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Chapter 1 – Introduction
In the modern era of high technological integration and changing dynamics, the organizations are facing various challenges while managing the workforce. The existing talent base available in labor markets is filled with Generation Y that demand constant career growth, immediate changes in work processes, sense of ownership, and empowerment at a workplace. As result, talent retention appeared as a primary challenge for organizations, which enforces the management to revise compensation, motivation, and resource planning collectively. As denoted by Preetam (2013), millennial employees were born between 1977 and 1984, entering into the professional domain at an average age of 24 years. The millennial(s) are goal-striven personalities with a high sense of achievement and dominating presence in the existing workforce. As a result, the organizations are working with precision to create and implement a reward system that caters the need of employees at a broader perspective.

Proceeding with the identification of millennial, Gallicano, Curtin, and Matthews (2012) stated that the Generation Y is the most diversified group in terms of races, emergence, and adaptability. However, the group usually avoids following the work ethics and prefers changing the rules for accomplishing innovative outcomes. Further, Bannon, Ford, and Meltzer (2011) argued that millennials are technological savvy since the generation witnessed post-digital and globalized world from the beginning. Precisely, the shaping attitudes and generational attributes collectively raised a significant management concern for organizations operating in the existing epoch.

Since the participation of millennial in the workforce, the discipline of Management Sciences witnessed unprecedented changes in the dynamics. According to Meng, Reber, and Rogers (2017), millennial(s) are the most influential groups experienced by organizations today. The generation works beyond the monetary considerations such as attractive remuneration packages, multiple bonuses, and related tools utilized by organizations to provide basic motivation. Instead, the focus is more on elements, namely flexibility, independence, challenging tasks, safety, and repetitive evaluation.

Moreover, millennial(s) are highly inclined towards entrepreneurship and empowered participation in the organizations, valuing beyond the financial benefits offered by an organization. The easy access to information technology (IT) has contributed significantly in the augmentation of entrepreneurial confidence, knowledge, and expertise possessed by such individuals within a workplace (Deal, Altman, & Rogelberg, 2010; Lingelbach, Patino, & Pitta, 2012). Since attributes such as a sense of entitlement at a workplace, casualness in attitude, evolving neediness are collectively evident among the modern era workforce, organizations are becoming highly sensitive towards management facets, namely talent retention, mitigated conflicts of interests, and loyal employee-employer relationships (Thompson & Gregory, 2012). The current generation is operating with fluctuating attitudes, objectives and expectations, which influence the operational quality and management practices of organizations to a noticeable degree.

Nonetheless, a declined rate of talent retention and absence of ideal motivational factors are triggering massive labour turnover in organizations worldwide (Ertas, 2015). The discipline of Management Sciences is devoted to researching and introducing a suitable reward system that holds a potential for addressing such challenges in a workplace. Over the decade, the vulnerability, complexity, and uncertainty of Generation Y remained a focal point for scholars. As identified by Aruna & Anitha (2015), millennial(s) expect valuable and immediate returns from organizations in exchange for efforts integrated towards the communicated objectives. In order to comply with the expectations of millennial, the Management Sciences created, proposed, and emphasized practicing Total Reward System (TRS) for meeting with fluctuating and evolving demands of employees in an efficient manner.

Besides talent retention, total quality management (TQM) in operations is another challenge for the corporations today. A demotivated employee would inject least efforts in augmenting the high standards in each aspect of operations regulated by a company. In order to accomplish high standards in results and comply with the TQM benchmarks, organizations are enforced to create a strategic relationship with employees, which are key members of the value chain (O’Neill, Sohal, & Tengm, 2015). Hence, the objective of this research is to investigate the significant impact of TRS on talent retention and improvement of TQM in operations by providing millennial(s) or Generation Y employees a combination of monetary and non-monetary rewards.

