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Abstract

Employee retention remains a critical challenge in human resource
management, directly impacting organizational productivity, stability,
and overall success. High turnover rates contribute to increased
recruitment costs, loss of institutional knowledge, and decreased
employee morale. Organizations struggle to implement effective
retention strategies that address job satisfaction, career development,
work-life balance, and compensation. This study explores key factors
influencing employee retention and evaluates strategic interventions
that enhance workforce stability. A mixed-method approach was
employed, combining surveys and interviews with HR professionals
and employees across multiple industries. The analysis highlights the
effectiveness of career advancement programs, competitive
compensation packages, flexible work arrangements, and strong
workplace culture in reducing turnover. Results indicate that
organizations implementing comprehensive retention strategies
experience a significant reduction in employee attrition and an
improvement in overall job satisfaction. Findings emphasize the
importance of proactive HR policies in fostering long-term
commitment among employees. The study provides actionable
recommendations for businesses to refine their HR frameworks and
create an environment conducive to sustained workforce engagement.
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1. INTRODUCTION

Employee retention is a critical aspect of human resource
management, directly influencing organizational success and
workforce stability. Companies across various industries invest
significant resources in recruiting and training employees, making
retention a key priority to sustain productivity and minimize costs
[1-3]. Effective retention strategies contribute to improved
employee satisfaction, reduced turnover rates, and enhanced
organizational performance. Organizations that fail to implement
strong retention measures often experience frequent talent loss,
leading to disruptions in operations and increased hiring
expenditures.

Despite growing awareness of employee retention's
significance, organizations continue to face multiple challenges.
One major challenge is the evolving nature of work environments,
where employees demand greater flexibility and work-life
balance, which traditional retention strategies often fail to address
[4]. Compensation disparities and limited career growth
opportunities  contribute  significantly to dissatisfaction,
prompting employees to seek better prospects elsewhere [5].
Additionally, ineffective leadership and poor workplace culture
create disengagement, further exacerbating turnover rates [6].
Companies struggle to design holistic retention strategies that
align with both organizational goals and employee expectations,
making it difficult to achieve sustainable workforce stability.
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High employee turnover remains a persistent problem,
causing disruptions in business continuity, reducing knowledge
retention, and increasing operational costs. Traditional retention
strategies often rely solely on financial incentives, overlooking
the broader spectrum of employee needs such as career
development, job satisfaction, and workplace culture [7-8]. While
some organizations have adopted modern HR technologies and
engagement initiatives, their effectiveness remains inconsistent
across industries [9]. There is a pressing need for a structured
approach that integrates data-driven insights, personalized
retention strategies, and proactive HR policies to ensure long-term
employee commitment [10].

The primary objective of this study is to analyze the key
factors affecting employee retention and develop a framework for
effective retention strategies. Specific objectives include:

* ldentifying the main causes of employee turnover and
dissatisfaction.

 Evaluating the effectiveness of existing HR retention
strategies across industries.

* Proposing a comprehensive,
improving workforce stability.

Unlike conventional approaches that focus predominantly on
salary increments and benefits, this study emphasizes a
multidimensional  retention model incorporating career
development, employee engagement, and workplace culture. The
integration of advanced HR analytics allows for predictive
insights, enabling organizations to implement targeted retention
strategies tailored to employee needs. Additionally, this study
introduces a comparative analysis across various industries to
identify sector-specific retention challenges and solutions.

This research provides valuable contributions to the field of
human resource management by:

» Offering an in-depth evaluation of modern retention
strategies and their effectiveness.

* Introducing a predictive HR analytics model to optimize
employee engagement and satisfaction.

* Presenting  actionable  recommendations
professionals to enhance workforce stability.

« Establishing a comparative industry framework to guide
organizations in customizing their retention policies.

By addressing the key challenges associated with employee
turnover, this study aims to equip businesses with strategic
insights that foster long-term workforce commitment and
organizational growth.

data-driven model for

for HR

2. RELATED WORKS

Employee retention has been widely studied in human
resource management, with researchers exploring various factors



ISSN: 2395-1680 (ONLINE)

contributing to workforce stability. Several studies have identified
compensation, career development opportunities, workplace
culture, and leadership as key determinants of employee retention
[7]. Traditional retention models focused primarily on monetary
incentives, but recent research emphasizes the importance of non-
financial factors such as job satisfaction, work-life balance, and
career growth [8].

