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ABSTRACT 

In today's business organizations, developing a talent pool and retaining 

employees, particularly younger generation Y employees, has become a single-

minded circumstance. Though organizations have taken initiatives to 

implement talent management practices to retain the best talents, organizations 

still experience high employee turnover, especially in the apparel industry in 

Sri Lanka. Hence, the main purpose of the research is to investigate the impact 

of talent management practices on employee retention of generation Y 

employees in the apparel industry in Sri Lanka, with mediating effect of 

organizational commitment. The study's independent variable (IV) is talent 

management practices, consisting of three dimensions: mentoring, strategic 

leadership, and social media. Employee retention of generation Y is identified 

as the dependent variable (DV) of the study, and organizational commitment is 

considered the mediator variable. The study applied the quantitative design, 

utilizing the questionnaire for data collection. The scope is limited to generation 

Y employees in the apparel sector in Sri Lanka. The sample was 314 potential 

respondents, and the unit of analysis is an individual. Followed by the cross-

sectional survey and stratified sampling technique, the distribution of the 

questionnaire was conducted. Following the descriptive analytical approach, 

hypotheses were tested using regression analysis. Furthermore, the Sobel Test 

was used to measure the mediating effect. Findings revealed a strong positive 

relationship and positive impact between talent management practices and 

organizational commitment and organizational commitment and employee 

retention in the apparel industry. The Sobel test results identified that 

organizational commitment partially mediates the relationship between IV and 

DV. According to the study's findings, it is proposed to implement succession 

planning, carry out one-to-one mentoring sessions, and give social media 

breaks as it ultimately leads to retaining generation Y employees in the apparel 

industry. The main limitation was as organizational commitment is more likely 

to be a psychological parameter, it is difficult to measure it 100%. The 

responses may be varied from situation to situation, and the perception will not 

be the truth in this scenario. This study has a relatively small sample size, and 

the huge economic crisis has affected the apparel industry in Sri Lanka. 

Moreover, this paper has examined only a few variables of talent development 

practices where future research can focus on mentoring, talent development, 

talent retention, talent attraction and many other indicators in TM practices. 

Furthermore, in the future researchers can test the impact of TM practices 
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towards employee satisfaction, in-service training, employee engagement, 

organizational performance, and many other things. Additionally, in the future, 

researchers can apply this research to different industries like hospitality, IT, 

etc. 

Keywords: Talent Management Practices, Employee Retention, 

Organizational Commitment, Generation Y, Apparel Industry, 

Sri Lanka 

1. INTRODUCTION 

In the contemporary world, from the organizational viewpoint, talent retention 

is critically important for all organizations since turnover is expensive and top 

performers drive business performance (Oladapo, 2014). In a competitive 

marketplace, the retention of young and talented employees has more 

challenging for today’s organizations. Thus, it has become prominent to 

practice talent management practices as a strategy to retain the best Generation 

Y talents within the organization ( Younas & Bari, 2020). In the new era of 

globalization, Generation Y is the most demanded employee by employers in 

any organization (Aruna & Anitha, 2015). When considering the retention of 

generation Y, they are in vulnerable, uncertain, complex, and ambiguous 

(VUCA) environments are immense challenges that organizations are also 

confronting (Aruna & Anitha, 2015). But the problem is that two of every three 

employees of generation Y intend to move on to another job (Deloitte, 2016). 

So, it is more difficult to ignore the issue of high employee turnover among 

generation Y. The Millennials born between 1980 and 2000, aged 17 to 37, 

represent about 38% of Sri Lanka's population and constitute most of the 

working-age population. This segment is significant for all economic sectors 

(Silva, 2017). In Sri Lanka, in recent years, it has been recognized that labour 

turnover in the apparel industry is increasing rapidly. According to 

(Rajapakshe, 2018), revealed that total average turnover is 60 per cent per 

annum in the industry. As per (Kent, 2020), management in the apparel industry 

recruits more young employees as they are more efficient, energetic, and 

interactive. They also mention that they are more tech-savvy, IT literate, 

innovative, and creative enough to bring something new to the organization. 

