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Abstract: Employee retention remains a priority across various sectors, with organizations recognizing the need for effective 

strategies to ensure employee satisfaction and engagement. This study explores the perspectives of HR professionals in the 

Manufacturing, IT, Healthcare, and Mining sectors, which experience high turnover rates due to rapid technological advancements 

and competitive job markets. Using a descriptive research design, data were collected through semi-structured interviews with a 

sample of 10 HR professionals (8 males and 2 females) from top companies. Reflexive thematic analysis revealed critical themes 

related to proactive retention measures and employee value propositions. Findings identified that career development initiatives, 

flexible work arrangements, and competitive compensation packages, all positively influencing employee engagement, supportive 

work environment, integration of technological trends can help in the reduction of turnover rates. In conclusion, effective retention 

strategies are essential for employee satisfaction and organizational growth, with proactive measures significantly enhancing 

engagement and lowering turnover intention.  

Keywords: Employee Retention, HR Professionals, Employee Motivation and Engagement, Organizational Growth, Turnover 

Intention. 

 

INTRODUCTION: 

Employee retention is critical for organizations, especially in today’s fast-paced and competitive business landscape. It encompasses 

various measures organizations implement to encourage employees to remain with them for extended periods. According to a survey 

by the Society for Human Resource Management (SHRM), the average cost of replacing an employee can range from three to four 

times the position's salary (Navarra, 2022). Consequently, employee turnover presents significant challenges for organizations, 

underscoring the necessity for effective retention strategies aimed at retaining top talent. Existing research on employee turnover 

has often overlooked the factors that contribute to an employee’s decision to stay with an organization and the underlying reasons 

for their attachment (Maertz, 1998). (James and Mathew 2012) emphasize that the primary aim of retention strategies is to ensure 

that talented employees stay with the organization. 

The focus on employee retention has intensified in response to the substantial costs associated with increased labor turnover, which 

include recruitment, training expenses, and productivity losses (Hannay & Northam, 2000). Beyond financial implications, high 

employee turnover can disrupt team dynamics, impact client relationships, and erode organizational knowledge, making it a vital 

area for HR professionals. Furthermore, the emergence of Generation Z in the workforce presents additional challenges, as younger 

workers have distinct job priorities and expectations (Syal et al., 2024). This shift necessitates new approaches to retention, as 

strategies that were effective in the past may no longer suffice. While financial compensation remains important, non-monetary 

benefits such as career development opportunities, a supportive work culture, and work-life balance have become key factors in 

employee retention (Kossivi et al., 2016). (Kaur, 2017) found that positive work culture, career development opportunities, and a 

sense of ownership significantly impact retention. Similarly, (Goswami & Jha, 2012) highlighted that flexible working arrangements, 

open communication, and career advancement opportunities can greatly influence employee retention. 
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NEED OF THE STUDY: 

In the ever-evolving landscape of organizational dynamics, the importance of employee retention becomes increasingly pronounced. 

The banking sector, recognized as a vital growth driver in our service-based economy, faces unique challenges in retaining young 

talent. (Arora & Arora 2024) articulate that organizational citizenship behaviour (OCB) plays a crucial role in employee retention 

within banks, with their findings indicating that attributes such as altruism, courtesy, conscientiousness, sportsmanship, and civic 

virtue are positively correlated with retention rates. In a competitive job market, fostering a citizenship culture becomes essential 

for organizations seeking to retain top performers. 

The significance of developing strategies for employee retention cannot be overstated. (Cloutier et al. 2015) emphasize that high 

employee turnover incurs substantial costs in resources, recruitment, and time, with expenses ranging from 50% to 200% of an 

employee’s salary (Hebenstreit, 2008). This financial burden extends beyond direct costs, adversely affecting organizational culture 

and morale. The SHRM (2004) reported that 75% of employees actively seek new job opportunities, driven by compensation, career 

advancement, and dissatisfaction with their current roles. By understanding these dynamics, organizations can position themselves 

as employers of choice by developing targeted retention strategies that address employee concerns.  

RESEARCH METHODOLOGY 

 

Research Design  
 

A descriptive research design has been adopted for this study to explore the perspectives of HR professionals on employee 

retention strategies across various sectors, like Manufacturing, IT, Healthcare and Mining. The research utilized in-depth interviews 

to collect data. The target population comprises HR professionals from different sectors. Data was collected through individual 

approaches, using personal connections and referrals via LinkedIn. Participation was voluntary, with participants informed about 

the study's purpose and consent obtained before conducting the interviews. Participants could withdraw from the study at any time 

without any consequences. A Google Form was used to collect demographic data, followed by one-on-one, and online interviews to 

gain insights from HR professionals.   

