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Abstract:  

Background: Employee turnover is today recognised as one of the critical issues facing 

today’s organisations and businesses in their attempt to achieve and sustain operational 

continuity in today’s competitive market. Not only does high turnover result in 

interference of organizational operations but costs such as recruitment and training and 

loss of productivity is very costly. In order to overcome these challenges, organizations 

have started to pay attention towards the factors influencing retention with the view to 

improve the satisfaction levels of their employees. This paper aims at investigating the 

correlated factors established between retention strategies and employees’ satisfaction 

with the help of data obtained from 200 participants. 

Data Collection: The study was a cross-sectional survey with 200 employees by selected 

departments of a mid –sized organization. The measure used in the survey was a set of 

questions that were crafted with a view to capturing the opinions of the employees with 

regard to retention practices such as career development, flexible time schedules, reward 

systems, and informative management. Also included in the survey was the level of job 

satisfaction and the probability of the employees staying with the organisation. Using 

statistical tests, comparisons of retention strategies as well as their relationship to 

satisfaction levels for the employees were made. 

Findings: The findings were that implementing both monetary and non-monetary 

retention strategies improves the scores of employee satisfaction. Major sources of 

satisfaction were related to concerns for career mobility (expressed by 78 percent of 

participants), flexibility between work and outside life (65 percent), praise and incentives 

(60 percent), and organization culture (72%). The research also revealed that low level of 

management communication and engagement for retention was also important, 70 

percent of the employees stated that, they felt more satisfied when they understood that 

management concerned for their growth and happiness. 

Results: According to the survey data, the overall satisfaction score of the employees 

majoring their organization’s retention strategies was 30 percent higher than the overall 

score of the employees who accused their organizations’ strategies of being inadequate. 

Furthermore, there was a significant decrease of twenty-five percent in turnover 

intentions for employees who perceived organisational commitment to retain them. The 

implication of these findings is that there is a positive relationship between sound 



Communications on Applied Nonlinear Analysis 

ISSN: 1074-133X 

Vol 32 No. ICMASD (2025) 
  

50 
https://internationalpubls.com 

retention policies and realization of higher levels of employee satisfaction hence better 

turnover. 

Conclusion: The study therefore finds that retention strategies act as a central function 

to improving employee satisfaction and low turnover. Employers who pay attention to 

the promotion of sound retention strategy plans that seek to address both the technical 

and individual facets of their workers are likely to have contented employees who will 

not seek employment elsewhere. The results show the need for ongoing assessment . 

Keywords: Employee, satisfaction, turnover, retention, organization 

 

INTRODUCTION 

The high rate of employee turnover has emerged as a significant issue in organizations across the globe 

especially in the world of heightened globalization and more especially a changing generation of 

employees. Consequently, Turnover is the rate at which employees leave or are made to leave their 

employer voluntary or involuntarily and is detrimental to an organization’s performance. High turnover 

is characterized by several negative consequences, such as halt in productivity because of constant 

turnover of employees who have accumulated much work experience. Moreover, it is important to note 

that turnover also occurs with a considerable cost. The expenses that companies incur when it comes 

to advertising for new employees, employing them, training them to achieve what the previous 

employee used to deliver are very high. Hom et al. (2017) suggest that these costs can be approximately 

half to twice the annual wage of the turnover employee, including direct costs such as the advertising 

of the vacancy and fees for employing a new candidate alongside indirect costs including decrease of 

the productivity and demoralization of morale among the team. The other impact of employee turnover 

is the organization morale. Each time some of the employees are let go, those who are still retained in 

the organization may be subjected to higher levels of stress, job satisfaction, and uncertainty as regards 

to their futures in the same workplace. This often results in a vicious cycle whereby morale is lowered 

even more and results in higher turnover thus straining operations. Analysing the reasons for voluntary 

turnover, one can observe that they reflect more serious problems in the company, like employees’ 

unhappy with management or limitations to professional development, or proper work-life relationship 

(Allen et al., 2010). As a result of such challenges, retention strategies have become one of the main 

organizational concerns. Retention techniques therefore aim at minimizing turnover by satisfying a 

number of needs and goals of the personnel and help them maintain interest in their positions. 