Thereby, talent management has become a key concern in the apparel industry 

to avoid the above issues. Some authors found that job satisfaction has less 

correlation with turnover intention than organizational commitment (Hussain 

& Knan, 2020). Therefore, highly committed employees might boost employee 

retention. The major objective of this study is to examine the mediating effect 

of organizational commitment between TM practices on employee retention of 

generation Y in the apparel industry in Sri Lanka. Therefore, identifying the 

TM practices that increase the generation Y employee retention intention is 

worthwhile. It will be examined through literature analysis before being 

explored concerning Sri Lanka's apparel industry. The scope of the study is 

confined to the apparel industry of Sri Lanka. The study is limited to the impact 

of TM practices on employee retention of generation Y in the apparel industry 

in Sri Lanka, with mediating effect of organizational commitment. Thereby, 

there is no research conducted concerning the apparel industry in Sri Lanka. 
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There is a gap in the literature that examine the impact of TM practices on 

employee retention of Generation Y in the apparel industry in Sri Lanka, with 

mediating effect of organizational commitment. To fill this empirical and 

knowledge gap, the current study intends to explore the impact of TM practices 

on employee retention of generation Y in the apparel industry in Sri Lanka, with 

mediating effect of organizational commitment. Moreover, Apparel Industry 

has become the major economic provider in the Sri Lankan context. In recent 

years of Sri Lanka, it has been recognized that labour turnover in the apparel 

industry is increasing rapidly. As in the apparel industry, there was showed 

employee turnover in the above executive positions. To overcome this issue, it 

could be suggested that talent management practices for executive positions 

should be further improved, such as succession planning for management 

development. 

2. LITERATURE REVIEW 

This study is conducted to identify the mediating effect of organizational 

commitment between TM practices an employee retention in the apparel 

industry. The body of literature incorporates four major concepts as Employee 

retention, Talent management, Generation “Y” and Organizational 

commitment and further relationships of them. It gives sound background 

knowledge for the current study. 

2.1 Summary of literature review 

Literature  Variables  Reference  

TM can be defined as “the organized 

identification, development, attraction, 

engagement, retention and deployment of high 

potential and efficient employees to occupy key 

positions which have a substantial impact on 

organization’s sustainable competitive advantage” 

TM practices (Gupta, 

2019) 

Employee retention is an ability of an organization 

to retain their employees for a long period of time 

Employee 

retention 

 

(Banerjee, 

2019) 

Generation Y is defined as those who were born 

between 1980 to 2000 

Generation Y  (Aruna & 

Anitha, 

2015) 

Org: commitment is defined as the employees’ 

attitude to remain in the company and be involved 

in the effects to achieve the company’s mission, 

values and goals 

Organizational 

commitment 

 (Ayu & 

Pertiwi, 

2021) 

2.2 Relationship between variables 

1. Talent management practices and employee retention 

Talent management helps to increase employee retention in the organization, 

provides a contribution to a good performance management system and 

resulting meaningful work (Tutorials, 2018). Once employees leave the 
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organization, replacing skilled labor is very difficult for an organization. On the 

other hand, these practices are caused to reduce the intention to leave the 

organization (Theron M. B., 2014). 

The reviewed literature could have found evidence for the relationship between 

talent management practices and employee retention of generation Y that 

supportive talent management practices enhance employee retention. On the 

other hand, these practices are caused to reduce the intention to leave the 

organization (Theron, Barkhuizen, & Plessis, 2014). Furthermore, mentoring 

as a developmental opportunity also enhances Generation Y engagement and 

improves retention (Meister & Willyerd, 2010). Alen et al. (2004) found that 

mentoring programs are positively associated with career outcomes such as 

career satisfaction, commitment, expectations for advancement, and intention 

to stay of Generation Y employees. The Leadership development strategies 

include immediate feedback and coaching (Azbari & Akbari, 2015). As per the 

social exchange theory, employees prefer to stay longer when organizations 

value their needs and expectations. Investment in TM and leadership 

development strategies enhance the organization’s competitiveness and 

retention of Generation y workers (Hassan, Jambulingam, & Alam, 2019). 