 

Tools and Measures 
 

The primary tool for data collection was a semi-structured interview guide. This guide was developed to capture in-depth 

perspectives from HR professionals on the retention challenges they face and their strategies. It was constructed by reviewing the 

literature on employee retention strategies and focusing on themes relevant to HR practices. The guide contained both probes and 

open-ended questions to allow participants to express their experiences comprehensively. 

 

Population and Sample 

This study employed purposive (non-probability) sampling to select participants from various sectors, like Manufacturing, IT, 

Healthcare and Mining. Ten HR professionals participated in the survey, eight male and two female participants. The study focused 

on full-time HR professionals with at least one year of experience.  

 Inclusion Criteria - HR professionals with at least one year of full-time experience in HR roles from organizations in 

Chennai, Bangalore, and Visakhapatnam. 

 Exclusion Criteria - HR professionals with no experience in exit interviews and retention processes are excluded from 

this research study.   

Method of Data Collection 

Semi-Structured Interviews were conducted with selected HR professionals. The interviews explored their experiences, 

perceptions, challenges faced and strategies related to employee retention. The open-ended nature of the questions enabled 

participants to share their views in detail, providing rich qualitative data. 

Theoretical Framework 

This study employs the Job Embeddedness Theory, which posits that retention is influenced by the degree to which 

individuals feel connected to their jobs, peers, and the broader organization (Mitchell et al., 2001). This theoretical framework 

identifies three critical elements: communication, fit, and sacrifice. Communication pertains to the relationships employees have 

with colleagues; fit concerns the alignment of employee values with those of the organization; and sacrifice relates to the perceived 

costs associated with leaving the organization. 
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Procedure 
 

Ethical approval was obtained for the research, and HR professionals working across various sectors were selected using 

purposive sampling. Details about the study, including its objectives and research questions, were shared with potential participants. 

Upon confirmation of their willingness to participate, interview sessions were scheduled. The interviews were conducted in person 

or via online platforms like Google Meet. A Google form was used to gather demographic information, including age, gender, 

educational qualifications, job location, and years of experience. Each interview session lasted 40 - 60 minutes. The collected data 

was then transcribed for analysis.  

 

Ethical Consideration  

 

Ethical considerations in this research prioritized protecting participants' rights, privacy, and autonomy. Informed consent 

was obtained, ensuring participants understood the study's purpose and role, with the option to withdraw at any time. Anonymizing 

responses-maintained confidentiality, and personally identifiable information was not shared without explicit consent. Participation 

was entirely voluntary, with no coercion involved. Efforts were made to minimize potential discomfort by avoiding sensitive topics, 

and support was available if needed. Throughout the study, participants' autonomy was respected, giving them complete control 

over the information they chose to share. 

 

Data Analysis 

 

Reflexive thematic analysis was employed by Braun and Clarke (2006) to analyse the interview data. This method helps 

identify patterns, themes, and insights, allowing for a comprehensive understanding of participants' perspectives on employee 

retention challenges and strategies.  

 

The thematic analysis offers a structured yet adaptable approach to analysing qualitative data, facilitating the identification 

of critical themes across participants' responses.  

The process involved the following steps: 
 Familiarization: The researchers thoroughly reviewed the interview transcripts, reading them multiple times to become 

acquainted with the data.  

 Initial Coding: Systematic coding was applied to text segments, labelling key ideas, concepts, or experiences relevant to 

the research questions. 

 Theme Development: Codes were grouped into potential themes and sub-themes based on common patterns and meanings.  

 Theme Review and Refinement: Themes were reviewed in the context of the entire dataset to ensure consistency and 

accuracy.  

 Theme Definition and Naming: Each theme was defined and named to represent the core findings.   

 Report Writing: The results were presented with detailed descriptions, including direct participant quotes to highlight key 

themes and insights. 

Member Checking  

 

To ensure the validity of the findings, a member-checking process was conducted. Preliminary findings were shared with 

key participants to verify and validate the interpretations (Bryman, 2016). This process helped ensure that the research accurately 

captured participants' perspectives. 