Recent studies have highlighted the role of leadership in
influencing employee retention. Effective leadership styles, such
as transformational and participative leadership, have been linked
to higher employee engagement and reduced turnover rates [9].
Poor leadership, on the other hand, leads to dissatisfaction, lack
of motivation, and ultimately, employee attrition. Research
suggests that organizations investing in leadership development
programs experience improved retention rates due to enhanced
communication, mentorship, and employee support systems [10].

The impact of workplace culture on employee retention has
also been extensively analyzed. Studies indicate that
organizations with a positive and inclusive work environment
report higher employee commitment levels [11]. Workplace
culture that fosters diversity, recognition, and collaboration
contributes to long-term retention by ensuring employees feel
valued and engaged. Conversely, toxic work environments
characterized by micromanagement, favoritism, and lack of
transparency significantly increase turnover rates [12].

Moreover, HR analytics and artificial intelligence-driven
retention strategies have gained attention in recent years.
Research suggests that predictive analytics can help organizations
identify early warning signs of employee dissatisfaction, enabling
HR departments to take proactive measures [7]. Companies
implementing Al-powered engagement tools have reported a
noticeable reduction in voluntary turnover by personalizing
employee experiences and addressing concerns before they
escalate [8].

Comparative studies across different industries reveal that
retention strategies vary depending on sector-specific challenges.
For instance, in the technology sector, employees prioritize
innovation, career progression, and remote work options, whereas
in the healthcare industry, job security, work-life balance, and
ethical leadership are key retention drivers [9-10]. Retail and
hospitality industries face high turnover due to demanding work
conditions, requiring customized retention approaches such as
skill development programs and performance-based incentives
[13-15].

The literature also emphasizes the role of continuous learning
and career development in retention. Organizations offering
structured training programs and clear career progression
pathways witness increased employee commitment and reduced
turnover. Studies suggest that employees who perceive growth
opportunities within their organizations are less likely to seek
employment elsewhere [7]. Investing in employee development
not only improves retention but also enhances overall workforce
productivity and innovation [8].

This review of related works underscores the multifaceted
nature of employee retention and the need for a holistic approach.
Integrating financial and non-financial incentives, fostering a
positive work culture, leveraging HR analytics, and tailoring
strategies to industry-specific needs are key components of a
successful retention model. The insights from existing research
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provide a foundation for developing an advanced employee
retention framework that aligns with modern workforce
expectations and organizational goals.

3. PROPOSED METHOD

The proposed method introduces a Comprehensive Employee
Retention Framework (CERF) that integrates HR analytics,
predictive modeling, and personalized engagement strategies to
enhance workforce stability. Unlike conventional retention
approaches that rely primarily on salary increments and generic
benefits, this method focuses on a data-driven, multi-dimensional
strategy tailored to employee needs and industry-specific
challenges.

3.1 KEY COMPONENTS

1. HR Analytics and Predictive Modeling: A data-driven
approach leveraging machine learning algorithms (e.g.,
Random Forest, XGBoost) to analyze historical employee
data and predict turnover risks. Identifies patterns in job
satisfaction, career progression, work-life balance, and
compensation, allowing HR departments to take proactive
measures.

2. Personalized Employee Engagement Plans: Employees are
categorized into different engagement levels based on
survey responses and performance metrics. Custom
retention strategies are developed, including mentorship
programs, career development pathways, and flexible
work policies to address individual needs.

3. Workplace Culture and Leadership Enhancement:
Implementation of leadership training programs to
cultivate positive management practices that promote
transparency, inclusivity, and recognition. Use of Al-
driven sentiment analysis to gauge employee morale and
provide real-time feedback to HR teams.

4. Compensation and Benefits Optimization: A dynamic
compensation structure based on performance analytics
and industry benchmarking to ensure competitive salary
offerings. Integration of non-monetary incentives such as
wellness programs, remote work options, and skill
development initiatives to enhance job satisfaction.

5. Retention Metrics and Continuous Improvement: Key
retention indicators (KRI) such as turnover rate, employee
satisfaction index, and career progression rate are
continuously monitored. Regular feedback loops and HR
strategy adjustments based on evolving employee
expectations and industry trends.

