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Abstract :- 
The organisation faces a difficult problem with employee retention. The focus of this study was 
employee retention tactics. The organization's greatest asset is its workforce. Management needs to pay 
attention to employee happiness if they want to keep talented and dedicated staff members in the 
company. Determine the causes of employee attrition and take steps to address them. The goal of this 
study is to demonstrate the importance of staff retention in the modern workplace and the potential 
consequences for both the organisation and the industry if organisations fail to recognise this need and 
take prompt action. 
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Introduction:- 
The capacity of an organisation to hold onto its workforce is known as employee retention. It is also 
known as a procedure that encourages and motivates resources to remain with an organisation for an 
extended length of time in order to ensure the organization's sustainability. 
Encouraging both the employer and the employees is the ultimate goal of employee retention. It makes 
it easier for devoted workers to remain with the business for an extended period of time, which benefits 
all parties involved. 
 
Retaining employees is a problem that requires more than just paperwork and reports. It all depends on 
how well employers are able to comprehend the different worries that their staff members have and, 
when necessary, assist them in finding solutions to their problems. All organizations have to devote 
financial resources and effort to train and prepare new hires for corporate environments. If such 
individuals leave the company after receiving their full training, the organisation will suffer a total loss. 
 
When workers quit after receiving thorough training, the company is left with little recourse. The 
concept of employee retention considers the several steps that are done to ensure that a worker remains 
with a company for as long as possible. 
According to research, the majority of workers quit their jobs due to dissatisfaction and ongoing conflict 
with their managers or coworkers. A worker may seek a change in response to factors such as low pay, 
limited opportunities for advancement, and a loss of motivation. The management has to make every 
effort to hold onto those workers who are well-known for being productive contributors and who are 
really vital to the system. 
Objective of the study :- 
1. The study's primary goal is to investigate staff retention inside the company. 
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2. To find out what issues the organization's staff members are facing.  
3. To determine how staff turnover is decreased by retention strategies. 

 
Importance of the study: 
Managing retention is not the same as employee retention. It has to do  
with personnel management. Employee retention will take care of itself in an organisation with good people 

management. People are drawn to companies that offer: Recognition for job well done, Plenty of 
opportunities, a welcoming and cooperative atmosphere; an impression that the company is an 
employee's second home. A primary objective of the company is now employee retention .  

 
Theoretical Background:  
An organisation will gain from the staff retention process in the following ways:  

1. The Cost of Turnover: A company's expenses might increase by hundreds of thousands of dollars 
due to personnel turnover. Although it is challenging to accurately assess the cost of turnover (which 
includes recruiting expenses, training costs, and lost productivity), industry experts frequently provide 
a conservative estimate of 25% of the average employee wage.  
2. Knowledge of the Company Is Lost: When an employee departs, he sometimes takes with him 
important information about the business, clients, ongoing initiatives, and previous experiences (often 
to competitors). A lot of effort and money are frequently invested in employees with the hope of seeing 
a return in the future. The investment is lost when the worker departs.  
3. Breach of Customer Service: Part of the reason why customers and clients conduct business with a 
firm is the individuals who work there. Connections are made that support the company's ongoing 
sponsorship. When an employee quits, the connections they made for the business are broken, which 
may result in a loss of customers. 

  
4. Employee turnover increases other employee turnover: The impact of an employee's termination 
ripples through the entire company. It is frequently necessary for coworkers to take up the slack. 
Unspoken animosity towards the surviving employees frequently gets worse. Company goodwill: 
When attrition rates are low, a company's goodwill is preserved. Increased retention rates encourage 
prospective workers to apply to the company.  

 
5. Regaining efficiency: When an employee leaves, a significant amount of time is lost in finding and 
onboarding a replacement, which directly contributes to the company's loss, which frequently goes 
unnoticed. You are unable to guarantee that the new hire will operate with the same efficiency even 
after this. What Causes an Employee to Quit? Workers don't just quit a company for no apparent reason.  
There are specific situations that result in their departure from the company. The most typical causes 
could be:  

 
a) The job is not what the employee expected: Occasionally, candidates' expectations for the work 
duties are not met. Job unhappiness is a result of unexpected job responsibilities.  
b) Mismatch between person and job: A candidate may be suited for a particular sort of work that fits 
his personality. If he is assigned a job that is not a good fit for him, he will struggle to do it well and 
will look for excuses to quit.  

 
c) Lack of growth opportunities: A candidate's career and employment will stagnate if their current 
position offers little to no opportunity for learning and development.  
d) Lack of appreciation: An employee becomes disinterested in their work and feels demotivated if 
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their boss does not find value in their effort.  
 

e) Lack of support and trust from superiors, coworkers, and management: The most crucial requirement 
for an employee to remain on the job is trust.  
f) Work-life imbalance and stress from overwork: Work-life imbalance and stress from the job can both 
contribute to an employee's departure from the company.  

.  
h) New job offer: An employee may decide to leave the company if he receives an alluring offer that 
he believes will benefit him in terms of job responsibility, pay, growth, and learning, among other 
things.  

 
Five Fundamentals Are Involved In Retention  
Workplace: An enthusiastic worker seeks to make contributions to departments that are not directly related 

to his job description.  
According to Ramlall (2003), an employee in an organisation needs a proper work environment because it 

will foster dedication.  
 