 

RESULTS AND DISCUSSION 

Table 1  

Demographic and Professional Profile of HR Professionals participated 

Participant 

Number 
Age Gender 

Current 

Job Title / 

Position 

Education Job Location 

Current 

Employment 

Sector 

Years of 

Experience in 

HR 

P1 23 Female 

Management 

Trainee - 

HR 

Post 

graduate 
Chennai Manufacturing 

Less than 3 

years 

P2 31 Male BPHR 
Post 

graduate 
Chennai 

Information 

Technology 

(IT) 

5 -10 years 

P3 64 Male 
ADVISOR - 

HR 

Post 

graduate 
Vishakhapatnam Healthcare 

More than 20 

years 
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P4 29 Male 
Regional 

HR Manager 

Post 

graduate 
Chennai Manufacturing 5 -10 years 

P5 50 Male HR Director 
Post 

graduate 
Chennai Manufacturing 

More than 20 

years 

P6 38 Male 

Senior 

Manager - 

HR 

Post 

graduate 
Chennai 

Information 

Technology 

(IT) 

10 - 15 years 

P7 51 Male 

Manager - 

Human 

Resources & 

Admin 

Post 

graduate 
Chennai Manufacturing 10 - 15 years 

P8 49 Male 

Director 

Human 

Resources 

Post 

graduate 
Chennai 

Information 

Technology 

(IT) 

More than 20 

years 

P9 23 Female 
Assistant 

Manager 

Post 

graduate 
Bangalore Mining 

Less than 3 

years 

P10 40 Male Director HR 
Post 

graduate 
Chennai 

Information 

Technology 

(IT) 

15 - 20 years 

 

Table 1 presents the demographic and professional details of HR professionals participated in this study. It includes 

information such as participant number, age, gender, current job title or position, education, job location, sector of employment, and 

years of experience in HR.  

Table 2 

Thematic Analysis of Employee Retention Challenges and Strategies 

Global Themes Intermediatory Themes Basic Themes 

1. Employee Value 

Proposition 

1.1 Compensation Management  1.1.1 Benefits and Recognition  

1.1.2 Performance Appraisal Patterns  

1.1.3 Pay and Compensation 

 

1.2 Career Pathways 1.2.1Career Advancement and 

Development  

1.2.2 Training and Development  

1.2.3 Clear Career Conversations  

1.2.4 Learning and Continuous 

improvement 

 

1.3 Employee Experience 1.3.1 Work Culture  

1.3.2 Employee Engagement  

1.3.3 Employee Motivation 

 

1.4 Supportive Work 

Environment 

1.4.1 Work Life Balance  

1.4.2 Employee Friendly Policies  

1.4.3 Leadership and Guidance  

1.4.4 Manager - Employee 

Relationship 

 

2. Proactive Retention 

Measures 

2.1 Future Readiness 2.1.1 Forecast the Future Needs 

2.1.2 Market Research and 

Development 

2.1.3 Technology Integration 
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2.2 Strategies 2.2.1 Navigating Change and 

Adaptability 

2.2.2 Banning Recruitment 

2.2.3 Attrition Management 

2.2.4 Exit Interviews 

2.2.5 Employee Participation in 

Decision Making 

 

Table 2 categorizes the thematic analysis for employee retention, focusing on two main global themes: "Employee Value 

Proposition" and "Proactive Retention Measures." The Employee Value Proposition emphasizes the importance of competitive 

compensation, structured career development, a positive work culture, and supportive employee retention policies. Findings suggest 

that clear career pathways, effective performance appraisals, and strong leadership contribute significantly to employee motivation 

and engagement. In contrast, Proactive Retention Measures focus on preparing for future workforce needs through strategic 

planning, including market research, technology integration, and change adaptability. These measures highlight the need for 

organizations to forecast future trends and involve employees in decision-making processes to enhance retention and reduce turnover. 

 

INTERPRETATION 

1. Employee Value Proposition 

Employee Value Proposition refers to the unique benefits and rewards an organization offers its employees in 

exchange for their skills, capabilities, and experience. It encapsulates career development opportunities, compensation 

packages, organizational culture, and recognition systems. A well-articulated EVP is essential for attracting, retaining, and 

motivating talent, as it aligns employee expectations with organizational offerings. 

1.1 Compensation Management  

Compensation Management is the strategic practice of structuring and distributing monetary and non-monetary 

rewards and benefits to employees fairly and consistently. It includes base pay, bonuses, incentives, and benefits. Effective 

compensation management aims to ensure competitive remuneration to retain employees while aligning with organizational 

goals and budget constraints. 