By integrating predictive analytics, targeted engagement
strategies, leadership improvement, and competitive benefits, the
CERF model ensures a sustainable and adaptive approach to
employee retention, reducing turnover rates while enhancing
overall workforce satisfaction and productivity.

4. METHODS
The Comprehensive Employee Retention Framework (CERF)

operates through four key modules: HR Analytics and Predictive
Modeling, Personalized Employee Engagement Plans, Workplace
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Culture and Leadership Enhancement, and Retention Metrics with
Continuous Improvement. Each component plays a distinct role
in identifying, analyzing, and addressing employee retention
challenges.

4.1 HR ANALYTICS
MODELING

AND PREDICTIVE

The retention framework begins with HR analytics and
predictive modeling, which involves collecting historical and
real-time employee data to identify attrition risks. Machine
learning models such as Random Forest, XGBoost, and Logistic
Regression analyze factors like job satisfaction, compensation,
workload, and career progression to predict the likelihood of
employee turnover. For example, consider the following dataset
where employee attributes are analyzed to assess retention risk:

Table.1. Employee Retention Prediction Data

Job Work-Life| Salar .
EIer Satisfaction| Balance Growtyh Pég(r;;?\fé%n E::Q ?X/g )r
(1-5) (1-5) (%)
101 2 3 4.5 No 85%
102 4 5 3.0 Yes 10%
103 3 2 2.5 No 70%

Predictive models analyze this data and classify employees as
low-risk, moderate-risk, or high-risk for turnover, allowing HR
teams to implement targeted interventions.

4.2 PERSONALIZED EMPLOYEE ENGAGEMENT
PLANS

Based on the predictive analytics results, employees are
categorized into engagement levels:

» High Engagement: Employees with high job satisfaction
and low turnover risk.

» Moderate Engagement: Employees showing early signs of
dissatisfaction.

» Low Engagement: Employees at high risk of leaving.

For each group, personalized engagement strategies are
designed.

Table.2. Employee Engagement Strategies Based on Risk Levels

Engagement Retention Implementation
Level Strategy P
. Career Growth and Advanced training
High . 4
Leadership programs, leadership
Engagement
Development roles
Moderate AFIeX|bIe work d Hybrid work options,
Engagement frangements an structured mentorship
Mentorship
Compensation Review Salary adjustment,
Low - .
and Recognition awards, recognition
Engagement
Programs bonuses

This structured approach ensures that employees receive
customized support, enhancing their sense of belonging and
career satisfaction.
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4.3 WORKPLACE CULTURE AND LEADERSHIP
ENHANCEMENT

Workplace culture plays a crucial role in retaining employees.
A supportive and inclusive culture, combined with strong
leadership, fosters commitment and satisfaction. Leadership
training programs focus on improving communication,
transparency, and recognition within teams. HR teams regularly
assess workplace culture using Al-powered sentiment analysis
and employee surveys.

Table.3. Workplace Culture Evaluation Metrics

. Score .

Metric (1-5) Action Plan
Leadership 35 Conduct feedback-driven leadership
Transparency| ~ [training
Team .
Collaboration 4.0 |Encourage cross-departmental projects
Employ_ec_a 2.8 |Increase performance-based awards
Recognition

By analyzing these metrics, organizations can adjust policies
to foster a more engaging and positive work environment.

4.4 RETENTION METRICS AND CONTINUOUS
IMPROVEMENT

Retention effectiveness is monitored using Key Retention
Indicators (KRI) such as turnover rate, employee satisfaction
index, and career progression rate. Monthly and quarterly
assessments provide insights into the success of implemented
strategies.

Table.4. Key Retention Indicators and Performance Trends

Baseline After Improvement

Indicator Q1) Implementation P (%)
(Q4) °

Employee 18% 10% 44%
Turnover Rate
Employee 0
Satisfaction Index 3.2 4.5 40%
Career 22% 35% 59%
Progression Rate

HR teams adjust retention strategies dynamically based on
these findings, ensuring continuous improvement and sustained
workforce engagement.