Knowledge sharing defines as the process where individuals share their 

information, experience, skills, and thinking with others during their interaction 

(Theron, 2014). (Younas & Bari, 2020), said that social media as a talent 

management practice which develops internal communication and knowledge 

of generation Y employees that positively affects the retention intention of 

generation Y employees. 

This literature provides evidence for this significant impact created by talent 

management practices on employee retention of generation Y in their findings. 

Based on these above arguments support to build the hypothesis as follows.  

H1: There is a significant positive impact of TM practices on employee 

retention of generation Y in the apparel industry. 

2. Talent management practices and organizational commitment  

Talent management practices and activities are aimed at attracting, selecting, 

hiring, developing, and retaining talent (Oladapo, (2014). Organizations must 

focus not only on the first three but on developing and retaining talent, as these 

will be ones that provide superior results (Oladapo, (2014). Moreover, 

technological progress has generated a demand for talented professionals who, 

among other things, place a high value on the autonomy and meaning of their 

connection with work (Kumar & Raghavendran, 2013). Employees identified 

as high potential have less tendency to leave the organization if the commitment 

in the relationship mediates (Arasanmi & Krishna, 2019). In this way, if 

employees perceive that they are identified as a talent in the organization, 

greater commitment is obtained compared to those who do not perceive that 

they are identified as such or with those who do not know it (Maharjan, 2013). 

Talent Management comprises talent acquisition, talent development and talent 

retention towards organizational commitment (Halvaei & Ejlali, 2015; 

Nobarieidishe et al., 2014; Pa’wan & Ilias, 2020). Support from talent 
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management has resulted in employees being normatively committed, 

effectively committed, and continually committed (Ilias, 2020). 

Kontoghiorghes C. (2016) indicated that talent attraction and retention play a 

vital role in increasing commitment. Considering the above facts, by improving 

TM Practices, practitioners can improve organizational commitment, thus 

increasing the overall achievement of an organization. The proposed hypothesis 

is,  

H2: There is a significant positive impact of TM practices on the organizational 

commitment of generation Y in the apparel industry. 

3. Organizational commitment and employee retention 

Importantly, organizational commitment reflects that employees feel 

emotionally bonded and psychologically associated with an organization 

(KORKMAZ, 2018) and low organizational commitment is associated with 

increased turnover (Arasanmi & Krishna, 2019). Therefore, organizational 

commitment is a signal of an employee’s desire to stay with the organization ( 

Andriani, Sulistyarini, & Sumyarto, 2022). 

According to (Salahudina S N B., 2016), only 23 per cent of Gen Y workers 

have the intention to work more than 5 years in their current organization. 

According to, Organizational commitment might be affecting an employee’s 

intention to stay or leave an organization. In many studies, organizational 

commitment has been conceptualized as an individual’s identification with and 

involvement in a particular organization. Typically, an individual’s 

organizational commitment comprises a belief in and acceptance of the 

organization’s goals and objectives, a willingness to exert considerable effort 

on behalf of the organization, and a desire to maintain membership with the 

organization (D’Amato, 2019). 

Scholarly work inveterates that OC is positively associated with ER (Carmeli 

& Weisberg, 2006; Rostiana, 2017; Saraih et al., 2017). (Mahal, 2012), based 

on his empirical study that there was a significant effect between the variable 

organizational commitment on employee retention. The reason is just because 

of a committed employee reflects loyalty to the company, thereby improving 

employee retention. Therefore, the above arguments supported building the 

hypothesis as follows,  

H3: There is a significant positive impact of organizational commitment on 

employee retention of generation Y in the apparel industry. 

4. Talent management practices, organizational commitment, and employee 

retention 

Statistical mediation analysis is commonplace in psychological science (Hayes 

& Scharkow, 2013). A variable may be called a mediator “to the extent that it 

accounts for the relationship between predictor and the criterion” (Kim, 

Phillips, & Hwang, 2018). Baron and Kenny discuss several analyses that 

should be performed, and the results assessed concerning the criteria just 

described.  