 

1.1.1 Benefits and Recognition  

Benefits and Recognition refer to the tangible and intangible rewards employees receive to acknowledge their 

contributions and retain their loyalty. This includes formal recognition programs like 'Employee of the Month' and 

annual awards and customized agreements such as educational support contracts that align employee development 

with organizational retention. These benefits motivate employees, enhance their commitment, and foster a sense of 

belonging by demonstrating the organization's investment in their personal and professional growth. 

Quotations: 

"If employees contribute ideas that improve production or save costs, they should be recognized and rewarded. 

This builds motivation and loyalty." (P3) 

"We conduct employee of the month programs, and award ceremony towards the end of every fiscal year." (P2) 

"We had an employee who was working under the Sales and Marketing Department, who had completed his BBA. 

And he wants to quit the job as he wants to pursue his MBA. So we made a small contract with him, that we took 

care of his education needs, but for the next 5 years he is supposed to stay with us. So the contract was made with 

that particular employee." (P2) 

1.1.2 Performance Appraisal Patterns 

Performance Appraisal Patterns are the evaluation mechanisms that directly influence compensation decisions, 

such as salary increases, bonuses, and promotions. These patterns assess employee performance and serve as the basis 

for determining pay adjustments. Fair and transparent appraisal systems, which include regular feedback and career 

discussions, are critical for retaining talent. When employees perceive the appraisal system as biased or restrictive—

such as with forced ranking methods—it can negatively impact retention by creating dissatisfaction with compensation 

outcomes and limiting perceived growth opportunities. 

Quotations: 

"Many resign due to appraisal ratings and not being recognized for their work. The forced use of appraisal patterns 

like the bell curve can also make retention hard." (P9) 

"We do conduct regular performance reviews and career discussions to ensure employees are on track to move up 

the career ladder." (P2) 

1.1.3 Pay and Compensation 

Pay and Compensation refer to the financial remuneration employees receive for their work, which includes base 

salaries, bonuses, and wage adjustments. A well-structured and transparent compensation system is essential for 

ensuring fairness and maintaining employee satisfaction. Discrepancies between the wages of new hires and long-term 

employees, or perceived inequalities in pay among peers with similar experience, can lead to dissatisfaction, ultimately 

increasing employee turnover. To retain employees, addressing pay grievances, ensuring equitable Compensation, and 

maintaining transparency in wage-related decisions to foster trust and loyalty is crucial. 

Quotations:  

"Wages play a significant role in attrition, especially when there are disparities in salaries between new hires and 

long-term employees. This can create dissatisfaction, leading to more resignations." (P3) 
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"After a wage revision, if someone feels underpaid compared to a colleague with similar experience, we examine 

the grievance carefully. We discuss it with management and try to equalize the pay to keep the employee satisfied 

and motivated to stay." (P3) 

"Compensation, of course, plays a major role. It’s not just about salary but also about how fair and transparent the 

compensation structures are. When employees feel underpaid or undervalued compared to their peers, they start 

looking for other better opportunities in the job market." (P3) 

      1.2. Career Pathways 

Career Pathways refer to the structured progression routes within an organization that offer employees 

opportunities for upward mobility, skill development, and role advancement. These pathways are integral to employee 

retention, as they provide a clear vision of how individuals can grow within the company, aligning their personal and 

professional aspirations with organizational goals. Organizations enhance employee engagement, job satisfaction, and long-

term commitment by establishing precise career trajectories. 

   1.2.1 Career Advancement and Development  

Career Advancement and Development refers to the initiatives and programs designed to foster employee growth 

by offering new roles, vertical movement, and cross-functional opportunities. It emphasizes skill development and the 

availability of advancement opportunities in line with employees' aspirations for career growth. Organizations that actively 

support and invest in the career development of high-potential employees, such as through fast-track growth programs, 

help retain top talent and motivate employees to perform at their best. Career advancement, when visible and accessible, 

directly impacts employee retention by fulfilling the need for continuous professional growth and recognition within the 

company. 

Quotations:  

"Employees look for career growth and advancement, if there are no better career options employees will put on 

their papers, this applies for any organization." (P2) 

"People wanted to explore new segments and different verticals, employees seek opportunities that align with their 

personal, professional growth, and lifestyle preferences." (P2) 

"And it is also important to ensure career level progression, as an employee we expect growth in whatever we do. 