Chapter 2 – Theoretical Foundation
Total Reward System (TRS) – Theoretical Framework
Traditionally, the reward system is viewed as monetary exchanges between employees and organizations. Until the evolution of management, the reward structure only comprised of monetary factors and delivery of financial utilities to employees working within an organization. However, a transformation of the workforce from employees to talents has changed the concept of reward simultaneously. Today, organizations follow the concept of ‘total reward system’ or ‘total reward strategy’ (TRS) that delivers the monetary and non-monetary benefits to employees in the form of a package (Hsieh & Chen, 2011). TRS ensures that balance of contribution, namely employee-to-organization and organization-to-employee, is maintained throughout the employment servicescape (Pratheepkanth, 2011). Besides, San, Theen, and Heng (2012) claimed that TRS framework affirms the delivery of both direct and indirect rewards systematically. TRS is recognized as a revolutionary tool in the discipline of Management Sciences that maintain the attraction and motivation among employees, which is mandatory for retaining talented resources subsequently.

Tornikoski (2011) explained TRS framework as an expatriate compensation package. The author claimed that millennial value the system by considering TRS as a “bundle of valued rewards,” which becomes an opportunity for organizations to deliver maximum satisfaction and secure talent retention simultaneously. Besides, Danish and Usman (2010) argued that TRS model has changed the concept of motivation by integrating factors such as competitive pay, job satisfaction, and employee recognition in a defined compendium. TRS is an idyllic charter for organizations, providing substantial assistance in managing the contemporary and dominating workforce of Generation Y today.
Talent Retention
By definition, employee or talent retention is a capability of an organization to preserve a resource in a workforce by offering different rewards and attractions. According to Ibidunni, Osibanjo, Adeniji, Salau, and Falola (2015), talent retention is a necessary facet for companies required to sustain the performance and intellectual capital. It determines the industrial positioning of an organization by defining corporate competencies and expanding success probability subsequently. Festing and Schafer (2013) argued that talent retention determines the nature of relationship established between employees and organizations. It is a psychological contract, keeping employees and organizations intact based on respective goals.

Nonetheless, Bussin and van Rooy (2014) claimed that TRS has a noticeable influence on employee retention within an organization. Considering the generational challenges involved among millennial, the TRS model provides series of non-monetary benefits that are an integral part of a psychological contract signed between employees and employers. Similarly, Terera and Ngirande (2014) argued that TRS model has a direct impact on the job satisfaction, employee motivation, and talent retention. The monetary and non-monetary elements combined in the reward system generate a synergic implication, which is necessary for organizations to improve the relationship with employees for an extended period.

Training and Career Development
Training and development or career developments of employees play a significant role in ensuring the talent retention for organizations. The Generation Y audience is highly inclined towards non-monetary benefits such as training, career development, and challenges in delegated work. In order to comply with the persuasion of millennial talent base, organizations provide on-the-job and off-the-job training, suitable training designs, and efficient delivery style collectively (Khan, Khan, & Khan, 2011). Bulut and Culha (2010) argued that organizations tend to secure the commitment from employees towards the workplace once training is offered. The training and career development augment the psychological contract and social exchanges between employees and employers, which are essential components of talent retention.

In the present era, training and career development are the constituents of reward systems adopted by an organization. According to Cox, Brown, and Reilly (2010), the structure of TRS model considers training and development of employees as a specific element of intrinsic motivation. Besides, Duckett and Langford (2013) indicated that TRS framework that delivers modernized incentives to the employees. By combining monetary and non-monetary rewards, organizations provide an ideal direction to the careers of individual employees, which is necessary for improving retention rate among talents significantly.

Work-Life Balance
Work-life balance is another facet for Generation Y employees that organizations are determined to fulfill significantly in the reward systems. By definition, work-life balance is a prioritization process between work-oriented factors such as careers and professional ambitions, which are accomplished with personal objectives, namely health, pleasure, and family leisure. With a substantial gender diversification in the workforce, the work-life balance received importance since the participation of females at prominent positions in an organization (Rehman & Roomi, 2012). Delecta (2011) argued that work-life balance received attention from researchers and executives since the notion spreads reflection on each aspect of life. Nonetheless, the significance of work-life balance is not restricted to women participatory in an organization. Employers focus on the concept of augmenting teamwork and job satisfaction among Generation Y employees (Kaur, 2017), which strengthens the commitment towards an organization subsequently.