 



The Journal of ARSYM   ISSN: 2756-9373  
Volume: 3 Issue: I, 2022 

104 

• When the effect of the independent variable on the dependent variable 

decreases to zero with the inclusion of mediating variable, perfect 

mediation is said to have occurred (Kenny, 2008), called this situation 

complete mediation.  

• When the effect of the independent variable on the dependent variable 

decreases by a nontrivial amount but not to zero, partial mediation is 

said to have occurred.  

In addition to satisfying these requirements, two further assumptions must be 

met to claim that mediation has occurred. 

According to (Preacher, 2018), there are 3 prior conditions needed to be met to 

establish mediation. Below are mentioned those pre-conditions. This study 

aims to determine the effect of the independent and dependent variables through 

mediating variables.  

• Condition 1: the independent variable (TM Practices) is directly related 

to the dependent variable (Employee Retention).  

• Condition 2: the independent variable (TM Practices) is directly related 

to mediating variable (Organizational Commitment).  

• Condition 3: the mediating variable (Organizational Commitment) is 

directly related to the dependent variable (Employee Retention).  

There is a significant relationship between the independent and dependent 

variable will be reduced by (partial mediation) or no longer be significant (full 

mediation) when controlling for the mediator. The above-related literature 

provides evidence for satisfying these three prior conditions. Based on these 

arguments, this study proposes that the current study hypothesize as follows,  

H4: Organizational Commitment mediates the relationship between TM 

practices and employee retention of generation Y. 

2.3 Conceptual framework 

Reviewing the prevailing literature, the theoretical framework of the study is 

depicted in Figure 01.  

 

 

 

 

 

 

 

 

 
Figure 01. Theoretical Framework 

H1 

H2 H3 

Mediator variable 

Organizational 

Commitment 

Independent variable 

Talent 

Management 

Practices 

Employee 

Retention 

Dependent variable 
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2.4 Hypothesis development 

The following Hypotheses were developed based on the above conceptual 

framework.  

H1: There is a significant positive impact of Talent Management practices on 

employee retention of generation Y in the apparel industry. 

H2: There is a significant positive impact of Talent Management practices on 

the organizational commitment of generation Y in the apparel industry.  

H3: There is a significant positive impact of Organizational Commitment on 

employee retention of generation Y in the apparel industry.  

H4: Organizational Commitment mediates the relationship between Talent 

Management practices and employee retention of generation Y in the apparel 

industry. 

3. METHODOLOGY  

3.1 Study design 

According to (Noor, Nayaz, Sharma, & Manoj, 2020), the research design is a 

plan to answer a set of questions. It is a framework that comprises the methods 

and procedures to collect, analyze, and interpret data. The research design refers 

to the overall strategy or the conceptual structure that the researcher has chosen 

to integrate different components of the study in a coherent as well as logical 

manner. 

1. Philosophical foundation 

There are four main trends of research philosophy that are distinguished and 

discussed in the works by many authors: positivism, realism, interpretivism and 

pragmatism (Zukauskas, Andriukaitiene, & Vveinhardt, 2018). In this study, 

the researcher assumed that the facts derived from the scientific method could 

constitute knowledge because here used scientific methods to develop a 

hypothesis, collect and analyze the data and observe the acceptable phenomena 

based on the facts derived from the hypothesis testing to find out the answer for 

research questions. 

Therefore, this study comes under the positivism philosophy believing that 

there is a single truth. 

2. Type of the study 

There are different types of the study as exploratory studies, Descriptive 

studies, Causal studies, and correlation studies. Under casual studies, the 

researcher is curious about one or more than one factor that is undoubtedly 

producing the problem. The purpose of this study is to identify the impact of 

talent management practices on employee retention of Generation Y in the 

apparel industry in Sri Lanka, with mediating effect of organizational 

commitment. Conforming to this study comes under the causal study. 

3. Research approach 

When it comes to the research approaches, there are two main approaches that 

can be identified. They are the inductive approach and the deductive approach. 
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The inductive approach is followed by qualitative studies and doesn’t test the 

hypothesis. They do not test theories that are already existing. Most probably, 

the deductive approach is used by the researcher who conducts quantitative 

studies and mainly focuses on testing already built-up hypotheses by the 

researcher. In this study, the theories and the hypothesis are developed, and a 

research strategy is designed to test the hypothesis. Therefore, the deductive 

approach can be used as a research approach in this study. 