As we speak, change is permanent, and like that, development should happen then and there." (P4) 

"We identify High potentials and we're giving them FastTrack Growth. And we'll consider them for the higher 

roles if in case they're performing well and they're part of the talent pool." (P4)  

   1.2.2 Training and Development 

Training and Development refer to offering programs that enhance employees' technical and behavioral skills to 

improve job performance and career growth. These initiatives help create a culture of continuous learning, aligning with 

employee development and retention strategies.  

Quotations: 

"Also investing in Training and Development is crucial for retaining top talents in the company. By offering a 

wide range of training programmes, from technical skills to help employees perform better in their roles. Creating 

a learning-centered culture is important, where employees get continuous learning and improvement." (P5) 

"We give a lot of training programmes, related to functional and behavioral aspects. So what happens here is, when 

these training programmes happen, like behavioural training programmes, the employees connect more with the 

organization." (P4) 

"For example, some people didn’t know how they could grow within the company. Others were in jobs they liked 

but weren’t successful at, so we conducted workshops to help them discover their potential and find roles that 

matched their skills." (P2) 

 

   1.2.3 Clear Career Progression 

Clear Career Conversations involve transparent discussions between employers and employees about career 

progression, setting clear expectations regarding roles and growth opportunities. These conversations help employees 

understand their potential career path, boosting motivation and retention. 

Quotations: 

"We also maintain clear career conversation with our employees, we let them know about how their career ladder 

is." (P5) 

"We'll tell them very clearly that if you perform well, after 2 years this will be your role, after 4 years this will be 

your role, and after 6 years this will be your role." (P4) 
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    1.2.4 Learning and Continuous Improvement 

Learning and continuous improvement involve providing structured opportunities for employees to develop new 

skills and grow within their roles, which are closely linked to career pathways. It includes mentorship, lateral moves, and 

project leadership, enabling employees to feel engaged and capable of achieving more within their workday, thereby 

supporting retention and job satisfaction. 

Quotations: 

"Growth matters. Providing opportunities for lateral moves, project leadership to help employees grow and 

develop new skills." (P9) 

“I can do more in the same eight hours of work,” they feel they are learning and growing. (P7) 

"Employees who feel they have a mentor are more likely to stay because they experience continuous learning." 

(P8) 

  1.3 Employee Experience 

Employee Experience refers to employees' holistic perception of their journey within an organization, 

encompassing work culture, engagement, and motivation. It plays a crucial role in retention, as a positive experience can 

lead to greater satisfaction and commitment, while a negative one can increase turnover. 

   1.3.1 Work Culture 

Work Culture refers to the environment and practices that shape how employees interact and feel within an 

organization. A culture that supports flexibility and inclusivity and addresses grievances promptly can enhance employee 

satisfaction and retention. 

Quotations: 

"Flexible hours, shorter workweeks, and addressing grievances quickly can help retain employees." (P7) 

"Promoting diversity and inclusion, and offering hybrid work models have become quite popular in current 

working trends as well." (P8) 

"Culture also plays a role; for example, in Indian companies, there might be more hierarchical and authoritarian 

cultures, while MNCs might have more open cultures." (P8) 

   1.3.2 Employee Engagement  

Employee Engagement is employees' emotional commitment and connection toward their organization and its 

goals. It involves creating a work environment where employees find value and excitement in their roles, fostering a sense 

of belonging and purpose. 

Quotations: 

"In today’s world, engagement is not rule-based anymore; it’s value-based, making it more difficult to customize 

things for each employee." (P8) 

"I’m working, but nothing exciting here, then, let me also look at other things. It becomes routine life—every day 

going and coming, nothing exciting there. So, engagement is another area to focus on." (P6) 

"Organize team outings and get-togethers to build unity and improve strong coordination among our workforce." 

(P7) 

  1.3.3 Employee Motivation 

Employee Motivation refers to the internal and external factors that drive employees to perform their best and stay 

committed to their roles. It includes recognition, mentorship, and rewards that make employees feel valued and appreciated. 

Quotations: 

"For employees performing well, rewards and recognition are energetic motivators. It’s also important to 

acknowledge and encourage employees’ hard work and achievements." (P3) 

"Offering mentorship to ensure employees feel valued and informed about their roles and expectations." (P9) 

  1.4 Supportive Work Environment 

A supportive Work Environment is a workplace where employees feel valued, respected, and empowered through 

organizational policies, leadership, and work-life balance. It plays a critical role in retention by creating a positive 

atmosphere that addresses employee needs, fosters trust, and supports personal and professional growth. 

