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The core objective of this study was to investigate on the impact of selected human resource
management practices, namely recruitment, and selection, training and development,
performance evaluation, remuneration and promotion on employee retention through
organizational commitment, trust and inclusion at Huawei in Senegal. For that purpose, data
were collected by verified structured questionnaire. The different theories have shown that
HRM practices have a positive and significant relationship with employee retention. Besides,
there was evidence that found that organizational commitment could act as amediator between
these HRM practices and employee retention. Similarly, different theories and literature have
backed up the fact that organizational trust and inclusion will affect positively and enhance
employee commitment towards the organization. Data were collected to identify all types of
relationships among different constructs. As a result, a well-structured questionnaire was
developed on the basis valid and tested reliable instruments from different academic journals
in the field of management. The hypotheses that were constructed on the basis of a model that
was tested through collected data. This study is purely quantitative, and the source of data was
both primary and secondary. Thus, about 400 questionnaires were distributed to different
Huawei Company sections in Senegal, but only 318 were considered appropriate for final
analysis. To get the expected results and finding, SPSS 20, Excel and AMOS 21 were the main
statistical software used to analyze data. Confirmatory factor analysis (CFA) was also
performed to check reliability and validity, average variance extracted from the measurement
model. Multilinear regression analysis has been used to test the proposed relationships
between the independent and dependent variables. Then, Analysis of Variance (ANOVA) has
been used according to the perspective objectives of the current study. Pearson correlation
analysis was performed to examine the correlation between different variables. Besides, the
structural equation modeling (SEM) analysis was also used to find out the simultaneous and
continuous relationship between the different variables, while linear regression modeling was
applied to test the research hypotheses. The findings of the study revealed that selected human
resource management (HRM) practices have a positive and significant relationship with
employee retention.

1. Introduction

Over the past decade, the way in which people are managed and
developed at work has come to be recognized as one of the primary
factors in achieving improvement in organizational performance.
Therefore, many aspects of human resources management were covered
and discussed in detail. The most commonly cited practices of HRM
practices include recruitment, reward and compensation, performance
appraisal, training and development, career development, health and

safety and supervisor support (Osemeke, 2012). Moreover, it was
revealed that the most effective human resource management practices in
the retail industry are performance appraisal, training, and development,
reward, and compensation, career development, health and safety (Ming,
et al., 2012; Tay, 2011; Puri, 2013). Previous research also showed a
strong correlation between human resource management practices on
employee retention. This is because by following appropriate human
resource management practices the employee is felt appreciated, satisfied,
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motivated, more engaged with training which will improve the
performance and encourage the employee to retain (Amin, 2013;
Hoekstra, 2011). Briefly, HRM practices have a great impact on
employee retention, and therefore, the latter also influences
organizational success. Several scholars have noted that managing people
is more difficult than managing technology and capital (Barney, 1991;
Lado and Wilson, 1994). Managing human resources has become critical
to the success of all companies, large and small, regardless of industry
(Ulrich and Lake, 1990). That is to say; effective human resource
management can be one of the main factors for the success of a firm.
Today, most of the companies consider that without efficient HRM
programs and activities companies would not achieve their goals
effectively. Thesuccess of any organization depends on their employees
that how committed and loyal they are towards their organization. The
topicof HRM practices has been covered by alarge number of researchers
worldwide for decades to analyze the relationship between HRM
practices on employee retention. Almost no previous research was made
on the relationship between HRM Practices and employee retention at
Huawei Technologies in Senegal. Therefore, the researcher has come out
with this new idea of analyzing the impact of Human resource practices
and employee retention strategies that Huawei utilizes in Senegal.
Eventually, findings of the current study would help M anagers at Huawei,
Researchers, and Academicians to make efficient use of them for the
benefit of the organization.

2. Literature Review

The practice of human resource management (HRM) is concerned with
all aspects of how people are employed and managed in organizations.
However, it is a distinct field of knowledge where a good number of
researchers already conducted, and the findings contributed to business
organizations for functioning more successfully. Many researchers are
still going on to find potential unresolved issues to make the significant
development of theory and knowledge in this field. Several scholars have
noted that managing people is more difficult than technology or capital
(Barney, 1991; Lado and Wilson, 1994). Thus, HRM can help companies
improve organizational behavior such areas as staff commitment,
retention, competency and flexibility, which in turn leads to improved
staff performance.

2.1 Hard and Soft Model Approaches of HR

Hard and Soft versions of human resource management are two of the
most widely adopted models. Storey (1989) has distinguished between
‘Hard’ and ‘Soft’ forms of HRM. ‘Hard HRM focuses on the cost
incurred by the human resources ofa firm; ‘Soft” HRM, on the other hand,
stresses the ‘Human’ aspects of HRM. According to this framework,
employees are measured as an additional value to the organization
bearing in mind employees require training and development with careful
management to develop the quality, commitment and flexibility. As for
hard version, employees’ maximum potential is used for the benefit of the
organization and employees. (Truss, et al., 1997; Dainty, et al., 1998;
lhuah, 2014). Besides, according to Storey, Salaman, and Billsberry
(2005) and Guest (1997), the models are not appropriately explored, and
questions were raised about the value and the relevance of the models
(Truss et al. 1997). Similarly, this particular model is not relevant to this
research because based on the existing studies there are more than training
and development required to achieve the organizational goals through
human resource management practices (Minget al. 2012; Tay, 2011; Puri,
2013).

2.2 Human Resource Management Practices

HRM practices are defined as a set of planned strategies and policies
implemented by an organization to ensure organization’s human capital
efficiently and effectively contributes to the achievement of
organizational objectives (Anthony et al. 2002; Mondy et al. 2005). At
the organization level, HRM practices have been identified as a source of
business revenue (Mathis et al. 2003). This is because HRM practices
such as compensation (offer of attractive rewards to attract and retain
skilled manpower), performance appraisal (determine employees’
strengths and weaknesses), and training and development (train potential
employees to undertake higher-level tasks) have been considered as the
foundation strategies to ensure organization has a group of talented
employees that help to increase the organizational productivity and
enhance the company's innovativeness. Human resource management
practices play an important role in attracting, motivating, rewarding and
retaining employees (Noe, 2008). The latter furthermore states that HRM
Practices concerns about management activities such as investment in
staffing, performance management, training and development,
compensation and benefits, employee relation, safety, and health.

Wright et al. 2005 contended three distinctions within human resource
practices exist. Firstly, they suggested that there are HR practices
designed on a strategic level. Second, there are actual human resource
practices that have been implemented, most often by supervision. Finally,
they suggest a third level of human resource practices, those perceived by
the employees. HRM practices may differ from one company to another
and from one country to another. According to Chandler and M cEvoy
(2000), one of the lingering questions in HRM research is whether or not
there is a single set of policies or practices that represent a ‘universally
superior approach’ to managing people. Theories on best practices or high
commitment theories suggest that HRM practices, either separately or in
combination are associated with improved organizational performance.
Researchers have also found that well-paid, well-motivated workers,
working in an atmosphere of mutuality and trust, generate higher
productivity gains and lower unit costs (Boxall, 1996).

2.2.1 Recruitment and Selection:

Recruitment is defined as any process for which an organization seeks
applicants and attracts potential emp loy ees; selection refers to the process
by which an organization identifies those app licants with the knowledge,
skills, abilities, and other characteristics that will help it achieve its goals
(De Cieri and Kramar, 2008, p. 30). The general aim of the recruitment
and selection process is to obtain at minimum cost the number and quality
of employees required to satisfy the human resource needs of the
organization (Armstrong, 2006, p.6). That is to say, hiring capable people
is an attractive point of departure in the process; but building and
sustaining a committed workforce is more likely to be facilitated by the
employment of a range of sophisticated human resource management
infrastructures. Then, while employers try to select and recruit the right
candidates; at the same time, job seekers gather information about
organizations and current jobs offers; because they cannot gain complete
knowledge of all alternatives and their potential characteristics, they rely
on imperfect signals (Chan and Kuok, 2011). Thus, firms that want to fill
their vacancy very quickly or who are unwilling to have recruitment
processes such as job analysis, are possibly less discriminating in the
quality and quantity of the candidates (Carless, 2007) while others who
put effort into the process of recruitment turn on more search channels
than organizations who do not. When the cost of a mistake in recruitment
is high, organizations are more discerning, and the turnover of employees
will increase (Chan and Kuok, 2011).
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Besides, recruitment and selection process determines the decisions as to
which candidates will get employment offers. This practice aims at
improving the fit between employees and the organization, team, and
work requirements, and thus, to create better work environment (T zafrir,
2006). Sophisticated recruitment and selection system canensure a better
fit between the individual’s abilities and the organization requirement.