4. Research Strategy 

The researcher used a survey strategy as strategy for this research study. In 

short, it is a system for collecting information from Gen Y employees about 

their behaviour, attitudes, expectations, and responsiveness. 

5. Time of the study  

In this research particular phenomenon is studied at a particular time. It relates 

to a cross-sectional study. This study looks at gathering data just once. 

Therefore, cross-sectional studies will be more adaptable for this study. 

3.2 Population, sample, and sampling technique 

1. Unit of analysis 

This analysis is centralized to the Gen Y employees. Therefore, a unit of 

analysis can be considered as Generation Y blue colour employees in the 

apparel industry in Sri Lanka 

2. Population 

This research will be conducted using working men and women Generation Y 

employees aged between 21 and 41 apparel industry in Sri Lanka. According 

to this study, Generation Y consists of people who are born between 1980-2000 

will represent the population for this study. Due to the lack of reliable sources 

to find out the exact generation Y employees in the apparel industry in Sri 

Lanka, for this study population will be unknown. 

3. Sample 

A sample can be defined as a part that is drawn from the population. Under this 

research sample size would be 324. The researcher uses 324 generation Y blue 

colour employees working in the apparel industry in Sri Lanka for the data 

collection based on population is not known and using G*power calculator 

determinates based on criteria (i.e., Effect size: 0.15, Confidence level: 0.95, 

Significance level: 0.05). 

4. Sample technique  

The sampling technique can be taken into two sections. They are probability 

and non-probability sampling. In this study, the stratified sampling technique is 

used for selecting the sample as probability sampling. 

3.3 Operationalization  

The respondent generation Y employees will be evaluated by using different 

questions about employee retention, and selected factors are given in the below 

table. Strongly agree and strongly disagree are the two boundaries of the Likert 

Scale. 
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Table 01. Operationalization 

Variables  Dimensions  Indicators  Measurement  Source 

Talent  

Management  

Practices   

Mentoring  - Personal and 

professional growth  

- Career advancement 

- Coaching  

- Sponsorship 

- Exposure and visibility  

- Commitment   

Seven Point  

Likert Scale  

( Younas 

& Bari , 

2020) 

Strategic 

Leadership  
- Emphasizing ethical 

practices 

- Strategic control 

- Effective corporate 

culture 

- Succession planning 

Social Media - promotion of the brand 

- Share the 

organizational policies 

- Arrange the social 

events 

- Find friends via social 

media 

 

Organizational  

Commitment  

Affective  

Commitment  
- Emotional Attachment  

- Willing to spend the 

rest with the 

Organization  

- Feel organization 

problem as own   

- Strong sense of 

belonging  

- Feel like “Part of the 

family”  

- Great deal of Personnel 

meeting  

Seven Point  

Likert Scale  

(Kaur, 

2013) 

 Normative  

Commitment  
- Obligation to continue  

- Employment Feel 

guilty of Leave 

- Employee Loyalty 

- Higher Motivation 

- Creative Thinking 

- Employee Engagement 

- Commitment 

 

 Continuance  

Commitment  
- Very hard to leave now 

even if wanted to 

- Staying is a matter of 

necessary as much as 

desire 
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- Can become a member 

in another place easily 

as like this  

- Too few options to 

consider leaving -

Scarcity of alternatives   
Employee  

Retention  

  

Retention/ 

intention to 

stay  

- Employee turnover 

(Voluntary)  

- Employee turnover 

(High turnover)  

- Long term success 

(Training)  

- Long term success, 

Satisfaction   

Seven Point  

Likert Scale  

( Elsafty 

& Oraby, 

2022) 

4. RESULTS AND DISCUSSION  

The main purpose of this study is to investigate the impact of Talent 

management practices on employee retention of Generation Y in the apparel 

industry in Sri Lanka with mediating organizational commitment. This study 

expects to identify how organizational commitment mediates the relationship 

between Talent Management Practices and employee retention in the context 

of the apparel industry in Sri Lanka. 