Such strategies may include monetary and non-monetary rewards because it is evident that the issue 

of retaining talent through monetary incentives will not suffice as various organizations and companies 

in different parts of the world are realizing that monetary incentives no longer hold the same power in 

the current world as they used to. Promises of career mobility, flexible working hours, good managerial 

support and praise are also becoming understood as the key components of a worthwhile retention 

strategy. According to Oladapo (2014), the retention strategy should not only cover one area of concern 

but many aspects that relate to the employees’ personal development and organization development 

including career development, work-life balance, company culture, and acknowledgement. Promotion 

and other advancement prospects are some of the most important sources of retention since they guide 

the employee on how to progress within the firm. Lacking career plateau, employees experience a 
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structured career paths that makes them loyal since they feel appreciated and challenged for their long-

term advancement by the employer (Hausknecht et al., 2009). Another critical factor is flexible work 

arrangements which are gaining the trait of high significance in the contemporary world workplaces. 

These arrangements enable the employees arrange for their professional and personal activities thus 

leading to less pressure hence high job satisfaction (Bloom et al., 2015). Likewise, non-financial 

incentives such as policies that reward employees for their contributions help to improve on the 

workplace environment and keep the individual committed to the organization. Moreover, the role 

played by management in supporting talented employees, and identifying them comes as an important 

factor in developing friendly conditions so as to understand them. Positive employee relations make 

employees develop a sense of commitment and satisfaction with their job, especially when 

management keeps an open bar of communication, giving feedback and showing concern of the 

welfare of the employees (Herzberg, 1966). Retention is also center to organizational culture since 

employees who identified with organizational culture will not be willing to leave the organization 

(Schein, 2010). 

 In this regard, the present research proposes to examine the impact of the mentioned retention 

strategies in order to increase the level of job satisfaction and decrease turnover. In this study, 200 

participants are selected from a mid-sized organization for the purpose of understanding the most 

effective retention strategies for improving the levels of employee satisfaction and organizational 

stability. Knowing which ones are most effective can help offer useful suggestions to organizations 

that wish to establish better retention policies that can cater to most employees’ both needs in their 

personal as well as professional lives. 

REVIEW OF LITERATURE 

Retention policies have been discussed in detail together with reference to the edi-fication of employee 

satisfaction rate and turnover intent, and research sup-porting the role of these strategies in providing 

the organizations with a pool of committed workforce is accumulating. The literature notes that it is 

effective to retain the workers and minimize turnover, one needs to provide opportunities to grow in 

careers, rewards to capture the loyalty of workers, opportunities to work flexibly as well as the 

engagement of managers (Cascio, 2014). It is quite noticeable that career advancement is now being 

recognised as an important component in any staff retention manual. As Hausknecht et al. (2009) 

pointed out, there are studies showing that organizations that offer long term career mobility known 

lines of promotion has a mechanism of retaining talented individuals as they will prefer to stay with 

organizations where they can see they can be promoted in the long run. It is even more so the case in 

the present era of a knowledge-based economy where people are always on the lookout for the means 

of professional development and promotions. It goes without some saying that management 

engagement is vital to retention. Research also has it that where managers invest their time in making 

employees feel valued through offering their opinions, showing concern about their health and keeping 

them informed, results will be higher levels of job satisfaction and commitment among these 

employees (Alfes et al., p 378). Herzberg’s two-factored approach still holds a lot of ground as a theory 

used to explain satisfaction especially by pointing out that achievement, recognition, and the value 

gained from the work done respectively have an enormous influence on the employees’ satisfaction. 

On the other hand, lack of communication with management, lack of opportunities and that 
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remunerations are inadequate lead to dissatisfied employees, as noted by Herzberg (1966). Subsequent 

works support Herzberg’s hypothesis; according to the importance of acknowledgement and 

appreciation, morale and employee turnover (Kuvaas et al., 2017). 

The use of flexible working arrangements as a retention strategy became possible after the changes in 

new expectations with the help of COVID-19 pandemic which has shifted the focus on remote work. 