2.2.2 Training and Development

Today s competitive world training and development programs have
become a part of the growth of the organization and employees as well.
Training programs help the employees in gaining job-related knowledge
and skills. Therefore, these programs help employees improve their work
performance and productivity. An organization is changing continuously
to survive. The change involves the manufacturing process, business
environment and making the technological advancement, etc. Thus,
Training is the act of increasing the knowledge and skills of an employee
for performing a particular job. The outcome of training is learning. A
trainee learns new habits, refined skills and useful knowledge during the
training that helps him improve performance. Training enables an
employee todo his present job more efficiently and prepare himself for a
higher level. Training programs provide instruction and experience to
new employees and help them reach the required level of performance in
their jobs quickly and economically. For the existing staff, training will
help develop capabilities to improve their performance, learn new
technologies or procedures, and prepare them to take on increased and
higher responsibilities in the future.

Megharaja B (2014) Training is an investment rather than a cost for the
organization. The utilization of all other resources directly depends on
how their human resources utilize those resources. Every organization
needs to have well-trained and experienced people to perform the
activities that the company do.

Some scholars like Storey and Sisson considered that training is not a
means of arming employees with the skills they need to perform their
jobs, but it is also often deemed to be representative of an employer’s
commitment to their workforce (Storey and Sisson, 1993). It may also be
perceived to reflect an overall organizational strategy that involves adding
increased value, as opposed to reducing costs. M any of the world’s most
successful companies are aware that the provisions they make for training
and development activities lie at the heart of their ability to attract and
retain the best employees for their organization (Bassi and Buren, 1999).
In sum, appropriate training contributes positively to employee retention
because it makes employees feel recognized for their strengths, and it
creates possibilities to develop their qualities.

2.2.3 Performance Evaluation

Performance evaluation is mainly concerned with the individual’s
performance and development. It is used to ensure that the employee’s
activities and outcomes are congruent with the organization’s goals (De
Cieri and Kramar, 2008, p. 61), by focusing on future performance
planning and improvement rather than on retrospective performance
appraisal. However, top management needs to act as partners within a
framework in which the company and the personnel together can achieve
the results. For this to occur, managers need a clear understanding of how
performance appraisal can help the organization (Chelladurai, 2006).

Also, such appraisals can be used as feedback to individuals to influence
and enhance subsequent performance. It has been argued that the results
of performance appraisal of all employees provide insight into the
effectiveness of the HR system, the developmental and training needs for

the whole organization, and the setting and articulating of organizational
goals for the employees (Chelladurai, 2006). Performance appraisalks
cannot be performed efficiently unless the line manager or person
conducting them has the interpersonal interviewing skills to provide the
feedback to people being appraised (Prowse, 2009).

Then, performance evaluation is also a systematic process to evaluate the
performance of an employee after a certain period. Performance appraisal
is a process that identifies, assess and develops employee performance to
meet employees and organizational goal. It typically involves measuring
how well an individual employee is doing their job against a set of criteria.
It also helps to judge who needs promotion, training and so forth.
Performance appraisal also influences other HR practices such as
recruitment and selection, training and development, compensation, and
employee relations. Performance appraisal is seen primarily as helpingan
individual improve their performance in their current job. It frequently
revolves around a formal appraisal structure (Wright, 1998).

According to Delery and Doty (1996), primarily evaluations are based on
two types: results-based and behavior-based. The latter puts emphasis on
the specific behaviors that best match the job while result-oriented
appraisals focus on the results of those behaviors. Result-oriented
appraisal system gives incentives to employees on completion of their
performance objectives. Delery and Doty (1996) found a significant
positive relationship  between result-oriented evaluation and
organizational performance. Therefore, evaluation results must be
communicated to the employees timely sothat the employee himself and
the organization can take corrective measures to improve performance as
well as employee satisfaction.

2.2.4 Promotion

Miller and Wheeler (1992) found that the lack of meaningful work and
opportunities for promotion significantly affected employees' intentions
to leave an organization. Organizations were able to improve their
employees' retention rate by adopting job enrichment programs and
enhancing their advancement opportunities. Besides promotion
opportunities, the evaluation criteria used in the promotion and reward
system also had significant effects on employees’ turnover intentions
(Quarles, 1994). Ineffective performance appraisal and planning systems
contributed to employees' perceptions of unfairness, and they were more
likely to consider leaving the organization.

Internal promotion; the availability of career possibilities within the firm
tends to promote a higher degree of organizational commitment among
employees (Guest, 1997) who perceive career possibilities with the firm.
Additionally, an emphasis on internal promotion is likely to provide a
sense of fairness and justice among the employees who note tha
organizational tenure is valued in the company.

2.2.5 Remuneration

Remuneration is a feature of Human resource management. As De Cieri
and Kramer (2008, p. 62) state, the pay system has an important role in
imp lementing strategies within an organization. The way the organization
pays the employees also affects the quality of their work, their attitude
towards customers, and their willingness to be flexible and learn new
skills (Milkovich, Gerhart, and Hannon, 1991). Moreover, De Cieri and
Kramar statethat a high level of remuneration and benefit relative totha
of competitors can ensure that acompany attracts and retains high-quality
employees (2008, p. 62). Pay may be one-way workers measure whether
the time they spend and the effort they put into working are worthwhile.
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Using discrepancy theory, Rice, McFarlin, and Bennett (1989) find that
workers’ satisfaction is a function of what they perceive their
contributions and job requirements are and what they should receive in
return. Thus, employees will feel satisfied with their pay if what they are
receiving equates to the time, energy, and effort they contribute, with
relation to what other workers receive. If they feel that their efforts and
contributions exceed the rewards from the organization and job,
especially in pay, dissatisfaction may occur (Ryan and Sagas, 2009). In
summary, we can say that finding well-designed employee benefit
packages are effective tools for attracting, motivating, and retaining
employees. Compensation also refers toall types of pay or rewards going
employee and arising from their employment (Dessler, 2008).
Remuneration is very much important for employees because it is one the
main reasons for while people work. Compensation also influences
employees’ living status in the society (Aswathappa, 2008).

A fair remuneration strategy should consider both the employer’s ability
and the employees need to maintain their living standard in the society.
In this regard, Phillips and Fox (2003) stated in their research that
compensation strategies should facilitate the achievement of
organizational objectives must be in alignment with the strategic plan and
be cost-effective regarding the input/output ratio. Employees must
understand the basis of rewards for the accomplishment of the tasks and
results, which has a direct relationship between communication, culture,
performance and ultimately rewards (Appelbaumand M ackenzie, 1996).
The purpose of organization’s performance system is to develop such a
plan, which can maximize the outcome and improve the overall
performance through employee motivation and extra-role behavior. So
before an organization can create a compensation plan, it needs to find
out what will motivate employees to perform at higher levels.

2.3 Employee Retention

Employee retention refers to the different policies and practices that let
the employees stick to an organization for a long time. Research shows
that employees leave organizations out of frustration and constant friction
with their superiors or other team members. In some cases, low salary,
lack of growth prospects and motivation compel an employee to look for
a change. Therefore, there is a must for the management totry to use all
strategies to retain those employees who are important for the systemand
are known to be contributors because it is a loss for the company when its
core employees quit their job. Employee retention takes into
consideration the various measures taken to let an individual stay in an
organization for the maximum period. Besides, employee retention
techniques go along with motivating the employees for them to enjoy
their work and avoid shifting from one job to another.

People need to feel that their contributions to the organization are valued
(Taylor, 2002). As Taylor stated above, to keep employees in the
company, they need to feel that they are part of the organization. The
management needs to set some new retention policies to improve
retention of employees. Thus, competitive salaries, comprehensive
benefits, incentive programs, and similar initiatives (Taylor, 2002).
Besides, pay and financial incentives also work to increase employees’
commitment, and satisfaction.