4.1 Description of the Actual Sample  

In this situation, the researcher distributed 324 questionnaires among 

generation Y blue colour employees who are working in the apparel industry in 

Sri Lanka. But 314 questionnaires were gathered with complete answers. 

Therefore, the response rate of distributed and received questionnaires was 

96.91 % (314/324*100). 

1. Frequency Descriptive Analysis- Demographic Profile  

In this study, the first part of the questionnaire, which includes five questions, 

was used to get information on the demographic factors of respondents in the 

context of the apparel industry in Sri Lanka. 

The gender analysis denoted that the male population in the industry is 49% 

while the female population is 51%. It was identified that the apparel industry 

workforce had been dominated by female workers. There are relatively more 

female workers who have been engaging in manufacturing and other 

administrative activities. Going from marital status, the majority of respondents 

are not married. Further, they equally consider both female and male employees 

and maintain workplace diversity based on gender. The age analysis 

demonstrated that the majority of the employees were born in 1991-1995, and 

out of 314 respondents, the majority were young because most of them were 

aged below 35. One reason could be Generation Y as providing competitive 

advantages to companies because generation Y employees are well-versed in 

technology, highly educated, innovative and confident. As per the educational 

level analysis, generation Y employees in the apparel industry possess at least 

an Advance Level. Most of them were part qualified with a degree, and in 

second for part qualified employees, most of were possessed other professional 
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qualifications in relevant fields. When analyzing the number of company’s 

generation Y employees have worked so far, it was represented that most of the 

employees have worked with 2 companies now demonstrating 35%, and other 

than 16% of employees who have worked with 1 company, all other remains 

employees who represented 83% have switched for at least 1 company. It is 

evident that there could be seen a talent switching among generation Y 

employees because most of them were planning to leave their current employer 

and look for new career opportunities. 

2. Composite Index Construction 

Before conducting the analysis, indexes were created for all Talent 

Management Practices, Employee Retention, and Organizational Commitment 

which were in Likert scale form. There are two methods for constructing the 

composite index. They are the PCA approach and the MCA approach. PCA 

approach normally uses to build the index related to the quantitative data. MCA 

approach uses to create an index of the qualitative type data. A reliability and 

validity check is done before constructing indexes. To identify the reliability of 

the variables Cronbach's alpha value was used. Then conducted Bartlett’s test 

and KMO test for all reliable variables. Bartlett’s test was carried out to identify 

whether the correlation matrix is an identity matrix. 

4.2 Reliability analysis 

Table 02. Reliability Analysis 
Construct  No. of 

Questions 

Cronbach's 

Alpha 

Decision 

Rule 

Comment 

about 

Reliability 

Talent Management 

Practices 
15 0.814 0.814 > 0.7 Reliable 

Employee Retention 9 0.719 0.719 > 0.7 Reliable 

Organizational 

Commitment 
9 0.717 0.717 > 0.7 Reliable 

Source: Researcher constructed (2022) 

The Cronbach’s alpha value for TM Practices (0.814), Employee Retention 

(0.719) and Organizational commitment (0.717) are greater than the acceptance 

level (0.7). Therefore, it could be mentioned that the data are reliable and 

suitable to continue with hypothesis testing and descriptive analysis. 

1. Exploratory Data Analysis Assumption 

In the present study, linear regression analysis was performed to identify the 

impact of the independent and the dependent variable. 

4.3 Linearity  

The relationship between the independent and dependent variables was 

measured under linearity. Simple linear regression requires the relationship 

between the independent and dependent variables to be linear. Here, the 

linearity assumption was tested using a scatter plot. 

1. Normality  

In this study, normality was checked through Skewness and Kurtosis 

measurements. Skewness can be defined as a measure of the symmetry of 

distribution, and the value of skewness can be taken as positive, zero or 
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negative. Kurtosis is a measure of the degree of validity in the frequency 

distribution. Then skewness and kurtosis values should be between +2 and -2. 

Table 03. Result of Normality Test 

 

Minimum Maximum Skewness Kurtosis 

Statistic Statistic Statistic 
Std. 