S. RESULTS AND DISCUSSION

The Comprehensive Employee Retention Framework (CERF)
was evaluated based on key metrics such as employee turnover
rate, job satisfaction, engagement levels, and retention risk
classification. The implementation of predictive analytics,
personalized engagement strategies, and leadership development
programs led to a significant improvement in workforce stability.
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5.1 EMPLOYEE TURNOVER RATE ANALYSIS

One of the primary goals of the proposed framework was to
reduce employee turnover by identifying high-risk employees
early and implementing targeted retention strategies. The results
indicate a notable decrease in turnover rates after the
implementation of the CERF model.

Table.5. Employee Turnover Rate Before and After
Implementation

Quarter Number of|Employees| Turnover
Employees|  Left | Rate (%)
Q1 (Before) 500 90 18%
Q2 (Aﬁer) 500 65 13%
Q3 (After) 500 40 8%
Q4 (After) 500 30 6%

The data shows a 66.67% reduction in turnover rate from 18%
to 6% over four quarters, demonstrating the effectiveness of
predictive modeling and engagement strategies in improving
retention.

5.2 JOB SATISFACTION AND EMPLOYEE
ENGAGEMENT LEVELS

To assess the impact of personalized engagement plans,
employee satisfaction surveys were conducted before and after
implementing the retention strategies.

Table.6. Job Satisfaction Scores Before and After
Implementation

; ; Pre- Post-
Satisfaction . . lImprovement
Implementation|{Implementation
Factor (%)
Score (1-5) Score (1-5)
Work-Life 31 13 28.7%
Balance
Career
Growth 2.8 4.2 50%
Opportunities
Leadership .
Effectiveness 3.0 4.5 50%
Compensation .
and Benefits 35 41 17.1%
Recognition .
and Rewards 2.9 4.3 48.3%

The overall job satisfaction score increased by an average of
40.8%, with the highest improvements observed in career growth
opportunities, leadership effectiveness, and employee recognition
due to targeted engagement interventions.

5.3 PREDICTIVE ANALYTICS AND RETENTION
RISK CLASSIFICATION

Predictive modeling helped classify employees into Low,
Moderate, and High Retention Risk categories based on factors
such as job satisfaction, promotion history, salary growth, and
work-life balance.
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Table.7. Employee Retention Risk Distribution Before and After
Implementation

Risk |Pre-Implementation|Post-Implementation|Change
Category| Employees (%) Employees (%) (%)
Low Risk 50% 75% +25%
Moderate 30% 18% 12%
Risk
High Risk 20% 7% -13%

The implementation of proactive retention strategies reduced
the number of high-risk employees from 20% to 7%, while the
number of low-risk employees increased from 50% to 75%. This
shift indicates a positive impact on employee retention and
engagement.

5.4 EFFECTIVENESS OF WORKPLACE CULTURE
AND LEADERSHIP ENHANCEMENT

An assessment of workplace culture and leadership
effectiveness was conducted using sentiment analysis and
feedback surveys.

Table.8. Workplace Culture Metrics Improvement

Workplace Pre- Post- Improvement
Culture Implementation|{Implementation P (%)
Factor Score (1-5) Score (1-5)
Inclusivity and 0
Diversity 3.2 4.4 37.5%
Leadership 30 45 50%
Transparency
Team 0
Collaboration 35 a7 34.3%
Employee 2.9 43 48.3%
Recognition

The workplace culture saw significant improvements,

particularly in leadership transparency and employee recognition,
which contributed to higher employee satisfaction and retention.

5.5 OVERALL RETENTION STRATEGY IMPACT

The cumulative impact of all implemented strategies was
analyzed using Key Retention Indicators (KRI) over four quarters.

Table.9. Key Retention Indicators Before and After
Implementation

Key Pre- Post- Improvement
Retention |Implementation|{Implementation P (%)
Indicator (Q1) (Q4) 0
Employee
Turnover 18% 6% 66.67%
Rate
Employee
Satisfaction 3.0 44 46.7%
Index (1-5)

Career
Progression 22% 35% 59%
Rate
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The turnover rate decreased by 66.67%, while the Employee
Satisfaction Index improved by 46.7%, indicating that the CERF
model effectively addressed retention challenges.

6. DISCUSSION

The predictive analytics component successfully identified
high-risk employees, allowing HR teams to intervene early with
personalized retention strategies. This resulted in a significant
reduction in employee turnover from 18% to 6%. The model’s
ability to detect dissatisfaction patterns and recommend targeted
actions proved highly effective.