  1.4.1 Work-Life Balance 

Work-Life Balance involves creating flexibility in work schedules to help employees manage their personal and 

professional responsibilities. It includes offering flexible hours, reduced workweeks, and accommodating individual needs, 

leading to improved satisfaction and retention. 

Quotations: 
"We offer educational allowances. For instance, I’m a classical dancer, and I asked my manager for flexibility in 

my work schedule to accommodate my practice. He was very supportive, giving me flexible work hours and even 

allowing me to take leave when needed." (P1) 

"Another factor is work-life balance. Many employees prefer five-day work weeks instead of six, and flexible 

scheduling has become a priority." (P1) 

"Night shifts and continuous shifts can be exhausting for employees, leading them to look for better options." (P6) 
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  1.4.2 Employee-Friendly Policies 

Employee-friendly policies refer to organizational guidelines that adapt to evolving employee expectations, 

promoting fairness, clarity, and alignment with global standards. These policies aim to attract and retain talent by meeting 

employees' needs and fostering a positive work environment. 

Quotations: 

"The world is changing, and organizations must adapt their policies to meet global standards. Companies should 

ensure they retain talent by adjusting policies and outlooks to match employee expectations." (P8) 

"Good company policies and procedures are essential. They provide clarity and fairness, which employee’s value." 

(P3) 

  1.4.3 Leadership and Guidance 

Leadership and Guidance refer to the role of leaders in providing support, direction, and opportunities for growth 

within an organization. Employees tend to stay when they trust and respect their leaders and when leadership fosters a 

culture of mentorship and personal development. 

Quotations: 

"Good leadership at the top is another factor—employees are more likely to stay when they have leaders they 

respect and trust." (P7) 

"Ensure that the leaders under whom they work are supportive and enabling their future growth." (P8) 

   1.4.4 Manager-Employee Relationship 

Manager-Employee Relationship is the dynamic between managers and their direct reports, significantly 

influencing employee retention. Positive relationships characterized by support, trust, and mutual respect contribute to a 

healthier work environment, while negative relationships can drive employees to leave. 

Quotations: 

"There is a saying, have you heard of this? Employees don't leave the company, they just leave from their boss. If 

there is an unhealthy relationship between the manager and his subordinates." (P9) 

"Manager and employee have a difficult relationship, the employee will leave, even if everything else is fine. So 

that's important." (P8) 

"The relationship with their manager or the work environment is more influential than money." (P9) 

2. Proactive Retention Measures 

Proactive Retention Measures are strategic actions organizations take to prevent employee turnover before it 

becomes problematic. Unlike reactive approaches, these measures focus on anticipating and addressing challenges early. 

Organizations can create an environment that aligns with employees' needs and expectations by understanding workforce 

trends and market shifts and utilizing advanced technologies. This approach includes forecasting future workforce needs, 

offering competitive compensation, and using technology to enhance satisfaction and engagement. It aims to create a 

workplace where employees feel valued, see growth opportunities, and are motivated to stay, ultimately ensuring long-term 

stability and commitment. 

 

2.1 Future Readiness 

Future Readiness is the organisation’s ability to anticipate and adapt to upcoming challenges and opportunities 

that impact employee retention. It involves strategic planning to ensure the organization remains competitive and prepared 

for changes in employee needs and market dynamics. 

  2.1.1 Forecast the Future Needs 
Forecasting the Future Needs involves predicting potential challenges and opportunities in employee retention, 

allowing organizations to develop solutions proactively. Companies can minimise turnover and ensure long-term stability 

by identifying risks and addressing concerns before they escalate. 

Quotations: 

"Because conscious and forecast the future needs and try to bring in solutions to address conflicts and be prepared 

for everything." (P6) 

"One thing I'd like to mention is that companies often take a reactive approach to retention, only trying to retain 

employees when they resign. If we take a more proactive approach, we can identify flight risks in advance and 

address issues before the person decides to leave." (P8) 

"In another five to eight years, we might not be talking about retention but layoffs." (P8) 

2.1.2 Market Research and Development 

Market Research and Development refers to continuously studying industry trends and market conditions to 

align organizational strategies with evolving expectations. By staying aware of market dynamics, companies can offer 

competitive compensation and identify opportunities to retain talent. 