Howard and et al. (2007) also mentioned the following thirty-two
methods of employee retention for organizational success: 'Link pay and
performance, succession management program, career planning services,
employee retention as a corporate objective, organization' s
vision/mission, training and development opportunities, improving
compensation, specialized retention plans, new-hire orientation,

monetary rewards' (p. 22).To sum up, one can see that today's Human
Resource Management encounters a lot of challenges for retaining core
staffs in the company among which employee retention strategies must
gain a special focus.

2.4 Relationships between HRM Practices and Employee Retention
From the literature review, it is recognized that human resource
management plays a key role in employee retention (Irshad, M. 2011).
Researchers find that human resource management practices in
compensation and rewards, job security, training and developments,
supervisor support culture, work environment, and justice can help to
reduce absenteeism, employee retention, and better-quality work. Then,
it becomes quite impossible to separate Human resource management
practices to employee retention because of the key role that they play in
the organization’s performance. Thus, a study by Chew et al. (2005)
reveals that organizations with a value profile of either elite or leadership,
complemented with strategic HRM effectiveness will enhance financial
performance.

Huselid (1995) identified a link between organization-level outcomes and
groups of high-performance work. Instead of focusing on a single practice
(for example recruitment and selection), the simultaneous use of multiple
sophisticated human resource practices was evaluated. He concluded that
the sophistication of those practices was significantly related to turnover,
organizational productivity, and financial performance.

Delery and Doty (1996) in their research affirmed that the existence of
formal or informal policies has many strategic implications that should
affect employee retention. Some empirical works have consistently found
that use of effective human resource management initiatives enhances
employee retention and productivity of an organization. Specifically,
selective recruitment and training procedures, working environment,
Labour-management participation programs, and performance appraisal,
promotion, and incentive compensation systems that recognize and
reward employee merit have all been linked with valued firm-level
outcomes (Huselid, 1995).

Fitzenz (1990) recognized that only one factor is not responsible in the
management of employees' retention, but there are several factors tha
impact employee retention which needs to manage congruently, i.e.,
compensation and rewards, job security, training and developments,
supervisor support culture, work environment and organization justice,
etc. Accordingly, organization utilizes an extensive range of human
resource management factors influence in employee commitment and
retention (Stein, 2000). The following section will put forward theories
and literature on the relationship between human resource practices and
employee retention.

2.4.1 Recruitment and Selection/Retention

Employee retention stems from the employment process, which
comprises of employment processes (recruitment, selection and
placement) predetermines the effectiveness of retention strategy.
Employee retention can be successful if it is positively linked to the
processes and practices of recruitment, and the sources from which job
candidates are recruited. Recruitment practice and empirical research
suggest that employees may differ in their propensity to quit depending
on the source from which they are recruited. Two rather different
approaches to recruitment identified by Wanous (1975) as cited in George
Mucai et al. (2015) are the "traditional" approach that suggests that the
ultimate goal of recruitment is to attract a maximum number of applicants
to the recruiting organization. In the traditional approach, providing
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incomplete or even biased information about the job and/or the
organization may be an acceptable means of reaching this goal.

Good employee retention is in part a result of a good "fit" between a
company's workplace culture, its way of doing business and the qualities
that it espouses as valuable and the interests, character, and motivations
of the individuals that exist within it. Regarding recruitment, companies
should, therefore, emphasize on, not only evaluating formal qualifications
and job-relevant technical ability, but also more general types of
qualifications and dispositions on the part of the recruit. Employee
retention should be linked to an effective recruitment and selection
process while recruiting job candidates for the organizations, HR
managers or recruitment agencies should consider job previews as an
integral part of the recruitment. Job previews, when honestly conducted,
have the potential of reducing early turnover of employees since such
employees would have had first-hand knowledge of what the job entails
and the conditions of service, particularly the base salary and other
financial incentives during thejob preview. Though realistic recruitment
and job-fit approaches provide an important element for both job
satisfaction and employee retention, they must be combined to other
motivational variables to form a comprehensive retention strategy that
can reduce high turnover rates effectively (Hughes, J. C. 2008).

2.4.2 Training and Development/Retention

Training is defined 'as the planned intervention that is designed to
enhance the determinants of individual job performance’ (Atif et al.
2011). The organization suffers in quality and implementation due to lack
of training. The concept of training came from changes gained by
learning, although change is necessary for human development. In this
promising organizational reality for survival, a company must be
equipped with characteristics of adaptability, flexibility, and permanence.
Training is a part of various HRM practices, which are used for retention
and development of employees due to these different kinds of training
given toemployees, like on-the-job training, vocational training, general
and specific training, etc. (Hocquet, 1999).

Then, Messmer (2000) found that one of the important factors in
employee retention is an investment in employee training and career
development. A company always invests in the form of training and
development on those workers from whom they expect to return and give
output on its investment. Tomlinson (2002) forwarded the view tha
organizations can keep the leading edge in this competitive world by
having their employees well trained in the latest technologies. Garg and
Rastogi (2006), explained that in today's competitive environment
feedback is very essential for organizations from employees and the more
knowledge theemployee learn, the more he or she will performand meet
the global challenges.

2.4.3 Performance Evaluation and Retention

Performance evaluation is a systematic process to evaluate the
performance of an employee after a certain period. Therefore, it typically
involves how well an individual employee is doing their job against a set
of criteria. It also helps to judge who needs promotion, training, to be
retained as a key resource of the company and so forth. Thus, the
relationship between performance evaluation and retention has great
importance for the organization. The reason is that the fair performance
appraisal results would give a clear picture of how well the employee is
performing in the organization. Thus, a fair appraisal will give the
employees much more motivation for their job, and this is an efficient
tool for employee retention. Numerous studies showed how high
employee's involvement is can relate to the intention of leaving an

organization (Arthur 1994). Lacking opportunities to learn and self-
development in the workplace can be the key to employee dissatisfaction,
which leads to a turnover. Other studies also indicated that employees
would remain in their organization if he or she has a good relationship
with the people he or she is working around with (Clarke 2001).
Organizations, therefore, provide team-building opportunities, where
interaction and discussion can be carried out not only within but also
outside their working hours. This is why managers today must take care
of their employees' personal feelings toward the job and satisfaction
levels from their working conditions, superiors, and peers, as these are the
keys to ensure employee retention.

2.4.4 Promotion and Retention

Pergamit and Veum (1999) in their study found a close and positive
correlation between promotions and job satisfaction and which in turn
helps in retaining employees. Research by Meyer et al., (2003) has also
shown internal career development of employees is often the best
predictor of an employee's effective commitment. Prince (2005) argued
that talented employees are required for maintaining a competitive
advantage, and employees want career growth opportunities to develop
and rise in their career ladder. Such plans include advancement plans,
internal promotion and accurate career previews at the time of hiring.

2.4.5 Compensation and Retention

Many studies have pointed out the impact of employee compensation,
rewards and employee relation on turnover and retention (Becker and
Huselid, 1999). They found that effective compensation systems can
promote employees' commitment to the organization; improve
productivity and employees' willing to stay in the organization.
According to Higginbotham (1997), high salaries are not essential, but
"good" and "fair" salaries showed a strong correlation with an intention
to stay, indicating that as long as the compensation is competitive,
financial rewards are not the primary factor in retention. High technology
employees do not work normal office hours but work at a pace that invites
burnout. Time off, according to Kochanski and Ledford (2001), is more
important than any other indirect benefit in predicting retention. High
technology employees seem to care less about how benefits are
administered than about the value of benefits. As mentioned above, a
competitive financial package is a requirement for high technology
employees. Also, DeYoung (2000) supported that the latest retention
benefits are of an environmental and personal nature. For instance, luxury
automobiles for anyone who has surpassed their goals, petsin the office
because high technology workers spend a lot of time away from home,
playrooms and quiet rooms to improve teamwork and reduce stress and
on-site gyms for an employee to work out their stress.