Error 
Statistic 

Std. 

Error 

Talent Management 

Practices 
-11.93 4.07 -1.223 .138 1.668 .274 

Organizational 

Commitment 
-7.71 3.27 -.785 .138 1.687 .274 

Employee 

Retention 
-7.53 3.20 -.820 .138 1.482 .274 

Source: Survey data (2022) 

2. Correlation Analysis 

Table 04. Result of Correlation Analysis 

 Pearson 

Correlation 

P-

value 

Relationship 

Employee Retention * Talent 

Management Practices 
0.672 0.000 

Strong Positive 

Relationship 

Talent Management 

Practices * Organizational 

Commitment 

0.683 0.000 
Strong Positive 

Relationship 

Organizational Commitment 

* Employee Retention 
0.747 0.000 

Strong Positive 

Relationship 

Source: Survey data (2022) 

Since the p-value (0.000) is less than the significance level (0.05), the null 

hypothesis is rejected. Therefore, it can be concluded that there is a linear 

positive, strong correlation between the independent variable (Talent 

management practices) and dependent variable (Employee retention), which 

discovered a 0.672 value. 

4.3 Hypothesis testing 

The study aimed at establishing the impact of talent management practices on 

employee retention of generation Y employees with mediating effect of 

organizational commitment. There are four hypotheses which the researcher 

has developed under chapter two that were tested by considering all the above-

explained statistics. 

Table 05. Hypothesis Testing 

Factor Sig: Regression 

Coefficient 

Decision for 

Hypothesis 

Employee Retention * Talent 

Management Practices 
0.000 B = 0.548 H1: Accepted 

Talent Management Practices * 

Organizational Commitment 
0.000 B = 0.557 H1: Accepted 

Organizational Commitment * 

Employee Retention 
0.000 B = 0.747 H1: Accepted 

Source: Researcher constructed (2022) 
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H1: There is a significant positive impact of TM practices on employee retention 

of generation Y in the apparel industry 

The B value was 0.548, which demonstrates that there is a positive impact of 

TM practices on employee retention, and the P value was less than 0.05(0.000 

< 0.05). Thus, the null hypothesis can be rejected, confirming that there is a 

significant positive impact of TM practices on employee retention of generation 

Y in the apparel industry. 

H2: There is a significant positive impact of TM practices on the organizational 

commitment of generation Y in the apparel industry 

The B value was 0.557, which indicates that there is a positive impact of TM 

practices on organizational commitment, and the P value was less than 

0.05(0.000 < 0.05). Thus, the null hypothesis can be rejected, confirming there 

is a significant positive impact of TM practices on the organizational 

commitment of generation Y in the apparel industry. 

H3: There is a significant positive impact of Organizational Commitment on 

employee retention of generation Y in the apparel industry  

The B value was 0.747, which indicates that there is a positive impact of 

organizational commitment on employee retention, and the P value was less 

than 0.05(0.000 < 0.05). Thus, the null hypothesis can be rejected, confirming 

there is a significant positive impact of organizational commitment on 

employee retention of generation Y in the apparel industry. 

H4: Organizational commitment mediates the relationship between TM 

practices and employee retention of generation Y in the apparel industry 

Table 06. Testing for Mediating Effect 

Direct Effect Direct Effect Indirect Effect Mediation Effect 

Path  TMP            ER TMP        OC         ER Organizational 

Commitment  

is acting as a 

mediator on TMP 

and ER 

T statistics  11.1145 6.2303 

P -Value 0.000 0.000 

Standard error 0.0397 0.0382 

Accept/Reject Accept Accept 

Source: Researcher constructed (2022) 

P value of less than 0.05 indicates that the mediation is significant. Therefore, 

the null hypothesis is rejected. It is indicated that there is a partial mediation 

exists between TM practices and employee retention, with a total effect of 

0.5481 (54.81%) and P= 0.000 < 0.05. 

4.4 Discussion 

This study was designed to examine the impact of talent management practices 

on employee retention of generation Y employees in the apparel industry in Sri 

Lanka, with the mediating effect of organizational commitment. 