 

Quotations: 

"We do regular market corrections, we do industry study and we provide the monetary benefits to them." (P7) 

"Today, if you look at business, technology, and the funding for business are readily available. This has led to a 

lot of opportunities in the market, which wasn't the case even 10 or 20 years ago. With so many opportunities, 

talents are looking to work in futuristic areas, which becomes our biggest challenge." (P8) 

2.1.3 Technology Integration 

Technology Integration involves using advanced technologies like artificial intelligence to enhance retention 

strategies. This includes tools for analysing employee data, predicting turnover risks, and addressing emerging issues 

efficiently to create a more proactive and responsive retention approach. 

Quotations: 

"By using AI Chatbot we analyse employee data to predict turnover risks and identify patterns that may have 

dissatisfaction and disengagement in work." (P2) 
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"These Chatbot can make your data analysis part easier and helps you to get the desired result by consuming less 

time." (P2) 

"So we utilize Artificial intelligence to forecast the future to solve the problems that are emerging in the current 

condition." (P5) 

      2.2 Retention Strategies 

Retention Strategies are planned approaches to keep valuable employees within an organization by addressing 

factors that impact their satisfaction and engagement. These strategies are closely tied to proactive retention efforts, 

ensuring employees feel valued, supported, and aligned with the company's goals, thereby reducing turnover. 

2.2.1 Navigating Change and Adaptability 

Navigating Change and Adaptability involves creating systems that prepare the organization for inevitable 

changes, such as employee turnover. It focuses on building a steady talent pipeline and training programs, ensuring smooth 

transitions when key staff members depart. 

Quotations: 

"Men may come and men may go, but the organization will remain forever. Whether it might be the Managing 

Director (MD) of the organization or the HR, or the Sales, or the Finance. Like the organization is not dependent 

on any individual, whether it might be a talented employee or anybody, the company will remain the same." (P6) 

"Build a talent flow model where you're constantly hiring and training people so that when someone leaves, you 

have someone ready to step in." (P5) 

 

   2.2.2 Banning Recruitment 

Banning Recruitment is a strategy that temporarily halts new hires to improve employee retention. It emphasizes 

developing current employees, enhancing engagement, and encouraging managers to be more patient and supportive with 

their teams. 

Quotations: 

"I recommended banning recruitment for a while so that managers would stop churning people and start being 

more patient with their teams." (P5) 

"Stop investing in hiring; instead, focus on the investments related to employee engagement, keep your employees 

engaged so that they won't leave the company." (P1) 

   2.2.3 Attrition Management 

Attrition Management refers to strategies to understand and mitigate employee turnover by analysing exit trends 

and addressing critical issues. The goal is to prolong employee tenure by creating conditions that encourage them to stay 

longer while focusing on retaining high performers. 

Quotations: 

"You can never hold on to talent for life; you can only postpone their decision to exit." (P5) 

"We analysed two years' worth of attrition data and correlated it with performance. We showed the business that 

their rough treatment was leading to higher attrition and lower performance." (P5) 

"Do you have anything that can make them stay three more months? Six more months? Two more years? That's 

how we need to look at retention." (P5) 

“You can't use a one-size-fits-all approach, People want to feel special. Attrition happens when employees feel 

something isn't working.” (P10) 

   2.2.4 Exit Interviews 

Exit Interviews are structured discussions conducted when employees leave, aimed at understanding their reasons 

for departure. These insights help organizations identify areas of improvement and make adjustments to retain future 

employees. 

Quotations: 

"Sometimes, employees don't disclose the real reason for leaving. However, when we do get honest feedback, it 

helps us address the issues for future employees." (P1) 

"There were two employees who left the same department within consecutive weeks. When we reviewed their exit 

interviews, we found that their manager was not treating them fairly. This helped us take immediate action to 

prevent further resignations." (P1) 

   2.2.5 Employee Participation in Decision Making 

Employee Participation in Decision Making involves actively involving employees in decisions that affect their 

work and the broader organization. This inclusion fosters a sense of ownership and reduces the disconnect between 

management and staff, improving retention. 

Quotations: 

"Involving the employees in decision-making is one important factor, where the employee should take ownership 

in the entire work process." (P3) 

"Usually in many organizations, employees are not involved in the decision-making process, so it creates a 

disparity between the management and the employees." (P10) 

 

DISCUSSION 

a) Employee Value Proposition (EVP) – Global Theme 1 

The results of this study highlight the critical role of the Employee Value Proposition (EVP) in employee retention, echoing 

the sentiments of several scholars in the field. This study found that a compelling EVP that includes competitive compensation, 

career development opportunities, and a positive work culture significantly influences employees' decisions to remain with their 

organizations. This aligns with (Kaur, 2017), who emphasizes that career development and supportive workplace culture are 

http://www.ijrti.org/
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fundamental to fostering employee loyalty. However, unlike previous studies that primarily focused on financial compensation as 

the cornerstone of EVP (Sigler, 1999), this research underscores the increasing importance of non-monetary benefits. For instance, 

the emergence of Generation Z in the workforce introduces new expectations, such as work-life balance and meaningful work, which 

were less emphasized in earlier studies (Syal et al., 2024). This reflects a shift in the labour market, where younger employees 

prioritize holistic job satisfaction over traditional financial incentives.  