2.4.6 Organizational Commitment and Retention

Employee commitment is one of the factors of HRM policy that bind an
individual to a course of action that is relevant to aparticular target. Thus,
Organizational commitment is also defined regarding the strength of an
individual's identification with and involvement in a particular
organization (Porter et al., 1974). When commitment is high, it means
that an employee's values are aligned with the organization and that he or
she wants to do what is best for the organization. Robins S.P. (2005, p.79)
defined organizational commitment as 'a state in which an employee
identifies with a particular organization and its goals, and wishes to
maintain membership in the organization'. Further, he compares and
contrasts job involvement and organizational commitment. High job
involvement refers to identifying with one's specific job, while high
organizational commitment means identifying with one's employing
organization.
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Organizational commitment is extended to which employees recognize
their organization that they will contribute to the development (Cooper,
2006). The latter pointed that commitment is a process of recognition
when an individual is committed to an organization, they trust and follow
the organization's objective, principles and mission, and will more willing
tostay in the organization. Organizational commitment is also considered
as a feeling of positive emotions by employees toward their work, find
their work to be personally meaningful, consider their workload to be
manageable, and have hope about the future of their work (Nelson, D. and
Simmons, 2003).

To become fully engaged is to be involved in and enthusiastic about the
work, there are two aspects of employee commitment, which are
cognitive commitment and emotional commitment. Cognitive
commitment is the extent to which a worker is aware of their mission at
work and their role in the organization. Emotional engagement/physical
engagement is the extent to which the worker empathizes with others at
work, and connects in a meaningful way with their co-worker (Falcone,
2006). According to previous studies, employee engagement has a
positive effect on organizational performance outcomes, such as
emp loyee retention (Kgomo, 2010).

2.4.7 Organizational Trust

Trust in an organization refers to the relationship established among the
employees and organization based on messages regarding organizational
expectations and perception of employees of the measurements of
organization managers. Organizational trust is of great importance tothe
success of organizations. Trust is an important issue for most
organizations as it can have great advantages for the organization.
Organizational trust is defined as psychological state providing feedback
of how employees perceive the problems in the situations in which the
organization is endangered (Vakola and Bouradas, 2011).

Nowadays, the management based on trust is a new expression of old
thoughts and its position in observed well in current relations and using
its mechanisms can be effective in achieving good individual and
organizational results. The decision-makers believe that trust can lead to
collaboration among people, groups, and organizations. Today,
organizations attempt to search new solutions to improve participation
among people, groups and use their effects (Jones and George, 1998).
Thus, the process of organizational trust creation in public organizations
is the responsibility of qualified managers and leaders. The role of
managers and leaders in reforms in the organization is of great
importance. For successful feedback and observation of advanced
organizational behavior, we need a high level of interpersonal trust among
the co-workers in an organization (Bakiev, 2013). In a new era,
responding the basic needs of employees in each organization is on
priority, and one of the most important needs of employees in an
organization is establishing trust. High level of trust in an organization
creates low costs of evaluation and other control mechanisms (Khanifar
et al., 2009).

2.4.8 Organizational Inclusion and Retention

Employee's engagement towards organization supports inclusion. The
researchers argue that the decision taken by the organization in which the
emp loyees were involved in the decision-making process. Theemployees
own the outcomes of the decisions because they know they were also part
of the decision during the decision-making. And in this way, the
employees feel more comfortable. It is clear that human resource
practices always pay a very critical role while developing employee's
behavior and attitude in an organization. Thus, inclusion can be described

in a variety of ways. M or-Barak and Cherin (1998), for example, see it as
the degree to which individuals feel part of critical organizational
processes, indicated by their access to information and resources, work
group involvement, and ability to influence decision-making. Now the
concept of inclusion is taken as a modern tool to manage an organization
in diverse environments. Many researchers find out the close link between
diversity and inclusion as well.

Van Knippenberg (2000), in his research, stated that employee becomes
more loyal and stays in the organization when they identify themselves
within a group and contribute to the performance as a group. This
suggestion relies on work performed by Locke and the goal settingtheory
he developed. The goal is team performance and the individual feeling
part of the group. The author furthermore describes another framework
manager can use when communicating with its employees to know tha
the cause of retention consists of nine different predictors; organizational
processes, role challenges, values, work, life balance, information,
stake/leverage/recognition, management, work environment and product
or service.

Employees who are valued and they feel esteemed will take an active part
in the organization goals, show productive behavior, workplace and
increased job involvements, which decrease absenteeism and turnover
intention rates. The leadership style can be revealed by formal and
informal acknowledgment. Inorganization employees respond to admire,
support and encouragement, no matter the environment is a profession or
personal (Silbert, 2005). To ensure accurate performance appraisal
management leader must discuss the progress with employees outside the
time of formal evaluation process. They assist workers to find the right
place in the firm, not only move in the hierarchy next position
(Freyermuth, 2007).

3. Research Methodology

Research methodology can be referred to as the theoretical analysis, or
documented set of procedures or guidelines for one or more phase of
analysis or design made applicable to field discipline. Therefore, this
methodology chapter will discuss the methodological issues connected to
the success of this research. The current study is an attempt to find out
the relationship between HRM practices and employee retention through
organizational commitment, trust, and inclusion at Huawei in Senegal by
collecting data and running statistical tools. This study follows many
research philosophies named as positivism. It is also an epistemological
position that advocates the application of the methods of the natural
sciences to the study of social reality and beyond (Bryman et al., 2007).
The term stretches beyond this principle, through constituent elements
vary between authors. However, positivist is also taken to entail the
following principles:

The purpose of the theory is to test a hypothesis and thereby allow
explanations of laws to be assessed (the principle of deductivism).
Science must (and presumably can) be conducted in a way that is value
free (i.e., objective). There is a clear distinction between scientific
statement and normative statements and a belief that the former is the true
domain of scientists.

Certain variables have been selected to check recruitment and selection
practices at Huawei company in the Senegalese and Chinese context,
among which two are dependent variables that are, recruitment and
selection and others are independent variables, like environmental
influence like; technological, social, political, cultural, and interview, etc.
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3.1 Research Conceptual Model
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Figure 1: Research Conceptual Model proposed by the author based on
literature

3.2 Findings and Discussion

Data analysis is a body of methods that help to describe facts, detect
patterns, develop explanations and test hypothesis. In other words, this is
about the measurement of analysis and description of population and
sample used to conduct this study and do quantitative analysis. Data
collection process is also explained through descriptive statistics given
details based on data collected during the research. Besides, factor
analysis and reliability test, descriptive statistics, correlation analysis of
the independent and dependent variables are examined. And the last
section of this paper addresses the results of testing the prop osed research
hypotheses through multiple linear regression and variance (ANOVA).

3.3 Factor Analysis and Reliability Testing

Factor Analysis is a statistical approach that can be used to analyze
interrelationships among a large number of variables. The purposes of
factor analysis are to reduce data to a smaller set of summary variables
and explore theoretical structure (Summaya, 2014). Factor analysis was
used in the current research to assess the discriminate validity of the
questionnaire. In this research, factor analyses were conducted for the
items related to HRM practices, organizational commitment, trust,
inclusion, and retention.

Table 1: Recruitment and selection

value of 0.7 showing the reliability of overall instruments. Likewise, the
factor loading of all individual items for all constructs are given, and the
cut off value is 0.5 to have a valid measurement item. Therefore, the
values for all constructs are given in the following tables. In the Table 1,
there are five items for Recruitment and Selection construct, which
endeavour to measure the perception of employees to show whether the
recruitment and selection at Huawei are effective. Alpha value for this
five-item construct is 0.945, which is far away above the required value
of 0.7 and the factor loading of all items are also above the cut off value
of 0.5

Table 2: Training and Development

Factor Cronbach’s

Items(Training &Development) Loading Alpha
1. | have training opportunities to learn 0.794

and grow
2. | get training | need todo my job well]  0.818

I get thetraining from the Company 0.801

for my next promotion ' 0.944
4. Employees’ individual needs are

assessed irrespective of their origin to 0.734

enable full participation
5. My company provides cultural

sensitivity courses/workshops for 0.776

employees
6. Awvailable training match with my job 0.776

Factor | Cronbach’
Items( Recruitment &Selection) Loading | s Alpha
1. Applicants are fully informed about the 0.822
qualifications required to performthe job
before being hired
0.833
2. Applicants undergo a medical test before 0835 0.945
being hired '
3. Applicants undergo structured interviews
(job related questions, same questions 0.842
asked of all applicants) before being hired. '
4.  Applicants for this job take formal test
(written or work samp/le) for selecting
app licants for vacancies 0.766
5. Job advertisements in newspapers are
used by Huawei to recruit people

We have performed Cronbach Alphaand factor loading tests to check the
reliability and validity tests of the used scales. According to (Bryman,
2015) theacceptable value for alpha should be higher than or equal to 0.7
and all the constructs in this research have alphavalues above the required

The results from thetable above show that the alpha value for and factor
loading of all items for training and development construct with six
measurement items in all. The latter and their combined alpha value are
0.944, which shows the high reliable scale for measuring training and
development practices at Huawei in Senegal. Besides, all the factor
loadings are above the required cut off value of 0.5.

