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INTRODUCTION 

Employees are the backbone of an organization. The effective performance of an organization depends not only on the available technical resources but also on the quality and competence of its employees as required by the organization from time to time (Mahmud & Idrish, 2011). Human Resources have been said to play an important role in an organization's performance (Barney & Wright, 1997). This is because they have the knowledge, experience, and skills that are used to create a competitive advantage for an organization. Managing Human Resources in an organization is very important in achieving organizational goals and objectives (Opatha, 2002). Through the literature, the researcher has found the different Human Resource Management Practices that affect the Employee Retain in an organization. Previous studies relevant to the garment industry, after reviewing several articles relevant to Employee Retain, this study focuses on five variables to study the impact of Human Resource Management Practices on Employee Retain. Selected variables are Career Development, Supervisor Support, Working Environment, Rewards, and Work-Life Policies (Shoaib et al., 2009). Employee Retain remains a critical issue for organizations. Long-term health and success of a company depend on Retain of key Employees. It is noticed that the apparel industry in Sri Lanka, has faced a major problem regarding Employee Retain. As a result of that, many companies failed to fully utilize the Employee Retain. It badly affects the sustainable growth of the organization. If an organization can recruit and Retain Competent Employees in the long run, it could achieve its targets smoothly. One of the operational issues faced by this MG Apparel (Pvt) Ltd selected for this research, was the increase in the number of resigning when compared with the total number Recruit of employees, during the three years from 2016 to 2018.
                                             Table .1

	Year
	No. of Employees Recruit per year
	No. of Employees 

Resign per year
	Retain Rate (As a   % Annual Requirement)

	2016
	363
	204
	43%

	2017
	365
	214
	41%

	2018
	372
	230
	38%


According to the data, the selected company faced a major problem regarding the Retain of Employees. Therefore, based on the facts the study focuses on the following objectives.
PRIMARY OBJECTIVE
· To identify the impact of Human Resource Management Practices on Employee Intention to Retain of MG Apparel (Pvt) Ltd.
SECONDARY OBJECTIVES
· To identify the impact of the most influential factor for the Employee Intention to Retain of MG Apparel (Pvt) Ltd.
· To identify the impact of reasoning in to increase the Employee Intention to Retain of MG Apparel (Pvt) Ltd.
METHODOLOGY

As per the review’s literature, the association of these variables is depicted in Figure 1


The population of the present study was 600 non-managerial employees at MG Apparel (Pvt) Ltd and according to the Morgan table, a sample was 232 and employed a purposive sampling technique. The main goal of purposive sampling is to focus on particular characteristics of a population that are of interest, which will best enable to answer research questions. The Researcher knew all the departments of the garment factory and distributed the questionnaire, according to his choice and convenience. From 232 respondents only 184 respondents have fully completed the survey questionnaires. This research is based on primary and secondary data. Secondary data collected through journals, company reports, and published documents, etc. The structured questionnaire was designed with five Likert scales from strongly agree to strongly disagree to measure both Independent and Dependent Variables. To analyze the collected data SPSS 21 version was used.  
HYPOTHESES
H1: There is a significant impact of Human Resource Management Practices on Employee Intention to Retain.
H2: There is a significant impact of Career Development on Employee Intention to Retain.
H3: There is a significant impact of Supervisor Support on Employee Intention to Retain.
H4: There is a significant impact of Working Environment on Employee Intention to Retain.
H5: There is a significant impact of Rewards on Employee Intention to Retain.
H6: There is a significant impact of Work-Life Policies on Employee Intention to Retain.

RESULTS AND DISCUSSION

The findings revealed that the majority of the selected sample represented the 21 to 30 years age category. It was visible that the majority of employees had a service period of less than one year. Gender distribution of the company showed a higher Female representation. 
REGRESSION ANALYSIS- Summary of Regression Analysis
	Independent Variable
	R
	R Square
	B Value
	Sig.