Furthermore, while (Hausknecht et al. 2009) noted that HR's role in retention has become more dynamic, this research adds 

that organizations must continuously assess and adapt their EVP to stay relevant. This perspective reinforces the findings of (Kossivi 

et al. 2016), which argue that an evolving EVP is crucial for attracting and retaining talent in today's competitive landscape. Overall, 

this research corroborates and expands upon previous literature by illustrating that a robust EVP incorporating monetary and non-

monetary factors is essential for effective employee retention in contemporary organizations.  

b) Proactive Retention Measures – Global Theme 2 

The investigation into proactive retention measures revealed that HR professionals are increasingly adopting strategic 

initiatives to address turnover issues pre-emptively. This finding aligns with the work of (Sigler, 1999), who stressed the importance 

of implementing effective retention strategies to reduce turnover costs. However, this research diverges from earlier studies by 

emphasizing the necessity of tailored approaches to meet the diverse needs of employees.  

For instance, while previous research often suggested standard retention practices (Hannay & Northam, 2000), the current 

study finds that a 'one-size-fits-all' strategy needs to be revised. It identifies the need for organizations to be agile and responsive in 

their retention efforts, particularly given the varying expectations of different demographic groups within the workforce. This aligns 

with the findings of (Kossivi et al.2016), which advocate for ongoing employee engagement activities and recognition programs as 

effective measures for enhancing job satisfaction and loyalty.  

Moreover, the current research supports the assertion made by (Goswami and Jha 2012) that open communication and 

flexible working arrangements significantly impact employee retention. However, it adds a new dimension by highlighting the role 

of feedback mechanisms, such as regular employee satisfaction surveys and exit interviews. These tools allow HR professionals to 

proactively identify and address potential retention issues, reinforcing that organizations must be proactive rather than reactive in 

their approach to employee retention.  

 

CONCLUSION 

 

This study stresses upon the need for tailored, proactive retention strategies that respond to the diverse challenges faced by 

HR professionals. Insights from this research emphasize the critical role of a compelling Employee Value Proposition, supportive 

leadership, and adaptable retention practices. Using the study’s results and considering future advancements in HR technology, 

organizations can develop resilient retention strategies that foster employee commitment, reduce turnover, and support long-term 

organizational success. For instance, organizations can use the insights from this research to develop personalized retention plans 

for different employee demographics or to implement AI-driven systems for early identification of retention risks. 

 

SCOPE FOR FUTURE RESEARCH  

Future research should investigate employee retention strategies across diverse industries, focusing on sector-specific 

challenges and demographic differences to identify practical, context-specific measures. Exploring the role of technology is crucial, 

as digital tools and remote work increasingly shape employee engagement. Researching the impact of HR tech solutions, such as 

feedback platforms and AI-driven systems, could highlight best practices for retention. Examining leadership styles, management 

practices, and organizational culture's influence on retention can provide insights for fostering supportive work environments. A 

multifaceted approach would offer a comprehensive understanding of retention strategies tailored to varied organizational functions.  
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Appendix C - Research Questions 

Research Questions:  

1. What challenges do HR Professionals’ face in retaining their employees?  

2. What are the main strategies and initiatives HR Professionals employ to improve retention rates and address issues with 

employee retention? 

3. To what extent do HR Professionals' current employee retention strategies and methods effectively address the issue of 

employee retention? 

4. How do organizational factors like opportunities for career development, levels of compensation, and work culture affect 

employee retention? 

Probing Questions: 

1. Can you provide specific examples of situations where retention has been particularly challenging? 

2. Any specific programs or provisions have you implemented at your organization to improve employee retention?  

3. What role does employee feedback play in shaping your retention strategies? 

4. Can you provide examples of career development programs that have positively impacted retention? 

5. What other organizational factors (e.g., work-life balance, recognition programs) significantly impact retention? 

6. Would you like to add anything or share your thoughts about employee retention challenges that we haven’t covered?  
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