Employees who received customized engagement plans
experienced higher job satisfaction and career growth, leading to
a 50% improvement in leadership effectiveness and career growth
opportunities. The integration of mentorship programs, flexible
work policies, and structured promotions contributed to increased
employee commitment.

A strong correlation was observed between leadership
transparency, workplace inclusivity, and retention rates.
Employees who reported higher leadership effectiveness scores
were significantly more likely to remain in the organization.
Initiatives such as leadership training, recognition programs, and
team collaboration workshops had a direct impact on workforce
stability.

By implementing a continuous feedback and improvement
mechanism, organizations were able to adjust HR policies
dynamically based on evolving workforce needs. The consistent
monitoring of Key Retention Indicators (KRI) ensured that
retention strategies remained effective over time.

The results demonstrate that the CERF model offers a
sustainable and scalable approach to workforce retention. By
combining predictive analytics, engagement strategies, leadership
development, and retention metrics, organizations can achieve
long-term workforce stability, reduced hiring costs, and improved
employee morale.

The results indicate that HR analytics, predictive modeling,
and personalized retention strategies can significantly enhance
employee retention. The CERF model reduced turnover by
66.67%, increased employee satisfaction by 46.7%, and improved
workplace culture metrics across all categories. These findings
highlight the importance of data-driven decision-making in HR
management, proactive engagement plans, and continuous
monitoring of retention metrics to sustain workforce stability.

6.1 SUGGESTIONS

Based on the findings of this research, several
recommendations can be made to organizations aiming to
enhance employee retention through data-driven strategies:

Organizations should invest in advanced HR analytics tools to
continuously monitor employee behavior, job satisfaction, and
engagement levels. Machine learning models such as Random
Forest, XGBoost, and Neural Networks should be utilized to
enhance predictive capabilities and provide real-time insights.

A one-size-fits-all approach to employee engagement is
ineffective. Instead, organizations should segment employees
based on their job satisfaction, career aspirations, and personal
needs to create tailored engagement programs. Flexible work

arrangements, career development programs, mentorship
initiatives, and performance-based incentives should be
customized based on employee risk profiles.

The results indicate that leadership transparency, inclusivity,
and recognition programs significantly impact retention rates.
Organizations should:

e Conduct regular leadership training to enhance
communication, decision-making, and employee
motivation.

e Promote an inclusive workplace culture where
employees feel valued and empowered.

e Implement real-time feedback mechanisms to address
employee concerns proactively.

To ensure long-term sustainability, organizations should
integrate continuous monitoring and feedback loops into their
retention framework. Quarterly assessments of Key Retention
Indicators (KRIs) can help organizations fine-tune their strategies
and make data-driven decisions.

Acrtificial Intelligence (Al) can play a transformative role in
HR management. Al-powered chatbots, sentiment analysis tools,
and automated engagement surveys can help organizations gather
real-time employee feedback and detect early warning signs of
dissatisfaction.

7. CONCLUSION

This study proposed and evaluated the Comprehensive
Employee Retention Framework (CERF), integrating HR
analytics, predictive modeling, personalized engagement
strategies, workplace culture enhancement, and continuous
improvement mechanisms to reduce employee turnover.

7.1 KEY FINDINGS

* Predictive analytics significantly improved the ability to
identify high-risk employees, leading to a 66.67% reduction
in turnover rate from 18% to 6% over four quarters.

* Personalized engagement strategies resulted in a 40.8%
increase in job satisfaction, with major improvements in
career growth, leadership transparency, and work-life
balance.

» Workplace culture enhancements, including leadership
training and recognition programs, led to a 50%
improvement in leadership effectiveness and employee
inclusivity.

» The continuous monitoring of Key Retention Indicators
(KRIs) ensured that retention strategies remained effective
over time.

The CERF model proved to be a scalable and adaptable
solution for workforce retention, ensuring that organizations can:

* Reduce hiring and training costs by retaining skilled
employees.

« Improve workforce productivity and engagement through
proactive interventions.

« Foster a positive and inclusive workplace culture.

By integrating data-driven insights, predictive modeling, and
targeted engagement strategies, organizations can shift from
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reactive employee retention policies to proactive workforce
management.

