutical sector of Northern Telangana State with regard to 

employees retention practices”. The results pertaining to the above hypothesis are 

furnished in the table 4.1.0. 

Table-4.1.0 
Showing the means, standard deviation and t-ratio 

between MRs and ASMs working in pharmaceutical sector of Northern 
Telangana State with regard to employee retention practices 

 

Designa
tion 

N Mean SD df 
Calculated 

‘t’ value 

Table 
value 
of ‘t’ 

Result 

MR 81 19.99 2.15 

98 0.773 1.980 
Not 

Signi-
ficant 

ASM 19 19.53 3.01 

Significant at 0.05 level 
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Graph 4.1.0  
Showing the means and standard deviation between MRs and ASMs 
working in pharmaceutical sector of Northern Telangana State with 

regard to employee retention practices 
 
 
 

 

 

 

 

 

 

 

 

 

 

Discussion: Table 4.1.0 shows the mean, standard deviation, degrees of 

freedom, t-value and Graph 4.1.0 shows mean and SD values between MRs and ASMs 

working in pharmaceutical sector of Northern Telangana State with regard to 

employees‟ retention practices.  The mean value of MRs was 19.99, SD was 2.15 and 

the mean value of ASMs was 19.53 and SD was 3.01. The calculated t value (0.773) is 

lower than the tabulated t value (1.980) at (p=0.05) at 98 degrees of freedom and on 

the basis of this evidence it would be concluded that there was no significant 

difference in the opinion scores of two groups (MRs and ASMs).  

Hence, Hypothesis-I was accepted. 

4.2.0 Hypothesis-II (Qualification) 

 The following hypothesis has been formulated with regard to employees‟ 

opinions on employees‟ retention.  “There is no significant difference between 

graduate employees and post-graduate employees working in pharmaceutical sector 

of Northern Telangana State with regard to employee retention practices”. The 

results pertaining to the above hypothesis are furnished in the table 4.2.0. 

 

19.99
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2.15

3.01

0 5 10 15 20 25

Medical 
Representatives

Area Sales 
Managers

Opinion 

Standard Deviation Mean 
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Table-4.2.0 
Showing the means, standard deviation and t-ratio 

between graduate employees and post-graduate employees working in 
pharmaceutical sector of Northern Telangana State with regard to 

employee retention practices 
 

Qualificat
ion 

N Mean SD df 
Calculated 

‘t’ value 

Table 
value 
of ‘t’ 

Result 

Graduates 63 19.94 2.38 

98 0.203 1.980 
Not 

Signi-
ficant Post-

graduates 
37 19.84 2.29 

 
 
Significant at 0.05 level 

 
Graph 4.2.0  

Showing the means and standard deviation between graduate employees 
and post-graduate employees working in pharmaceutical sector of 

Northern Telangana State with regard to employee retention practices 
 

 

 

 

 

 

 

 

 

 

 

Discussion: Table 4.2.0 shows the mean, standard deviation, degrees of 

freedom, t-value and Graph 4.2.0 shows the mean and SD values between graduate 

employees and post-graduate employees working in pharmaceutical sector of 

Northern Telangana State with regard to employees‟ retention practices.  The mean 

value of graduate employees was 19.94, SD was 2.38 and the mean value of post-
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graduate employees was 19.84 and SD was 2.29. The calculated t value (0.203) is 

lower than the tabulated t value (1.980) at (p=0.05) at 98 degrees of freedom and on 

the basis of this evidence it would be concluded that there was no significant 

difference in the opinion scores of two groups (graduate and post-graduate 

employees).  

Hence, Hypothesis-II was accepted. 

 

4.3.0 Hypothesis-III (Nature of employment) 

 The following hypothesis has been formulated with regard to employees‟ 

opinions on employees‟ retention.  “There is no significant difference between 

permanent and contract employees working in pharmaceutical sector of Northern 

Telangana State with regard to employee retention practices”. The results pertaining 

to the above hypothesis are furnished in the table 4.3.0. 