Furthermore, Grawitch, Barber, and Justice (2010) argued that the work-life interface assists employees in managing personal resources effectively. As result, the probability of adverse outcomes is controlled by organizations by providing a psychological and physical relief to employees throughout the operational lifecycle. Due to a highlighted significance, the TRS framework offers a separate attention to work-life balance. Besides creating attraction in job opportunities, employers offer total reward package by emphasizing heavily on a work-life interface, required for maintaining gender diversity and talent retention collectively (Schlechter, Thompson, & Bussin, 2015). The work-life balance is a noteworthy concern for millennial(s) in the workforce and organizations are subject to experience frequent labor turnover in a case of ignorance.

Total Quality Management (TQM)
According to Bortolotti, Boscari and Danese (2014), TQM has a direct association with a sustainable organizational culture and teamwork. The phenomenon of TQM aims to comply with expectations of each stakeholder involved in the value chain of an organization. TQM ensures that organizations are committed towards enhancements in work factors constantly by providing goods and services to customers beyond expectations, serving employees with training and flexibility in operations, and affirming the corporation with a continuous growth in profitability (Mandava & Bach, 2015). Jaca and Psomas (2015) argued that TQM refers to the integration and adaptation of quality practices in employee management and employee knowledge, which augments the financial performance of a business. Fu, Chou, Chen and Wang (2014) argued that TQM triggers a value chain in a workplace. It allows organizations to value employees, and employees to value customers subsequently. The core focus of TQM is to deliver quality throughout the operational roadmap, both internally (employees) and externally (customers), with utmost consistency (Khanam, Siddiqui & Talib, 2013).

The integration of TQM and TRS is a contemporary approach for organizations functioning in a modern era. Schlechter, Thompson and Bussin (2015) identified that TQM is a consistency notion, requiring loyalty and determination from workforce. The authors argued that organizations practicing TRS would create a loyal talent base. Such talents would demonstrate strong determination towards quality and consistency, allowing organizations to establish TQM system for increasing value throughout the operational chain. Precisely, TRS and TQM have a strong association for organizations regulating in a dynamic business environment with a Generation Y talent base.

Chapter 3 – Research Methodology
This research would use a hybrid approach to data collection in order to conduct a successful investigation on the topic and provide a valuable contribution to the discipline of Management Sciences. The hybrid method would include both primary and secondary data collection for expanding the scope of analyses on the selected topic significantly. Discussing each individually, the secondary data would allow the extraction of information and models from past research works conducted by different authors in the discipline. The core reason of utilizing secondary data is to gain an understanding of the topic, establish a causal relationship among independent variables (TRS) and dependent variables (employee retention, TQM, work-life balance, and training and development), and analyze past results systematically. Moreover, the secondary data is highly economical for researchers since information is pre-collected. While utilizing the approach, researchers can save an immense amount of time, money, and related resources in order to invest in primary domains subsequently.

Once the collection and examination of secondary data are completed, the research would progress by gathering primary data for investigating new dimensions related to the selected topic. A primary data collection is an approach of gathering real-time information from the suitable sample through various techniques. For this research, the researchers would develop a questionnaire survey having series of queries about the topic, sample, and variables. The survey would collect responses from the relevant participants individually. Furthermore, there is the specific software, Statistical Package for the Social Sciences (SPSS), which will be used to obtain the logical results from the statistics. The hybrid methodology would ensure that acquired results are justified academically and statistically, making the outcomes comprehensible and feasible for practical implications in post-research stages significantly.

Chapter 4 – Schedule of Milestones

Table 1: Milestone Schedule for Dissertation (Dates are tentative and subject to modifications)
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