Table 3: Performance evaluation

Cronbach
Factor | Alpha
Items( Performance Evaluation) Loading
1. The performance appraisal is fair 0.785
2. Thereis a formal & written performance
. 0.795
Appraisal system
3. lam informed that how my performance 0.952
. 0.854
is evaluated
4. 1receive feedback of performance
. 0.847
evaluation results about myself
5. Performance Appraisal is done by the 0.797
supervisor '
6. Appraisal ratings are focused on the
LT . 0.769
individual’s performance, not personality

According tothe results from thetable 4, the factor loading values of all
items for performance evaluation construct are reliable. Thus, the factor
loading includes six items with their combined alpha value 0.952. This
shows high reliable scale and all factor loadings are above the required
cut off value.

The results from the table 4 show the alpha value and factor loadings of
all items in Promotion practices. This construct is made of nine items, and
their combined alpha value is 0.974 showing high reliable scale for
measuring promotion at Huawei in Senegal. Besides, all the factor
loadings are above 0.5.
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Table 4: Promotion Practices

Table 6: Organizational Commitment

Items ( Promotion Practices) Factor Cronbach’s
Loading Alpha

1. Huawei Company has a written
promotion policy

2. Job promotions are fair and equitable 0.811

3.The company promotes employees on
the basis of seniority.

4.The company promotes emp loyees on
the basis of ability.

5.The company promotes employees on 0.837 0.974
the basis of both seniority and ability. '

6.Employees are satisfied with the
promotional basis.

7.The company provides promotion in the
form of better pay &wages.

8.The company provides promotion in the
form of enhanced responsibilities, status 0.806
&prestige.

9.The objective of the company on
employee promotion is for motivation.

0.796

0.817

0.855

0.860

0.870

0.814

The results from the table 5 show the alpha value and factor loadings of
all items in Promotion practices. This construct is made of ten items, and
their combined alpha value is 0.913 showing high reliable scale for
measuring promotion at Huawei in Senegal. Besides, all the factor
loadings are above 0.5

The results from the table 6 show the alpha value and factor loadings of
all items in organizational commitment. This construct is made of
eighteen items, and their combined alpha value is 0.979 showing high
reliable scale for measuring employees’ commitment at Huawei in
Senegal. Besides, all the factor loadings are above 0.5

Table 5: Remuneration Practices

Items ( Remuneration practices) Factor | Cronbach
Loading | ’s Alpha

Items (O rganizational Commitment) Factor
Loading | Cronbac
S h’s
Alpha

1. 1 would be very happy to spend the rest of 0.832
my career with thiscompany.

2. I really feel as if thiscompany's problems 0.829
are my own.

3. 1 do not feel a strongsense of "belonging” 0.833
to my company.

4. 1do not feel "emotionally attached" to this 0.879
organization.

5. 1 do not feel like "part of the family" at my 0.860
company

6. Thisorganization hasa great deal of 0.855
personal meaning for me.

7. Right now, staying with my organization is 0.873
a matter of necessity as much as desire.

8. Itwould be very hard for me to leave my 0.838
organization right now, even if | wanted to.

9. Too much of my life would be disrupted if | 0.839
decided | wanted to leave my organization
now.

10. | feel that I have too few optionsto consider 0.839
leaving thisorganization. 0.979

11. If | had not already put so much of myself 0.840
into thisorganization, | might consider
working elsewhere.

12. One of the few negative consequences of 0.830
leaving this organization would be the
scarcity of available alternatives.

13. | do not feel any obligation to remain with 0.812
my current employer.

14. Even if it were to my advantage, | do not 0.812
feel it would be right to leave my company
now. 0.851

15. I would feel guilty if I left my company 0.837
now. 0.868

16. Thiscompany deserves my loyalty.

17. I would not leave my company right now
because | have asense of obligation to the 0.842
peoplein it.

18. | owe a great deal to my company.

1. Employees are paid same wages when
performing similar duties.

2. Current remuneration practices are
designed to be fair and non- 0.880
discriminative.

3. Rewards are based on employee

0.857

0.415
performance
4. Salaries of all employees are based on
- - - 0.713
their previous experience. 0.913
5. M)_/ annual raise is significant and 0.754
satisfactory.
6. Available benefits are appropriate for
0.751
my needs
7. If 1 do work well, | can count on
earning more money (bonuses & 0.750
commissions)
8. My salary is fair for my tasks, duties
o . 0.759
and responsibilities of my job
9.  The company provides a nice work 0.712

environment

10. The company provides flexible work
hours to accommodate my personal 0.767
needs

Inthe table 7, there are five items for organizational trust construct, which
endeavour tomeasure the perception of employees to show the scale of
trust at Huawei in Senegal. Alpha value for this five-item construct is
0.980, which is far away above 0.7 and the factor loading of all items are
also above 0.5

Table 7: Organizational trust

Factor | Cronb
o Loadings | ach’s
Items (Organizational Trust) Alpha
1. If | have aproblem at work, | know my
coworkers will try to help me out. 0.923
2. The people I work with pull together to get the
job done 0.922
3. | feel that my coworkersand I will be treated 0.980
fairly. 0.945
4. | feel that my ideas are valued by thiscompany. 0.930
5. Thiscompany is like a second family to me 0.910
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Table 8: Work Group Inclusion

Cron
. Factor bach’
Items (Work Group Inclusion) Loading s
S Alph
a
1. At Huawei, people have equal

employment opportunities and are treated

respectfully regardless of their 0.925

differences (race/ethnicity, color, gender,

age, religion...etc.)

2. | feel included and respected by other 0913
workmates in this company. :

3. My supervisor gives feedback that 0.976
helps me to improve my work 0.917
performance.

4. In my company managers and 0906
subordinates entice very close relationship :

5. My company makes good use of
employees’ suggestions and 0.904
recommendations for the sustainability of '
the company

In the table 8, the work-group inclusion is a construct of five items in
which the results measure the degree to which employees at Huawei in
Senegal are deeply involved in the organization's main activities. Thus,
the alpha value for this five-item construct is 0.976 which is far away
above 0.7, and the factor loading of all items are also above 0.5

Table 9: Employee retention

Items (Employee Retention) Factor | Cronbach’s
Loadings Alpha
1. Therate of turnover in thiscompany is
minimal 883
2. | have no intention of leaving this company 881
3. Within thiscompany my work gives me
satisfaction -899
4. | see a future for myself within this 896
company '
5. If it were up to me, | would definitely be
working for thiscompany for the next five 916
years
6. If | could start over again, | would choose to 902
work for another company ’
7. If I received an attractive joboffer from 930
another company, | would take the job ’
8. Thework | am doing here is very important 0.991
to me
921

9. Ilove working in thisCompany

10. Employeesare willing to stay inan
organization for along-time period only if they 937
feel there are secured enough( Job Security)
11. Employeesare satisfied with the job

contracts offered by the current employer 954
12. Good pay structure impacts positively on

retaining key employees in the organization 934
13.There iseffective communication input at

all levels in thisorganization 940
14. Safe working environment isprovided in 927
this company. '

15. HR Policiesand programsare effective and
contribute in retaining key employeesand firm 935

performance

16. Help in employee Career Development
promotes and contributes to employees’ 932
attachment tothe company

17. Employeesin thiscompany benefit from
Social Advantages (social insurance (health,

dental, vision, life, etc.), disability insurance, 900

pension plan, sick leave)

18. Employees’ full participation in 914

management activities contributesto retention ’
.158

The results from table 9 are about the independent variable which is
employee retention, and it is being measured by using eighteen item scale.
The results have shown that the alpha value of this construct is also highly
reliable with 0.991 of alpha value and therefore all the factor loadings are
above the cut off value.