 
 

Table-4.3.0 
Showing the means, standard deviation and t-ratio 

between permanent and contract employees working in pharmaceutical 
sector of Northern Telangana State with regard to employee retention 

practices 
 

Nature of 
employm
ent 

N Mean SD df 
Calculated 

‘t’ value 

Table 
value 
of ‘t’ 

Result 

Permanent 57 19.49 2.33 

98 2.045* 1.980 
Signi-
ficant 

Contract 43 20.44 2.26 

 
Significant at 0.05 level 
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Graph 4.3.0  
Showing the means and standard deviation between permanent and 
contract employees working in pharmaceutical sector of Northern 

Telangana State with regard to employee retention practices 
 
 
 
 

 

 

 

 

 

 

 

 

Discussion: Table 4.3.0 shows the mean, standard deviation, degrees of 

freedom, t-value and Graph 4.3.0 shows the mean and SD values between permanent 

employees and contract employees working in pharmaceutical sector of Northern 

Telangana State with regard to employees‟ retention practices.  The mean value of 

permanent employees was 19.49, SD was 2.33 and the mean value of contract 

employees was 20.44 and SD was 2.26. The calculated t value (2.045) is higher than 

the tabulated t value (1.980) at (p=0.05) at 98 degrees of freedom and on the basis of 

this evidence it would be concluded that there was a significant difference in the 

opinion scores of two groups (permanent and contract employees).  

Hence, Hypothesis-III was rejected. 

 

4.4.0 Hypothesis-IV (Marital status) 

 The following hypothesis has been formulated with regard to employees‟ 

opinions on employees‟ retention.  “There is no significant difference between 

married employees and unmarried employees working in pharmaceutical sector of 

Northern Telangana State with regard to employee retention practices”. The results 

pertaining to the above hypothesis are furnished in the table 4.4.0. 
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Table-4.4.0 
Showing the means, standard deviation and t-ratio 

between married employees and unmarried employees working in 
pharmaceutical sector of Northern Telangana State with regard to 

employee retention practices 
 

Marital 
status 

N Mean SD df 
Calculated 

‘t’ value 

Table 
value 
of ‘t’ 

Result 

Married 60 19.92 2.26 

98 0.435 1.980 
Signi-
ficant 

Unmarried 40 20.03 2.46 

 
 
Significant at 0.05 level 

 
 

Graph 4.4.0  
Showing the means and standard deviation between married employees 

and unmarried employees working in pharmaceutical sector of Northern 
Telangana State with regard to employee retention practices 

 
 

 

 

 

 

 

 

 

 

 

Discussion: Table 4.4.0 shows the mean, standard deviation, degrees of freedom, t-

value and Graph 4.4.0 shows the mean and SD values between married employees 

and unmarried employees working in pharmaceutical sector of Northern Telangana 

State with regard to employees‟ retention practices.  The mean value of married 
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employees was 19.92, SD was 2.46 and the mean value of unmarried employees was 

20.03 and SD was 2.26. The calculated t value (0.435) is lower than the tabulated t 

value (1.980) at (p=0.05) at 98 degrees of freedom and on the basis of this evidence it 

would be concluded that there was no significant difference in the opinion scores of 

two groups (married employees and unmarried employees).  

Hence, Hypothesis-IV was accepted. 

 

4.5.0 Hypothesis V (Income) 

 The following hypothesis has been formulated with regard to employees‟ 

opinions.  “There is no significant difference among the opinions of different income 

group employees working in pharmaceutical sector of Northern Telangana State with 

regard to employee retention practices on the basis of their income”.  The results 

pertaining to the above hypothesis are furnished in the table 4.5.0. 

Table 4.5.0 (a) 
Mean and Standard Deviation values of employee of different income groups 

 

Income 
Degree 

N Mean SD 

Rs.15-20 thousands 56 20.09 2.36 

Rs.21-25 thousands 20 19.30 1.92 

Rs.26-30 thousands 15 20.20 1.56 

Rs.31-35 thousands 9 19.56 3.84 

 
Graph 4.5.0 

Mean and Standard Deviation values of employee of different income 
groups 
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From the above table and graphical representation it is observed that the mean 

values of employees‟ opinion on retention practices in pharmaceutical sector of 

Northern Telangana State on the basis of their income is as follows.  The mean value 

of employees who have Rs.15-20 thousand income was 20.09, standard deviation was 

2.36; the mean value of employees who have Rs.21-25 thousand income was 19.30 

and standard deviation was 1.92, the mean value of employees who have Rs.26-30 

thousands income was 20.20 and standard deviation was 1.56 and similarly the mean 

value of employees who have Rs.31-35 thousand income was 19.56 and standard 

deviation was 3.84. 

