
                                                                                            © 2025 IJNRD | Volume 10, Issue 5 May 2025 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2505514 International Journal of Novel Research and Development (www.ijnrd.org)  

 

f78 

 

The Role Of Employee Retention In Organizational 

Success 

AMANDEEP SINGH TOMAR[1],MS. SUSHMA BUDSHRA [2] 

 
Researcher, Department of Management, School of Business, Galgotias University Associate Professor, 

Department, School of Business, Galgotias University 

 

Abstract 

Employee retention plays a strategic role in shaping an organization’s long-term success. It impacts not only 

workforce stability and institutional knowledge but also productivity, morale, and profitability. This study 

investigates the drivers of employee retention and their effect on organizational performance using a mixed-

method approach, combining literature review, field research, and quantitative analysis of employee survey 

data. The results underscore that career development, leadership quality, and employee engagement are central to 

effective retention strategies. The paper concludes with practical recommendations, particularly tailored for 

Wipro, to build a resilient and high-performing workforce. 
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Introduction 

Background Factors Necessitating the Project 

 

1. Situational Analysis 

In the ever-evolving landscape of modern business, organizations are increasingly recognizing the strategic 

importance of employee retention in achieving long-term success. Employee retention refers to the 

organizational practices and efforts aimed at keeping talented employees engaged, motivated, and committed 

over time. It is no longer seen as just an HR function in Wipro, but a critical driver of overall performance, 

stability, and competitiveness. This project explores the significant role that employee 

retention plays in shaping an organization’s success. High retention rates contribute to cost savings by reducing 

recruitment and training expenses preserve institutional knowledge,
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and enhance productivity through experienced and loyal employees. Furthermore, 

companies that prioritize retention often enjoy improved employee morale, better customer relationships, and a 

strong organizational culture. 

The growing importance of retaining skilled human capital in today’s competitive market has made it essential 

for organizations to implement effective strategies such as professional development opportunities, 

performance recognition, employee engagement programs, and work-life balance initiatives. This project aims 

to analyze these strategies, assess their impact, and highlight how organizations can build a workforce that not 

only stays longer but also performs better. 

 

 

Literature Review 

 
Employee retention has emerged as a strategic priority for organizations seeking to maintain a competitive edge 

through sustained workforce productivity and reduced talent acquisition costs. Retention refers to an 

organization’s ability to keep its employees over time and is strongly linked to organizational performance, 

customer satisfaction, and internal culture (Allen et al., 2010). 

 

 

Several foundational theories explain employee retention. Herzberg’s Two-Factor Theory (1959) distinguishes 

between hygiene factors (e.g., salary, policies) and motivators (e.g., recognition, growth). While hygiene factors 

prevent dissatisfaction, true retention stems from intrinsic motivation. Similarly, Maslow’s Hierarchy of Needs 

(1943) highlights that once basic needs are met, employees seek belonging, esteem, and self-actualization—

often fulfilled through career development and meaningful work. Social Exchange Theory (Blau, 1964) also 

offers a framework, suggesting that employees are more likely to stay when they perceive fair treatment and 

reciprocal support from their employer. 

Empirical studies identify several key drivers of retention: leadership quality, recognition, opportunities for 

advancement, compensation fairness, and organizational culture (Kyndt et al., 2009; Macey & Schneider, 

2008). Transformational leadership in particular—marked by inspiration and individualized support—has been 

positively associated with employee commitment and lower turnover (Bass & Avolio, 1994). 

Recent trends underscore the importance of flexibility and inclusivity. Work-life balance initiatives and 

inclusive workplace practices have become central to retention, particularly for younger and diverse workforce 

segments. Predictive HR analytics are also increasingly used to identify at-risk employees and intervene early. 

Overall, the literature suggests that retention is a multifaceted issue rooted in both organizational practices and 

individual perceptions. Sustainable retention strategies must therefore be holistic, data-driven, and deeply 

embedded in leadership and culture. 
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Research Methodology 

 
This research adopts a mixed-methods approach, combining both quantitative and qualitative data to investigate 

the role of employee retention in organizational success. The rationale behind this design is to gain a 

comprehensive understanding of the factors that influence employee retention and how these factors impact 

organizational outcomes such as productivity, profitability, and workplace culture. 

Research Design 

 

The study employs a descriptive research design, which is suitable for identifying patterns, relationships, and 

insights related to human resource practices and employee behaviors. A cross- sectional survey was conducted 

to gather data from employees across various industries, including IT, healthcare, manufacturing, and 

education. 

Sampling and Participants 

 

A stratified random sampling technique was used to ensure representation from different sectors. The sample 

consisted of 168 participants, comprising professionals at various levels of the organizational hierarchy. 

Inclusion criteria required respondents to have at least one year of tenure in their current organization to ensure 

relevant and experienced insights. 

Findings 

 

 

1. Importance of Employee Retention 
 

RESPONSE OPTION PERCENTAGE NUMBER OF RESPONSES 

Extremely important 12.9% 4 

Very important 29.0% 9 

Moderately important 58.1% 18 

Slightly important 0% 0 

Not important at all 0% 0 

 

2. Most Common Reasons Employees Leave 
 

Reason Percentage Number of Responses 

Lack of career growth 38.7% 12 

Low compensation 9.7% 3 

Poor management 0.0% 0 
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Lack of recognition 38.7% 12 

Work-life imbalance 12.9% 4 

 

3. Key Factors That Help Retain Employees 

 

Factor Percentage Number of responses 

Opportunities for development 41.9% 13 

Strong relationship with manager 35.5% 11 

Work-life balance 12.9% 4 

Positive work culture 6.5% 2 

Competitive salary and benefits 3.2% 1 

 

 

Key takeaways from findings 

 

1. Employee Retention Is Widely Considered Important 

 

58.1% of respondents rated employee retention as moderately important. 

29.0% considered it very important, and 12.9% viewed it as extremely important. 

No participants rated it as unimportant, indicating unanimous recognition of its strategic value. 

2. Primary Reasons Employees Leave Organizations 

Lack of career growth (38.7%) and lack of recognition (38.7%) emerged as the top reasons for attrition. Work-

life imbalance also influenced turnover (12.9%). 

Surprisingly, low compensation (9.7%) was less of a driver than intrinsic factors. 

Poor management was not reported as a reason, suggesting that it may not be a top concern in the studied 

sample. 

3. Key Factors That Help Retain Employees 

Opportunities for development (41.9%) were the leading retention factor. 

 

A strong relationship with managers (35.5%) followed closely, showing the importance of leadership 
engagement. 

 

Work-life balance (12.9%) was also cited but to a lesser extent. 

 

Positive work culture (6.5%) and competitive salary/benefits (3.2%) were considered least impactful in 

isolation. 
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Conclusion 

In today’s fast-evolving business landscape, employee retention has emerged as a strategic imperative for 

organizational success rather than a routine HR function. This research has demonstrated that retaining 

employees positively influences a company's performance by reducing turnover-related costs, preserving 

institutional knowledge, and maintaining consistent productivity levels. Organizations that prioritize retention 

benefit from a stable, engaged workforce that drives innovation, enhances customer satisfaction, and reinforces 

a strong corporate culture. 

The findings of this study reveal that several factors significantly impact employee retention—most notably 

career growth opportunities, supportive and effective leadership, recognition and reward systems, and a healthy 

work environment. Employees are more likely to stay in organizations where they feel valued, supported, and 

aligned with the organizational mission. The data collected underscores that when employees perceive 

opportunities for advancement and feel appreciated for their contributions, they develop stronger emotional and 

professional ties to the company. 
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