Teleworking and flexible working hours are effective strategies which make employees happier as they 

are able to manage their work-life balance; they are also beneficial in terms of decreasing stress and 

burnout practices by Bloom et al. (2015). Further evidence for this includes the fact that flexibility of 

working schedule or location has emerged a critical feature for talent attraction and retention with the 

younger generation of workers who seek work and family balance (Huang et al., 2022). This has made 

organizations to alter regular working models and include the hybrid or remote work options as 

retention strategies. Also, a major part of the motivation process is comprised of non-cash incentives 

which ensure personnel stability. Multiple scholars have further evidenced that rewards and 

recognition, training and development, and an organization’s culture result in increased levels of 

satisfaction and Weinberg’s (2013) decreased intentions to turnover. These have been taken further in 

recent research that has gone further to stress on the fact that there is great value in personalizing 

recognition programs. According to the studies, the recognition and reward programmes that are 

personalized to the employment context, employees’ preferences as well as their performance levels 

are more effective in creating the perception of their value (Tessema et al., 2020). This goes to show 

that in an organization, there is a need to deviate from the traditional model of rewarding employees 

and start focusing on custom-made techniques. Furthermore, Anitha and Begum (2021) have found 

out that the role that organizational climate plays on employees’ psychological well-being has a 

positive relationship with organizational commitment and job satisfaction and this influences 

employee retention. The ways in which this notion of ‘inclusive leadership’ supports the need for 

recognition and encouragement has subsequently risen to prominence as the key function for 

enhancing organizational commitment and a pool of a successful diverse workforce. Managers that 

ensure inclusion and equality make employees to feel comfortable since they are part of the 

organization and thus support the company’s efforts for retention. 

Following is a tabular representation of the review of literature based on the sources discussed in 

relation to employee retention strategies, satisfaction, and turnover reduction:Following is a tabular 

representation of the review of literature based on the sources discussed in relation to employee 

retention strategies, satisfaction, and turnover reduction: 

Author(s) Year Key Focus Findings/Contributions Relevance to 

Study 

Cascio, W. 

F. 

2014 Employer 

branding and 

performance 

management 

Highlighted how employer 

branding and strategic HR 

practices enhance employee 

retention by fostering a sense of 

belonging and engagement. 

Emphasizes the 

role of retention 

strategies in 

organizational 

stability. 
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Hausknecht 

et al. 

2009 Career 

development 

and employee 

retention 

Found that career development 

opportunities significantly 

reduce turnover by providing 

employees with growth 

pathways. 

Supports career 

development as a 

critical retention 

strategy. 

Alfes et al. 2013 HR practices, 

employee 

engagement, 

and behavior 

Demonstrated that engaged 

employees, through supportive 

HR practices, are less likely to 

leave and are more productive. 

Links employee 

engagement with 

higher retention 

and satisfaction. 

Herzberg, F. 1966 Two-factor 

theory of job 

satisfaction 

Suggested that achievement, 

recognition, and the work itself 

are key factors for satisfaction, 

while lack of growth and poor 

management cause 

dissatisfaction. 

Provides a 

theoretical 

framework for 

understanding 

job satisfaction. 

Bloom et al. 2015 Flexible 

working 

conditions and 

productivity 

Showed that flexible work 

arrangements, like 

telecommuting, lead to 

increased job satisfaction and 

reduced burnout. 

Highlights the 

importance of 

work-life balance 

for retention. 

Kim et al. 2017 Organizational 

support and 

commitment 

Found that perceived 

organizational support boosts 

affective commitment, reducing 

turnover intentions. 

Supports 

management 

engagement as 

crucial for 

retention. 

Goswami & 

Dutta 

2017 Non-monetary 

rewards and 

retention 

Demonstrated that non-

monetary rewards, such as 

public recognition and 

development opportunities, 

enhance employee satisfaction 

and retention. 

Validates the role 

of non-monetary 

rewards in 

retaining 

employees. 

Tessema et 

al. 

2020 Employee 

recognition, 

pay, and 

benefits 

Found that personalized 

recognition programs 

significantly contribute to job 

satisfaction and retention across 

different cultural contexts. 

Reinforces the 

importance of 

tailored 

recognition for 

retention. 

Anitha & 

Begum 

2021 Supportive 

culture and 

work-life 

balance 

Emphasized the role of 

supportive organizational 

culture and work-life balance in 

enhancing employee 

satisfaction and retention. 

Highlights the 

need for a 

supportive 

culture to 
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improve 

retention. 

Huang et al. 2022 Hybrid and 

remote work 

trends 

Found that hybrid and remote 

work arrangements have 

become key factors in retention, 

particularly for younger 

generations. 

Relevant in the 

modern context 

of remote work 

and employee 

expectations. 