3.4 Descriptive Statistics Analysis

The results from above table show the descriptive statistics of HRM
Practices as a whole, then employee retention, organizational
commitment, trust, and inclusion. The value of HRM practices as a whole
shows the mean value 3.89 and Standard deviation, which is .98.

Table 10: Descriptive Statistics

Mean Std. Deviation N
ER 4.036 1.359 318
HRM_WHOLE 3.895 9864 318
oc 3.882 1.239 318
oT 4.03 1.384 318
INC 4.035 1.428 318

As for employee retention, it shows mean value 4.03 and Std. deviation
is 1.35. For organizational commitment, its shows mean value as 3.88 and
Std. deviation 1.23. Organizational trust shows mean value as 4.03 and
Std. deviation which is 1.38 and finally, inclusion shows mean value as
4.03 and Std. deviation being 1.42

3.5 Correlations Analysis

3.5.1 Correlation (2-tailed)

Pearson product moment correlation is used for finding the degree of
relationship between several variables. Two variables are correlated when
they tend to simultaneously vary in the same direction. If both variables
tend to increase or decrease together, the correlation is said to be direct or
positive. When one variable tends to increase and the other variable
decreases, the correlation is said to be negative or inverse. Besides,
Pearson Correlation Coefficient explains that from [0.2-0.39] as weak,
from [0.40-0.59] as moderate, from [0.60-0.79] as strong, and from [0.80-
1] as very strong.

In this research, a correlation coefficient measured the strength of linear
HRM practices, organizational commitment, trust, inclusion and
employee retention. The correlations between these different variables are
presented below. First of all, the correlation between the HRM practice
of recruitment and selection (Factorl) and employee retention was
positiveand significant at the 0.01level (2-tailed). Hence the correlation
was 0.390 (P=0.000), which supports the hypothesisl of this research.
Secondly, the correlation between the HRM practice of Training and
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development (Factor2) and Employee retention was positive and
significant at 0.393 (P=0.000), which supports the hypothesis2 of this
study. The correlation between performance evaluation (Factor3) and
employee retention was 0.431 (P=0.000), a moderate correlation which
also supports the hypothesis3 of this research; the correlation between
promotion practices (Factor4) and employee retention was positive and
significant at the 0.01 level (2-tailed), with a coefficient of 0.446
(P=0.000); which is a moderate correlation and therefore supports
hypothesis 4; the correlation between remuneration practices (Factor5)
and employee retention was positiveand significant at the 0.01 level (2-
tailed), with a coefficient of 0.397 (P=0.000), the latter supports the
hypothesis5 of this research; in addition, organizational commitment is
considered as the mediating variable in the current research, therefore the
relationship between organizational commitment (factor6) and employee
retention was positive and significant at the 0.01 level (2-tailed), hence
the correlation was 0.733 (P=0.000), the latter is a strong correlation,
which supports the hypothesis 7 of this research; the correlation between
mediating-moderating  variable, which the correlation between
organizational commitment and organizational trust and inclusion was
respectively positive and significant at 0.01 level (2-tailed), with 0.735
and 0.755. (P=0.000).

This proves a strong correlation between the mediating and moderating
variables (organizational trust and work-group inclusion). Therefore, this
supports the research hypothesis 11.

3.5.2 Correlations (1-tailed)

Table 11: Correlations (2-tailed)
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Recruit  Pearson ne o e . v .| -285° .
ment_Se Correlation I 912 891 889’ 592 22077 | 295 o 3%
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tailed) 0.00d 0.000 000 000 000 000 000 .000 000

N 318 318 318 318 318 318 318| 318 318
Training Pearson o v oo . v .| 329 v
_Deviop Conrlation 912 1 913 898 586 254" 335 . 393
meat - Sig. 2] g 00 000 oo0| 00| 000 00| 000

tailed) : ) ) ; : ) : )
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**_ Correlation is significant at the 0.01 level (2-tailed).

The results from the table 12, present the correlation of HRM practices as
a whole, and employee retention, organizational commitment, trust and
inclusion which is significant at 0.01 level (1-tailed). Hence, in the current
research, the correlation between HRM practices, as a whole and
employee retention is 0.412**(P=0.000). The latter shows that the
relationship is positive and significant at 0.01llevel (1-tailed). In other
words, the correlation is moderate, which also supports hypothesis 6 of
this study. Besides, the correlation between HRM_WHOLE and the
mediating variable of organizational commitment was 0.337**(P=0.000).
It also shows that the correlation is positiveand significant at 0.01 level
(1-tailed).

Table 12: Correlations (1-tailed)

HRM W
ER HOLE |oOC oT |INC
Pearson  ER 1.000 0.412 0.734 |0.963 | 0.960
Correlati HRM W
on —
HOLE 0.412 1.000 0.337 |0.351 | 0.347
ocC 0.734 0.337 1.000 |0.735 | 0.755
oT 0.963 0.351 0.735 |1.000 |0.958
INC 0.960 0.347 0.755 |0.958 | 1.000
Sig. ~ ER . 000 000 |.000 |.000
(1-tailed) HRM W
HOLE  |-000 . .000 .000 |.000
ocC .000 .000 . .000 |.000
oT .000 .000 .000 . .000
INC .000 .000 .000 000 |.
N ER 318 318 318 318 |[318
HRM_W
HOLE 318 318 318 318 |[318
ocC 318 318 318 318 |[318
oT 318 318 318 318 |[318
INC 318 318 318 318 |[318

This supports hypothesis 8 of this study. The correlation between the
moderating variable of organizational trust and HRM_WHOLE was
positive and significant at 0.01 level (1-tailed) and with a coefficient of
0.351** (P=0.000). This supports hypothesis 9 of this research. Finally,
the correlation between the second moderating variable Inclusion was
also positive and significant at 0.01 level (1-tailed) which has got a
coefficient value of 0.347**(P=0.000). Briefly, this supports the
hypothesis 10 of the researcher’s current study.

3.6 Multiple Linear Regression Analysis

The regression analysis is a statistical tool that allows the research to
examine how multiple independent variables are related to a dependent
variable. Once these multiple variables related tothe dependent variable
are identified, the research can take information about all of the
independent variables and use it to make much more powerful and
accurate predictions about why things are the way they are. In other
words, multiple regression analysis shows how identified independent
variables exert a significant influence on a dependent variable. This
process is also used to test the hypotheses developed in the study because
it proves the most accurate interpretation of the independent variables. To
predict the goodness-of-fit of the regression model, the correlation
coefficient (R) and F change were examined. The table of the regression
analysis below shows the positive relationship between independent,
dependent and moderating variables.
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The regression results from the table above show that the R-Square for
HRM_WHOLE s 0.169 and F change being (0.000). Besides, we entered
two other variables such as Organizational and Inclusion, and we found
the of R-Square 0.570 and F change being (0.000). This proved that the
moderating relationship exists because we found significant F change
(0.000) as among predictors and criterion variables.

Table 13: Model Summary

Std. Error Change Statistics

Mod R | Adjusted | ofthe | RSquare | F Sig.F | Durbin-
el R | Square| R Square | Estimate | Change |Change| dfl | df2 | Change | Watson
1 12409241

0412 0.169 0.167 4881543 0.169 | 64.436 1| 316 0.000
2 89475903

55| 0.5 : 5

0.7550 0570 0.567 0682688 0.400 | 292.807 1| 315 0.000
3 .30605136 1189.68

0975 0950 0.949 4193362 0.380 3 20 3 0.000( 1162

a. Predictors: (Constant), HRM_WHOLE

b. Predictors: (Constant), HRM_WHOLE, OC

¢. Predictors: (Constant), HRM WHOLE, OC, OT, INC
0. Dependent Variable: ER

Thus, it shows again that the association among these variables are
significant. Moreover, we entered another variable, which is the
mediating variable called organizational commitment, and therefore we
got the value of R-Square being 0.950 and of which the F change is
(0.000). Thus, it justifies that the mediating effect also exists among these
variables. Likewise, the value of R-Square change showed that the of
predictor variable HRM_WHOLE as 0.169. Then, after entering the two
moderating variables: organizational trust and inclusion, we noticed a
change in R-Square as 0.400. Finally, after entering the moderating,
mediating variables, we got R-Square change as 0.380. However, we
found significant F change as among predictors and criterion variables
such as (0.000; 0.000 and 0.000) respectively. These results prove again
that the association among these variables are significant.