All the variables were identified as reliable and normally distributed, and hence 

the research was carried forward with the demographic analysis. The gender 

analysis denoted that the male population in the industry is 49% while the 

female population is 51%. It was identified that the apparel industry workforce 

had been dominated by female workers. There are relatively more female 
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workers who have been engaging in manufacturing and other administrative 

activities. Going from marital status, the majority of respondents are not 

married. Further, they equally consider both female and male employees and 

maintain workplace diversity based on gender. The age analysis demonstrated 

that the majority of the employees were born in 1991-1995, and out of 314 

respondents, the majority were young because most of them were aged below 

35. One reason could be Generation Y as providing competitive advantages to 

companies because generation Y employees are well-versed in technology, 

highly educated, innovative, and confident. As per the educational level 

analysis, generation Y employees in the apparel industry possess at least an 

Advance Level. Most of them were part qualified with a degree, and in second 

for part qualified employees, most of were possessed other professional 

qualifications in relevant fields. Based on this, it could be observed that 

generation Y employees are academically qualified or interested, as many 

employees are currently following a study course. It would be proved with the 

literature reviewed by chapter two that Generation Y employees are more rely 

on continuously upgrading their knowledge and competencies. Most of the 

employees in the industry generation Y employees are young (aged below 35). 

Therefore, the number of years they have spent in the apparel industry cannot 

be very high. When analyzing the number of company’s generation Y 

employees have worked so far, it was represented that most of the employees 

have worked with 2 companies now demonstrating 35%, and other than 16% 

of employees who have worked with 1 company, all other remains employees 

who represented 83% have switched for at least 1 company. It is evident that 

there could be seen a talent switching among generation Y employees because 

most of them were planning to leave their current employer and look for new 

career opportunities.  

5. CONCLUSION  

This study mainly focuses on identifying how organizational commitment 

mediates the relationship between talent management practices and employee 

retention in the apparel industry in Sri Lanka. The selected independent variable 

was talent management practices, and it comprised three dimensions such as 

mentoring, strategic leadership, and social media, while the dependent variable 

was employee retention, and the mediator variable was organizational 

commitment. These were analyzed in depth under chapter four through the data 

collected. Through correlation and regression analysis, the significance of the 

independent variable and mediator variable on employee retention was 

identified. Also, the Sobel test was used to identify the significance of the 

mediation. Hence, all the hypotheses (H1, H2, H3, and H4) set in the research 

were accepted in this study, denoting that the independent variable and 

mediator variable plays a vital role in employee retention and partially 

mediating the relationship between talent management practices and employee 

retention by organizational commitment.  

Talent Management practices and employee retention variables reflect a strong 

positive relationship of 67.2%. This means when talent management practices 

are high, employee retention is likely to increase. Talent Management practices 
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and organizational commitment variables reflect a strong positive relationship 

of 68.3%. This means when talent management practices are high, 

organizational commitment is likely to increase. Confirming that, 

organizational commitment and employee retention variables reflect a strong 

positive relationship of 74.7%. Furthermore, it was identified that the value of 

β is 0.747, and the coefficient is significant because the p-value is less than 0.05 

(0.000< 0.05), which reflects that there is a positive and significant impact of 

organizational commitment on employee retention. The Sobel test results 

confirm that organizational commitment partially mediates the relationship 

between talent management practices and employee retention with the 

the54.81% effect. Not only talent management practices but also psychological 

attachment toward employers requires retaining generation Y employees within 

the organization. Based on the data gathered, recommendations were made as 

to what practical steps be followed in enhancing employee retention, such as 

implementing succession planning, carrying out one-to-one mentoring sessions 

and establishing reverse mentoring, strengthening social media usage, and 

creating a mechanism to get information from factory staff. Based on the above-

stated data, it could be confidently concluded that all the research objectives 

were successfully achieved within the given scope of the study.  

Therefore, this study is only covering Generation Y blue colour employees in 

the apparel industry in Sri Lanka, and hence the researcher encouraged future 

researchers to conduct research with Generation X employees by increasing the 

extent of the research.  
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