 

This table summaries the main studies on retention of employees and their learning on how to address 

retention strategies and their potential for enhancing on the overall levels of satisfaction and turnover 

among the employees. Altogether, existing literature guidelines predict that theories of retention 

strategies inclusive of career advancement, working conditions that are adaptable, managers’ 

involvement and personal appreciation are crucial factors that advance satisfaction of the employee 

and minimize turnover. These strategies may therefore need to be regularly adjusted to address new 

talent management challenges that organizations currently experience especially with regards to 

remote and or hybrid working. 

RESEARCH METHODOLOGY 

The study used a cross-sectional survey design whereby participants were selected from various sub-

groups of a mid-sized organization. Of the total number of participants drawn comprising of 200 

participants, random sampling was used. The questionnaire used in the survey was comprises of 

different questions concerning various retention strategies including career development, reward 

system, flexibility with work, and management communication. 

Regarding the above-stated strategies participants were given scales to rate their level of satisfaction 

and the likelihood of them to remain with the organization. The results were processed quantitatively 

by applying correlation analysis and regression tests in order to establish the link between retention 

measures and employee engagement. 

Results and Discussion 

The analysis conducted after the survey showed that the retention initiatives are an important factor 

towards employee satisfaction. Among them, 78 percent participated in the survey and said that the 

career development opportunity was important to the satisfaction of the job. Such a finding is 

consistent with previous studies which have highlighted the need for an employee’s mobility in order 

to retain the employee (Hausknecht et al., 2009). In addition, 65 percent of the respondents pointed out 

that the work-life balance contributed to their satisfaction, which is in line with the current trend where 

most employees seek flexibility in their working conditions (Bloom et al., 2015). The also found that 

organization culture was also a quiet contributor to satisfaction among employees as 72% of the 

respondents mentioned that the culture was supportive. A type of organizational culture that promotes 

inclusiveness, ways of appreciation and support provides an attachment and allegiance amongst the 

organizational staff (Schein, 2010). 
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Interestingly, satisfaction levels relating to retention efforts were higher among 70% of respondents 

who reported receipt of messages from management on retention efforts. This conclusive finding lends 

credence to Herzberg’s theory whereby employees are retained in the organization through engagement 

and satisfactory information flow is maintained (Herzberg, 1966). 

Regression and Correlation Analysis Results 

The regression and correlation analyses aim to examine the relationship between retention strategies 

and employee satisfaction. Specifically, we will look at how variables such as career development, 

reward systems, flexible work arrangements, and management communication impact overall 

employee satisfaction and their likelihood of staying with the organization. 

Correlation Analysis 

The Pearson correlation coefficients are used to measure the strength of the linear relationship between 

retention strategies and employee satisfaction. 

Variables Career 

Developme

nt 

Rewar

d 

System

s 

Flexible 

Work 

Arrangemen

ts 

Management 

Communicati

on 

Employee 

Satisfactio

n 

Likelihoo

d to Stay 

Career 

Development 

1.00 0.65** 0.58** 0.62** 0.72** 0.68** 

Reward 

Systems 

0.65** 1.00 0.55** 0.60** 0.69** 0.64** 

Flexible Work 

Arrangements 

0.58** 0.55** 1.00 0.61** 0.63** 0.59** 

Management 

Communicati

on 

0.62** 0.60** 0.61** 1.00 0.75** 0.70** 

Employee 

Satisfaction 

0.72** 0.69** 0.63** 0.75** 1.00 0.78** 

Likelihood to 

Stay 

0.68** 0.64** 0.59** 0.70** 0.78** 1.00 

 

Would like to bring your attention to the fact that all associations are found to be statistically significant 

with p<0.01 and there is some statistical significance level with 99%.  Career Development and 

Employee Satisfaction provided a substantial positive relationship (0.72) to indicate that as very good 

career development increases, employee satisfaction increases.  Management Communication 

provided the significant correlation to Employee Satisfaction (0.75), emphasizing the importance of 

communication for job satisfaction. The Likelihood to Stay had the highest correlation, establishing 

that satisfied employees are likely to stay (0.78).  



Communications on Applied Nonlinear Analysis 

ISSN: 1074-133X 

Vol 32 No. ICMASD (2025) 
  

56 
https://internationalpubls.com 

2. Regression Analysis 

To determine how various retention strategies predicted overall employee satisfaction, a multiple 

regression analysis was conducted. Employee satisfaction is our dependent variable, while our 

independent variables consist of career development, reward systems, flexible work arrangements, and 

management communication.  