According to Nelson's (2006) research, job satisfaction is an extremely valued, incomparable, and 
irreplaceable commodity. Negatively impacting the desired degree of work are hopeless personnel. A 
small percentage of contented workers have an impact not only on output but also on the workplace 
culture, which influences employee and organisational performance.  
Growth: Every person's career involves growth in one way or another. There is a possibility that an 
employee will leave his current company as soon as he has the chance if he cannot envision how his 
career will flourish there.  

 
According to Grossman (2002), work growth is a function of both employee performance inside the 
organisation and the organisational provenance that the organisation provides to its employees. The 
ultimate outcome of employee behavior, including performance, retention, and employee happiness, is 
growth and productivity. 

  
Compensation: The majority of the retention process is devoted to compensation. Employees have high 
standards for their compensation packages at all times. Salary and wages, bonuses, health insurance, 
and post-retirement benefits are all included in compensation.  
According to Davies, Taylor, and Savery (2001), all organizations provide compensation to their top 
employees, but relatively few do so wisely. The statement put out was that "the organization's salary 
and benefits policies are not being used strategically to improve morale, reduce turnover, and achieve 
targets within an establishment." According to a study, pay can have a crucial role in lowering 
managerial turnover and raising commitment even if it was not one of the main factors affecting non-
management turnover.  

 
Relationship: An employee's departure from an organisation can occasionally be attributed to their 
relationships with peers and management. An employee frequently cannot find a supporting work 
culture and environment from management in terms of people and professional interactions. A positive 
work environment increases employee satisfaction and fosters professional growth. An employee may 
occasionally begin to harbour resentment towards peers or management, which lowers job satisfaction 
and ultimately causes turnover. 
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Armstrong (2003) All parts of human resource management that deal directly or through collective agreements 
with employees in areas where trade unions are recognized are collectively referred to as employee 
relations. The union works for the well-being and comfortable working conditions of its members. The 
overall management of the working relationship between an employer and employees—which may 
involve a formal contract of employment or procedural agreement—is the focus of employee relations.  

 
Assistance:  

Instead of pressuring them to choose between their professional and personal life, today's workers want a 
workplace that supports them in striking a balance. programmes such as those for their children 
specifically, scholarships, health benefits, training, etc.  

 
William Kahn (1993) "The shackling of individuals within an organisation to their job roles; during 
role performances, people use and express themselves physically, cognitively, and emotionally." "An 
employee's involvement with, commitment to, and satisfaction with work" is the definition of employee 
engagement. A component of staff retention is employee engagement.  
 

Strategies for Retaining Employees: 
 The following fundamental procedures need to be considered while developing staff retention strategies:  

1. First and foremost, make the proper hires.  
2. Give staff members more authority. Give the staff the power to complete tasks.  
3. Help staff members understand that they are the company's most valuable asset.  
4. Respect, believe, and have faith in them.  
5. Give them knowledge and information.  
6. Continue giving them performance reviews. 
 7. Acknowledge and value their accomplishments.  
8. Maintain a positive attitude.  
9. Establish a setting where workers are motivated to work and enjoy themselves. 
 

Make work entertaining and enjoyable because people want to like what they do. Recognize that 
workers must manage their personal and professional lives, thus provide flexible start and end times. 
To encourage candid conversation, provide questionnaires such as 360-degree feedback surveys. Think 
about enabling surveys to be anonymous from time to time to encourage staff to be more forthright and 
honest in their feedback. Give employees the chance to advance their careers and receive cross-training 
within the organisation. Provide competitive and appealing benefits. 

 
Methodology of the Study:  
This study uses a questionnaire as a research instrument and is based on a descriptive research design. Both 

primary and secondary sources of data have been gathered in order to meet the study's aims. Information 
has been gathered from workers at medium-sized businesses. The judgment sampling method was 
applied for this study. Ten employees were chosen as a sample from each of the six medium-sized 
industries. Thus, sixty employees were the intended sample size. The study employed a 5-point Likert 
scale for the questionnaire, ranging from strongly  

Disagree to strongly agree. The approach of percentages was applied to analyse the data. 
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Findings: 
 It was discovered that the majority of respondents believed that employee job satisfaction and, 

ultimately, employee retention were influenced by the work environment (campus, workplace, and 
facility). 

 It was noted that the majority of workers place a high value on direction, supervision, and guidance 
within the company.  

 The majority of respondents believe that benefit programmes, such as paid time off, retirement 
benefits, and health and welfare, help them maintain a work-life balance.  

 According to the respondents, work-life programmes that offer family and personal support help 
individuals balance their personal and professional lives.  

 It was discovered that career opportunities make employees happier. Motivating others requires 
effective leadership.  

 Salary, pay, or other financial benefits are always incentives to stay with the company. If not, 
competent workers will be drawn to competitors' well compensated positions.  

 Based on the comprehensive analysis, the majority of employees firmly believe that the 
organization's culture plays a crucial role in retaining talent. They find the corporate culture to be 
satisfactory. Thus, they are not considering changing careers. 

 
Conclusion of the study :- 
The study's conclusion highlights the growing significance of keeping employees within the company. 
It draws attention to the causes of the high turnover rate as well as the expenses this behaviour incurs 
for the business. The work environment, work culture, wage negotiation, pay management, incentives 
and recognition, leadership, and the interaction between employees and management are some of the 
areas that are briefly covered in this study when it comes to the implementation of employee retention 
techniques. As a result, the company can instill some behaviors that encourage employees to work well 
and keep them around by putting in place retention tactics and offering a variety of welfare benefits. 
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