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Abstract 

Employee Retention is a challenging concern of the organization. This study stressed on Employee Retention strategies. 
Employees are the assets of the organization. To retain skilful and committed employees in the organization, management should take 
care of employee satisfaction. Find out the reasons of employee Turnover and overcome this. The purpose of this study is to prove 
how employee retention is essential in this Day and age, and if the organizations are not awake to the situation and immediate actions 
are not taken to that Effect, what repercussions lay ahead and how they would affect the organization and the industry. 
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Introduction 
       Employee retention is defined as an organization's ability to prevent employee turnover, or the number of people who leave 
their job in a certain period, either voluntarily or involuntarily.      
      
   Employee retention refers to the various policies and practices which let the employees stick to an organization for a longer 
period of time.  
 
    It is impossible for an organization to survive if its top performers quit. It is essential for the management to retain its 
valuable employees who think in favour of the organization and contribute their level best. An organization needs employees who are 
loyal and work hard with full dedication to achieve the organization’s objective. 
 

Employee Retention is defined as an organization’s ability to retain its employees. It can also be called as a process, in which 
the resources are motivated and encouraged to stay in an organization for a longer period of time for the sustainability of the 
organization. 
 
Objective of employee retention 
1. To Reduce Turnover Hassles 
Employee turnover costs a company not only in terms of money, but also time and productivity. Replacing people means hours spent 
in hiring and training, which also becomes cumbersome for existing employees. 
2. To Reduce Acquisition and Training Time 
It is no secret that hiring the right employees can go a long way in bringing all-round profits for any company. While dedicated 
workers can take the company to new heights meeting collective objectives, wrong fits can cause the company a ton in terms of both 
monetary and human resources.  
3. To Improve Employee Morale 
Employee satisfaction rates are directly connected to the success of a company, however small or large. An office is not just a cubicle 
with no communication with the outside world but is rather a breeding ground for young friendships and good life experience. 
4. To achieve Increased Employee Productivity 
By now, it is clear that employee retention can be one of the best ways to ensure that a company continues to grow. A successful 
retention scheme can also be a fundamental way of ensuring effective employee engagement. 
5. To achieve Improved Customer Experiences 
Keeping in mind the bigger picture, employee retention becomes essential in order to ensure customer satisfaction. 
 
• Causes of Employees Retention 
  We’ve outlined the 5 main reasons for high employee turnover 
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1. Lack of Growth and Progression: Opportunity for growth and development is very important for retaining good employees. 
If an employee feels trapped in a dead-end position, they are likely to look towards different companies for the chance to 
improve their status and income. 

2. Being Overworked: It might seem natural that, in periods of economic pressure, you ask your staff to take on extra 
responsibilities. You might need to let people go and ask remaining employees to pick up the slack by working longer hours or 
even weekends. But asking workers to choose between their work life and personal life will never sit well. Instead, it will 
contribute to a higher turnover, as employees grow frustrated. 

3. Lack of Feedback and Recognition: If you avoid giving feedback, you might be pushing your employees away. Feedback is 
the first step to ensuring your employees succeed, so avoiding this process can be detrimental to their success. 
 

If an employee is struggling, your honest feedback can help them manage their workload and refocus. Ignoring the 
opportunity for feedback, or providing unhelpful feedback, will leave your employee to flounder, become disheartened, 
struggle and, eventually, give up. 

4. Little Opportunity for Decision-Making: In fact, micromanaging stamps out the opportunity for innovation, which is not 
what you want. Stifled, over managed employees are likely to grow frustrated with the lack of freedom, which contributes to 
high turnover. 
Instead, trust your employees to perform well – allow them some freedom and you are sure to see their enthusiasm skyrocket. 

5. Poor Employee Selection: Finding the perfect employee is difficult, but forcing a match with an employee that is clearly not 
right for the company culture or values will never end well. Even though you are desperate to fill that position, picking a poorly 
matched employee is bad for you, your company, and the employee. 
 
     No one does their best work when they are unhappy, and an incompatible employee is unlikely to be content with their new 
position.  

 
•Employee Retention Strategies 
1. Hire the right people 
2. Fire people who don’t fit 
3. Keep compensation and benefits current 
4. Encourage generosity and gratitude 
5. Recognize and reward employees 
6. Offer flexibility 
7. Pay attention to engagement 
8. Prioritize employee happiness 
9. Make opportunities for development and growth 
10. Clean up performance reviews 
11. Provide an inclusive vision 
12. Demonstrate and cultivate respect 

 
Conclusion 
     Effective employee retention can save an organization from productivity losses. High-retention workplaces tend to employ 
more engaged workers who, in turn, get more done. Engaged employees are more likely to improve customer relationships, and teams 
that have had time to coalesce also tend to be more productive. A retention strategy is a plan that organizations create and use to 
reduce employee turnover, prevent attrition, increase retention, and foster employee engagement.   
   
Reference 

1. https://www.researchgate.net/publication/339253142_A_Study_of_Employee_Retention/link/5e464199299bf1cdb9285dbb/do
wnload 

2. https://www.tutorialspoint.com/employee_retention/employee_retention_introduction.htm#:~:text=Employee%20Retention%2
0is%20defined%20as,the%20sustainability%20of%20the%20organization. 

3. https://www.tutorialspoint.com/employee_retention/employee_retention_introduction.htm#:~:text=Employee%20Retention%2
0is%20defined%20as,the%20sustainability%20of%20the%20organization. 

4. Herman, R.E. (2005) HR Managers as Employee Retention specialists, Employment relation Today, 32, 1-7 
5. Ramlall, S (2003), Managing employee retention as a strategy for increasing organizational competitiveness, Applied HRM 

  