Regression Model: 

Dependent Variable: Employee Satisfaction 

Independent Variables: Career Development, Reward Systems, Flexible Work Arrangements, 

Management Communication. 

Predictor Variable Unstandardized 

Coefficients (B) 

Standardized 

Coefficients (Beta) 

t-

value 

p-

value 

Significance 

Career 

Development 

0.325 0.311 4.65 0.000 Significant 

Reward Systems 0.240 0.230 3.89 0.000 Significant 

Flexible Work 

Arrangements 

0.182 0.174 2.98 0.003 Significant 

Management 

Communication 

0.395 0.374 5.55 0.000 Significant 

 

R-squared: 0.657 

Adjusted R-squared: 0.649 

F-statistic: 49.12 

p-value (overall model): 0.000 

The model explains 65.7% of the variance in employee satisfaction, which is a strong fit. 

• Management Communication (B = 0.395, p < 0.001) has the highest impact on employee 

satisfaction, followed by Career Development (B = 0.325, p < 0.001), indicating that these are the 

most influential factors. 

• Reward Systems (B = 0.240, p < 0.001) and Flexible Work Arrangements (B = 0.182, p < 

0.01) also have significant positive impacts, but their influence is slightly less compared to career 

development and management communication. 

 

 

 

Summary Table of Results: 



Communications on Applied Nonlinear Analysis 

ISSN: 1074-133X 

Vol 32 No. ICMASD (2025) 
  

57 
https://internationalpubls.com 

Variable Correlation with Employee 

Satisfaction 

Regression 

Coefficient (B) 

p-value 

Career Development 0.72** 0.325 0.000 

Reward Systems 0.69** 0.240 0.000 

Flexible Work 

Arrangements 

0.63** 0.182 0.003 

Management 

Communication 

0.75** 0.395 0.000 

 

Management Communication has the most effect on satisfaction and likelihood to stay, thus it is 

concluded as the top retention strategies in this study. One way to keep employees engaged is 

satisfaction through Career Development. Reward systems and flexible work arrangements also come 

out strongly in terms of impact, but less so than communication and career opportunities. This implies 

that though all four of the retention strategies are important, organizations must concentrate upon 

improving management communication and career development for higher staff satisfaction & 

contribution. 

CONCLUSION  

The study's conclusions highlight the crucial part retention measures play in raising worker satisfaction 

and lowering attrition. Strong evidence that professional development possibilities, reward programs, 

flexible work schedules, and management communication all significantly, though to differing 

degrees, contribute to employee happiness is provided by the correlation and regression studies. With 

the largest regression coefficient (B = 0.395, p < 0.001) and the highest correlation (0.75) with 

employee satisfaction, management communication stands out as the most influential strategy among 

the others. This emphasises that employees place a high value on honest, consistent, and supportive 

communication from management, particularly when it reflects genuine care for their advancement 

and well-being. The considerable association between management communication and employees' 

likelihood of staying (correlation of 0.70) indicates that an organization's ability to convey its 

commitment to work-life balance and employee development can greatly enhance satisfaction levels. 

With a substantial association (0.72) and a significant regression coefficient (B = 0.325, p < 0.001), 

career advancement is also important. Employee loyalty and satisfaction are more likely to persist 

among those who believe there are prospects for growth and progress inside the company. This is 

consistent with other research that suggests one of the best retention methods is career advancement 

(Hausknecht et al., 2009). Reward programs and flexible work schedules have a beneficial impact on 

employee satisfaction as well, although not as much as career development and management 

communication. These tactics are still important, though, since flexible work schedules and reward 

systems have a strong 0.69 and 0.63 link, respectively, with employee happiness. This result is 

consistent with previous research that highlights the value of flexible scheduling and non-cash 

incentives in contemporary companies (Bloom et al., 2015; Goswami & Dutta, 2017). The whole 

regression model demonstrates that the combination of these retention tactics successfully raises 
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employee well-being and lowers turnover, accounting for 65.7% of the variance in employee 

satisfaction. Furthermore, there is a substantial positive association between satisfaction and the 

likelihood of staying (0.78), which supports the notion that happy workers are more likely to stick 

around, which lowers turnover costs and preserves organisational continuity. 
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