3.6.1 Analysis of Variance

Thevalues in Anova table are derived from the regression model. Hence,
the statistical significance of both data analysis is the same. Thus, the
ANOVA table gives comparatively an easier and quicker picture.

Table 14: ANOVA

Sum of Mean
Model Squares df | Square F Sig.
Regression 99.224| 1| 99.224| 64.436| .000°
Residual 486.606 | 316 1.540
Total 585.830 | 317
Regression 333.643 2| 166.822| 208.372 .000°
Residual 252.187 | 315 .801
Total 585.830 | 317
Regression 556.512 41 139.128( 1485.341 .000°
Residual 29.318 | 313 .094
Total 585.830 | 317

a. Dependent Variable: ER

b. Predictors: (Constant), HRM WHOLE

c. Predictors: (Constant), HRM_WHOLE OC

d. Predictors: (Constant), HRM_WHOLE OC,OT, INC

In ANOVA model against HRM_WHOLE, the value of residual is
486.606; F is 64.436 and Sig value is 0.000. Besides, HRM_WHOLE,
organizational trust, and work-group inclusion residual value are

252.187; F value 208.372 and Sig. value is 0.000. Finally, the ANOVA
model against HRM_WHOLE, organizational trust, work-group
inclusion, and organizational commitment show residual 29.318; F value
1485.341 and Sig value is 0.000.

In Sum, in this ANOVA table, HRM_WHOLE is strongly related to
Employee Retention, and the change in F indicates the significance of
predictor and criterion variables.

Also, the table below shows the results from different standardized
coefficients in which the value of Betameasures the degree to which each
predictor variable influences the dependent variable. Commonly, the
higher the Beta value is, then the higher the impact of each independent
variable is on the dependent variable. Moreover, if the t-value is higher
than1.96, which means the relationship among the variables is significant.

Table 15: Coefficients

Unstandardize | Standardized
d Coefficients | Coefficients
Std.
Model B Error Beta t Sig.
1 (Constant) 1.827 .284 6.436 .000
HRM_WHOLE .567 .071 0.412|8.027 .000
2 (Constant) .184 .226 .814 416
HRM_WHOLE .255 .054 0.18514.708 .000
oc 737 .043 0.672 17'1; .000
3 (Constant) ) _
.105 .078 1345 0.179
HRM_WHOLE .109 .019 0.079|5.798 | 0.000
oC -.006 .021 -.006 | -.289  0.773
or 510| .043 519 11'7; 0.000
INC 418 .043 .43919.648 | 0.000

a. Dependent Variable: ER

As shown in the results of the table above, in standardized coefficients,
the value of Betaagainst HRM practices inawholeis 0.412. In the second
shift, the Beta values against HRM practices as a whole and
organizational commitment are 0.185, 0.672. Furthermore, in the third
shift the beta values for HRM_WHOLE, Organizational commitment,
organizational trust, and work-group inclusion are 0.079, -0.006, 0.519,
and 0.439 respectively. Comparatively, in the third shift, the results have
shown that HRM practices as a whole and organizational commitment
bring less change in the dependent variable. As shown in results from this
table the T-Value for HRM practices as a whole is 8.027.

Then in the next shift, the T-Value for HRM _WHOLE is 4.708, and
organizational commitment is 17.112. This shows the relationship is
significant because their respective T-Values are higher than 1.96.
Finally, in the third shift, the T-Value for HRM_WHOLE is 5.798, but
for Organizational Commitment, the t-value is -0.289, which means that
there is no relationship at this level, Organizational trust 11.773, and
finally for Work Group Inclusion the t-value is 9.648. The latter shows a
high relationship among the variables. In the first shift, the Sig. value is
0.000 the P-Value for all is significant. Similarly, for the second shift the
Sig values for HRM_WHOLE and Organizational Commitment are
0.000, and 0.000, respectively.

Finally, in the third shift, the Sig value for HRM_WHOLE is
0.000(significant), Organizational Commitment 0.773 (no significant
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relationship exists), organizational trust 0.000 (significant), and Inclusion
0.000 (significant). In the regression model, the variance inflation factor
measures the impact of collinearity among variable. When the value of
tolerance is equal to 1 or greater than 1, it supports the relationship inthe
model. Moreover, the value above 1 shows that very good relationship
exists. Hence, all variables with linear correlation will have small
tolerance. On the other hand, if thevalue of tolerance is less than 1, then
it needs to be investigated further and if the low value of tolerance comes
with collinearity and non-significance value.

Table 16: Excluded Variables

value of Chi-Square/DF to be <5 and consider that values between 2-5
are good for model fit. Along with the Chi-Square and degree of freedom,
some other values also explain the model fitness.

Furthermore, one of the most significant parts is to analyze data with
Structural Equation Modelling (SEM). The latter is a very general
statistical modeling technique, which is widely used for model fit
technique in behavioral and management sciences.

Table 18: RMR, GFI

Collinea
rity
Statistic
Partial [S
Correla | Toleranc
M odel Beta In t Sig. | tion e
1 OC |o.672° 17.112 | 0.000| 0.694 | 0.886
oT 0.934° 60.536 | 0.000| 0.960 0.877
INC ] 0.929° 57.510 | 0.000| 0.956 0.880
2 OT ]o.904° 42.046 | 0.000| 0.922 | 0.447
INC ] 0.923¢ 39.471 (0.000( 0912 |0.421

a. Dependent Variable: ER
b. Predictors in the Model: (Constant), HRM_WHOLE
c. Predictors in the Model: (Constant), HRM_WHOLE, OC

As shown in the table above in which the excluded variables are
presented, in the first shift a beta value of organizational commitment
0.672, organizational trust 0.934, Inclusion 0.929 and in the second shift
with a beta value of organizational trust 0.904 and inclusion 0.923. In
addition, the t-values are: 17.112, 60.536, 57.510, 42.046 and 39.471,
respectively. In sum, we observed all values of tolerance such as
organizational commitment, organizational trust, inclusion in the first
shift are respectively: 0.886, 0.877, and 0.880 and in the second shift the
values of organizational trust and inclusion are 0.447 and 0.421.

3.7 Confirmatory Factor Analysis CFA

With the aim of confirming the explored factor structure, testing the
model and stricter evaluation of the reliability and validity of indicators
and scales, the researcher realized the conformity analysis (CFA),
which’s input, and output factor weights (with standardized factor
weights) are in the following tables and figure. Thus, the indices
connected to the output factor structure of model fit indices and their
values of acceptance criteria are summarized as follows: CM IN/df should
be <5.00, GFI>0.90 AGFI>0.90

Table: 17 CMIN
Model NPAR CMIN DF P CMIIDNF/
Defaultmocel | 199 6799474 2962 0.000  2.296

The results from the table above show the values regarding CFA are
provided. The Value of Chi-Square also explains as 6799.474 and sig
value is 0.000 that means that it is in acceptance region. M oreover, many
researchers explain that the value of Chi-Square/DF is ideal when it is
less than 3. Hence, in our current study the value of Chi-Square/DF is
2.296. Onthe other hand, some of the researchers explained the extended

Model RMR GFI AGFI PGFI
Default model 0.142 0.655 0.632 0.614
Saturated model .000 1.000

Independence model 1.051 .042 .017 .041

SEM can be viewed as a combination of factor analysis and regression or
path analysis. SEM is a largely confirmatory, rather than exploratory,
technique. That is, researchers are more likely to use SEM to determine
whether a certain model is valid rather than using SEM to "find" asuitable
model. In the current study, thevalue of NPARis 199, CMIN 6799.474,
a degree of freedom is 2962, p-value 0.000 and CM IN/DF is 2.296. The
value of Root M ean Residual is 0.142, GF1 0.655, AGF10.632, and PGFI
0.614. Hence, these values are showing the model it fits.
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Figure 2: Structural M odel Path Diagram

The analyses above were carried out to answer our research hypothesis
and research questions. Therefore, the main objective of this research was
to investigate the impact of selected Human resource management
practices on employee retention through organizational commitment,
trust, and inclusion. First, we discussed the relationship between HRM
practices and employee retention, which had various previous research
literature. Then, we also discussed the mediating role of organizational
commitment and its effect on the relationship between HRM practices



19 Journal of International Business Research and Marketing

and employee retention. Finally, we discussed the role of the effect
moderating variables organizational trust and inclusion on the
relationship between HRM practices and retention. The model fit and
other multiple indices proved that the theoretical framework fit the data
significantly.  Generally, in previous studies, human resource
management practices such recruitment and selection, training and
development, performance, remuneration, and promotion, etc. Most of
the research focused on the direct impact of HRM practices on retention.
As for creating new perspectives, the researcher included some new items
like organizational trust and inclusion, which also show the fit in
associating them with HRM practices and employee retention.