 
Table 4.5.0 (b) 

ANOVA Results of employees 
  

Age df Sum of squares Mean square F Sig. 
Between groups 3 11.62 3.87 

0.703 0.553 
Within groups 96 529.37 5.51 
Total 99 690.75    

 

 The table 4.5.0(b) shows the ANOVA results of employees‟ opinion on 

retention practices in pharmaceutical sector of Northern Telangana State on the basis 

of their income.  The calculated F value is 0.703 and the tabulated F value is 2.68 

(p=0.05) with n1 = 3 and n2 = 96.   Since the calculated F value is lower than the 

tabulated F value at 5% level of probability, the deviation in the mean value of the 

three groups are not highly significant.   Hence, “There is no significant difference 

among the opinions of different income group employees working in pharmaceutical 

sector of Northern Telangana State with regard to employees‟ retention practices on 

the basis of their income” is accepted.  

 

5.0 FINDINGS 

1. It is found from the results that there is no significant difference between 

the opinions of MRs and ASMs working in pharma sector on employee 

retention in Northern Telangana State.  The mean scores of MRs and ASMs 

are 19.99 and 19.53 respectively. 

2. It is found from the results that there is no significant difference between 

the opinions of graduate employees and post-graduate employees working 
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in pharma sector on their retention in Northern Telangana State.  The 

mean scores of graduate and post-graduate employees are 19.94 and 19.84 

respectively.  

3. It is found from the results that there is a significant difference between the 

opinions of permanent employees and contract employees working in 

pharma sector on their retention in Northern Telangana State.  The mean 

scores of permanent and contract employees are 19.49 and 20.44 

respectively. 

4. It is found from the results that there is no significant difference between 

the opinions of married employees and unmarried employees working in 

pharma sector on their retention in Northern Telangana State.  The mean 

scores of married and unmarried employees are 19.82 and 20.03 

respectively.   

5. It is found out from the results that there is no significant difference among 

the opinions of different income group employees working in pharma 

sector on retention in Northern Telangana State.  The mean score opinions 

of Rs.26-30 thousand income group (20.20) is higher than Rs.15-20 

thousand income group (20.09) Rs.31-35 thousand income group (19.56) 

and Rs.21-25 thousand income group (19.30).   

 

6.0 CONCLUSIONS  

1. The results show that there is no significant difference between MRs and 

ASMs opinions of pharma sector with regard to employees‟ retention.  

However, when compared the means between MRs and ASMs the opinion 

levels of MRs was slightly higher than the ASMs.  This might be due to the 

interest and involvement shown by MRs as they are new entrants to the 

field. 

2. The results reveal that there is no significant difference between graduate 

employees and post-graduate employees‟ opinions of pharma sector with 

regard to employees‟ retention.  The results show that there is no much 

difference when we take into consideration the employees qualification.  

The study indicates that qualification has not played any role in employees‟ 

retention in three districts of Northern Telangana State. 
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3. The results illustrate that there is a significant difference between 

permanent employees and contract employees‟ opinions of pharma sector 

with regard to employees‟ retention.  This is due to the fact that permanent 

employees have job security and they have some privileges like leaves, 

incentives, etc.   

4. The results demonstrate that there is no significant difference between 

married employees and unmarried employees‟ opinions of pharma sector 

with regard to employees‟ retention.  Though there is no significant 

difference in the opinions of married and unmarried employees, the mean 

values are higher among unmarried employees.  This may be because the 

unmarried employees show more concern towards the profession, 

generally as they have less family commitments when compared to married 

employees.   

5. The results exhibit that there is no significant difference among the 

opinions of different income group employees working in pharma sector on 

retention in Northern Telangana State.  Though there is no significant 

difference, the mean score opinions of Rs.26-30 thousand income group is 

higher than other three groups.  This might be because of the goals fixed by 

the orgnaisation to attain certain standards.   
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