	
	
	
	Constant
	Average
	

	HRM Practices
	0.706
	0.498
	0.26
	0.77
	0.000

	Career Development
	0.443
	0.196
	0.864
	0.553
	0.000

	Supervisor Support
	0.353
	0.125
	1.134
	0.349
	0.000

	Working Environment
	0.656
	0.431
	0.572
	0.641
	0.000

	Rewards
	0.607
	0.369
	0.765
	0.510
	0.000

	Work-Life Policies
	0.569
	0.324
	0.592
	0.600
	0.000


According to the results of the regression analysis, fitted model R2 =0.498,  49.8% of the variance in Employees Intention to Retain is explained by five Human Resource Management Practices. Working Environment, Rewards, and Work-Life Policies have a high impact on Employee Retain. Career Development and Supervisor Support have less impact on Employee Retain. Findings highlighted that Working Environment has a higher impact (β=64.1%, R2 =43.1%) on Employee Retain than the other four Human Resource Management Practices.

CORRELATION ANALYSIS- Summary of Correlation Analysis
	Independent Variable
	N
	Pearson’s Correlation Value with Retain
	Sig (2- Tailed) value

	Career Development
	184
	0.443
	0.000

	Supervisor Support
	184
	0.354
	0.000

	Working Environment
	184
	0.656
	0.000

	Rewards
	184
	0.607
	0.000

	Work-Life Policies
	184
	0.569
	0.000


There is a positive and significant relationship between Human Resource Management Practices on Employee Retain. The relationship between Career Development, Working Environment, Rewards, and Work-Life Policies on Employee Retain is moderate. The relationship between Supervisor Support and Employee Retain is a small but definite relationship. The study established that the Working Environment is the most influential factor at the MG Apparel (Pvt) Ltd, Imbulana. 
Most of the findings of this study match with previous literature. A study conducted by Shoaib et al., (2009) revealed a positive relationship and significant impact of Career Development, Supervisor Support, Working Environment, Rewards, and Work-Life Policies with Employee Retain and thus, all the hypotheses were accepted. It was true for MG Apparel (Pvt) Ltd. A study conducted by Mahmud and Idrish (2011) among Bank Employees in Bangladesh,  revealed that out of the six Independent Variables such as Realistic job information, job analysis, Career Development, Compensation, Supervisor Support, and Work-Family Balance only two variables such as Compensation and Supervisor Support had a significant impact on Employee Retain. Another study conducted by Sheikh, Ul-Qamar & Iqbal (2010) concludes with a positive relationship between the above HRM Practices and Employee Retain. 

CONCLUSION AND RECOMMENDATIONS
The study established that Career Development significantly impact Employee Retain and employee's clear targets for their objectives as a major contributor to Employee Retain. The results revealed that Supervisor Support significantly impact on Employee Retain and availability of Supervisor as a major contributor to Employee Retain and also Working Environment significantly impact on Employee Retain and organizational safety as a major contributor to Employee Retain. The study established Rewards significantly impact on Employee Retain and other benefits (Eg. health care, transportation assistance, food aid, Insurances, etc.) as a major contributor to Employee Retain. Finally, it was found that Work-Life Policies significantly impact on Employee Retain and flexible schedule as a major contributor to Employee Retain.
Further, the findings of this research study will be important both on the theoretical and practical level. The model could be used as an explanatory model of the Employee Intention to Retain that will be an original contribution to the knowledge in the field of HRM.  It was almost possible to support empirically the research model developed for this study. The model could be used as an explanatory model of the Employee Intention to Retain that will be an original contribution to the knowledge in the field of HRM. From the perspective of the manufacturing organizations, these findings should assist in developing a set of HRM practices that can potentially assist a manufacturing firm to increase the degree of the Employee Retain.
The study recommends that MG Apparel can enhance Employee Retain by providing Office Space and Equipment, Ventilation, Lightning, Work Place Health, and Safety for their employees and by providing Welfare Benefits that meet the need of employees. 
Future researchers can easily pinpoint the variables that affect the Retain of Employees. Furthermore, national researchers can use the results of this study to make the base for future studies in this area. Future researchers can carry it on broader aspects by considering the impact of other HRM practices on Employee Retain. According to the comments on the research questionnaire and past literature, the researcher believes Grievances Handling, Employee Relations, Staffing, Training, and Management style would be some other important Independent Variables for future studies. Therefore, future research studies may find out the effects of these factors on Employee Intention to Retain.
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