4. Discussion of the Findings

The literature review with the different theories and the model
investigated that Human resource management practices are related to
employee retention, and thus, the mediation played by organizational
commitment between HRM practices and employee retention had also
impact. And, the new added moderating variables of organizational trust
and inclusion also showed the relationship between HRM practices and
emp loyee retention under organizational commitment mediation. This is
also proved by the results of correlation and regression analysis. In our
research, we have got all the hypotheses positive and significant with the
results shown below.

In this research, a correlation coefficient measured the strength of linear
HRM practices, organizational commitment, trust, inclusion and
employee retention. The correlations between these different variables are
presented below. First of all, the correlation between the HRM practice
of recruitment and selection (Factorl) and employee retention was
positiveand significant at the 0.01level (2-tailed). Hence the correlation
was 0.390 (P=0.000), which supports the hypothesisl of this research.
Secondly, the correlation between the HRM practice of Training and
development (Factor2) and employee retention was positive and
significant at 0.393 (P=0.000), which supports the hypothesis2 of this
study. The correlation between performance evaluation (Factor3) and
employee retention was 0.431 (P=0.000), a moderate correlation which
also supports the hypothesis3 of this research; the correlation between
promotion practices (Factor4) and employee retention was positive and
significant at the 0.01 level (2-tailed), with a coefficient of 0.446
(P=0.000); which is a moderate correlation and therefore supports
hypothesis 4; the correlation between remuneration practices (Factor5)
and employee retention was positive and significant at the 0.01 level (2-
tailed), with a coefficient of 0.397 (P=0.000), the latter supports the
hypothesis5 of this research; in addition, organizational commitment is
considered as the mediating variable in the current research, therefore the
correlation between organizational commitment (factor6) and employee
retention was positive and significant at the 0.01 level (2-tailed), hence
the correlation was 0.733 (P=0.000), the latter is a strong correlation,
which supports the hypothesis 6 of this research; the results from the
above table present the correlation of HRM practices as a whole and
employee retention, organizational commitment, trust and inclusion
which is significant at 0.01 level (1-tailed). Hence, in the current research,
the correlation between HRM practices, as a whole and employee
retention is 0.412**(P=0.000). This shows that the relationship is positive
and significant at 0.01llevel (1-tailed). In other words, the correlation is
moderate, which also supports hypothesis 7 of this study.

Besides, the correlation between HRM_WHOLE and the mediating
variable of organizational commitment was 0.337**(P=0.000). It also
shows that the correlation is positive and significant at 0.01llevel (1-
tailed). This supports hypothesis 8 of this study. The correlation between

the moderating variable of organizational trust and HRM_WHOLE was
positive and significant at 0.01 level (1-tailed) and with a coefficient of
0.351**(P=0.000). This supports hypothesis 9 of this research. Then, the
correlation between the second moderating variable Inclusion was also
positive and significant at 0.01 level (1-tailed) which has got a coefficient
value of 0.347**(P=0.000). Briefly, this supportsthe hypothesis 10 of the
researcher's current study. Finally, the correlations between mediating-
moderating variable, which the correlation between organizational
commitment and organizational trust and inclusion were respectively
positive and significant at 0.01 level (2-tailed), with 0.735 and 0.755.
(P=0.000). This proves a strong correlation between the mediating and
moderating variables (organizational trust and work-group inclusion).
Therefore, this supports the research hypothesis 11.

Furthermore, the different results from our research have shown tha
selected HRM practices such recruitment and selection, training and
development, performance, remuneration, and promotion all have a
relationship with employee retention. And that is also proved in the
theoretical framework and literature review. Also, we also investigated
two other relationships, one from HRM practices to employee retention
through organizational commitment, which played a mediating role.

Also, the results have also given a positive relationship between selected
human resource management practices and employee retention by using
SEM. The results of this study are mostly in line with various past
research, which showed that HRM practices have a relationship with our
mediating variable of organizational commitment (Kgomo, KL, 2010).
Therefore, at Huawei in Senegal, managers should keep an eye on these
factors, which are paramount important ones for the company sustainable
performance. Thus, through the analysis, we can conclude that the
recruitment and selection process is very effective at Huawei in Senegal,
which proves once again very serious work is done while recruiting new
employees. In other words, recruitment and selection is a significant
factor in the field of human resource management. Thus, this field is
considered as the main gate for employees at the time of entry into the
companies. Besides, for growth, effectiveness, and efficiency in HR
practices have become the key tools for retaining employees for a long
time.

Then, to attract more staff, job advertisement can be posted in different
magazines and newspapers. The recruitment quality can be improved by
hiring staff from different ethnic groups and multiple experience
backgrounds in the process of recruitment. This can enable the
organization to produce better performance. Then, come training and
development. Most of the respondents to our questionnaire approve tha
Huawei always provides the needed training to their recruits and keep on
promoting quality for better output, and therefore when good training is
provided, the employees tend to be more motivated to stay for a long time
with the company as it contributes to their career development.

Similarly, for remuneration practice as well, most respondents answered
positively to the questionnaire as regards to that it has an enormous impact
on employee retention at Huawei. And that is because of salary, bonuses,
or commissions tend to be high motivators. In sum, the practices of
employee's remuneration will lead an employee to organizational
commitment. Therefore, various studies have found that remuneration has
a significant impact on employee retention. To that, we also have
performance evaluation that leads to employee retention.

Thus, a plethora of researchers explained that importance of performance
evaluation with the field of HR. That is a justification of effective measure
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for the organizations to build in every aspect of the process of
performance evaluation. Hence, our findings explored that there is a dire
need for performance evaluation. However, top management of Huawei
in Senegal should be directly part of a panel of performance appraisal so
that this will improve the perception of a fair systemin the entry process.
Similarly, the integration in policies of performance appraisal will pay
back as the better commitment and retention for the performance of the
organization.

5. Conclusion

All'in all, the core objective of this research was to investigate theimpact
of selected human management practices such as recruitment and
selection, training and development, performance evaluation,
remuneration and promotion on employee retention through
organizational commitment, trust and inclusion in Senegal. From the
research results, it is found that all of the selected HRM practices have a
significant impact on employee retention and thus, the intervening
mediator of organization commitment enhances the relationship between
organizational trust and inclusion on retention. However, these selected
HRM practices need to be improved for Huawei Company to attain the
desired level of employee retention, which would bring eventually
positive outcome. Thetopicof theimpact of HRM practices onemployee
retention has received a great deal of attention from many types of
research in the past few years. Thus, several types of research have
identified a positivesignificant relationship between HRM practices and
employee retention. It is commonly believed that HRM practice functions
and HR managers' behavior toward employees can enhance or reduce
employee's extra role behavior that leads to the positive or negative
outcome of theorganization. In this research, the hypothesis put forward
that the selected HRM practices have a positive and significant
relationship with employee retention through the channel of commitment,
trust, and inclusion. The results of this study imply that effectiveness of
human resource management practices can lead to high employee
retention and thus, sustainable organizational performance. Thus, the
findings of this research under the correlation analysis showed that the
correlation coefficient measured the strength of linear HRM practices,
organizational commitment, trust, inclusion and employee retention. And
these correlations results were significant. Top management should take
the initiative to implement the human resource policies properly and try
to set up better employee retention strategies.
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