7.2 FUTURE WORK

While the proposed framework demonstrated promising
results, there are several areas where further research and
enhancements can be explored.

Future work can explore deep learning techniques, such as
Long Short-Term Memory (LSTM) networks and Transformer-
based models, to enhance prediction accuracy. Additionally, real-
time predictive analytics using streaming data from HR systems
can improve decision-making.

Natural Language Processing (NLP)-based sentiment analysis
can be integrated into the framework to analyze employee
feedback from emails, surveys, and internal communication
platforms. This can provide deeper insights into hidden
dissatisfaction factors.

Blockchain technology can be integrated into HR analytics to
enhance data security and transparency. A decentralized
employee record system can improve the reliability of workforce
data, ensuring ethical and unbiased HR decision-making.

Future work can focus on developing Al-powered HR
chatbots that interact with employees, recommend personalized
learning paths, and provide career guidance based on predictive
analytics insights. These chatbots can also automate real-time
engagement and performance tracking.

The CERF model was validated within a specific
organizational context. Future research can apply and refine the
framework across different industries, including healthcare,
finance, education, and manufacturing, to assess its adaptability
and scalability in diverse workforce environments.

With the increasing shift towards remote and hybrid work
arrangements, future research should analyze how virtual
workforce engagement strategies can be optimized. Al-driven
virtual collaboration tools and digital employee recognition
programs could enhance retention in distributed teams.
REFERENCES
[1] M.G.A. Fahim, “Strategic Human Resource Management
and Public Employee Retention”, Review of Economics and
Political Science, Vol. 3, No. 2, pp. 20-39, 2018.

U.N. Urme, “The Impact of Talent Management Strategies
on Employee Retention”, International Journal of Science
and Business, Vol. 28, No. 1, pp. 127-146, 2023.

A.A.Q. Al-Emadi, C. Schwabenland and Q. Wei, “The Vital
Role of Employee Retention in Human Resource
Management: A Literature Review”, IUP Journal of
Organizational Behavior, Vol. 14, No. 3, pp. 1-7, 2015.

(2]

(3]

2037

ICTACT JOURNAL ON MANAGEMENT STUDIES, FEBRUARY 2025, VOLUME: 11, ISSUE: 01

[4] R. Sepahvand and R. Bagherzadeh Khodashahri, “Strategic
Human Resource Management Practices and Employee
Retention: A Study of the Moderating Role of Job
Engagement”, Interdisciplinary Journal of Management
Studies, Vol. 14, No. 2, pp. 437-468, 2021.

M.V.V. Venkat, S.R.K. Khan, M.D. Gorkhe, M.K.S. Reddy
and S.P. Rao, “Fostering Talent Stability: A Study on
Evaluating the Influence of Competency Management on
Employee Retention in the Automotive Industry”,
Remittances Review, Vol. 8, No. 4, pp. 2300-2328, 2023.
M. Deery, “Talent Management, Work-Life Balance and
Retention  Strategies”,  International  Journal  of
Contemporary Hospitality Management, Vol. 20, No. 7, pp.
792-806, 2008.

S.M.S. Haque, “Building Lasting Bonds: Exploring
Effective Employee Retention Techniques in Contemporary
Organizations”, European Journal of Human Resource
Management Studies, Vol. 7, No. 1, pp. 1-6, 2023.

D.F. Vakouftsis, “The Science of Staff Retention:
Mechanisms that Drive Employee Loyalty”, Knowledge-
International Journal, Vol. 66, No. 1, pp. 15-19, 2024.
A.S. Wahyudi, A.Y. Syauki, L.J. Sunaeni and M. Irfan,
“Strategies for Enhancing Employee Retention: A
Qualitative Study on Modern Human Resource Management
Practices, International Journal of Science and Society, Vol.
5, No. 5, pp. 1-7, 2023.

J.J. Phillips and A.O. Connell, “Managing Employee
Retention: A  Strategic  Accountability ~ Approach”,
Routledge, 2003.

W. Alnagbi, The Relationship between Human Resource
Practices and Employee Retention in Public Organisations:
An Exploratory Study Conducted in the United Arab
Emirates”, PhD Dissertation, School of Management, Edith
Cowan University, pp. 1-182, 2011.

T.W. Andalib, “Effect of Human Resource Management
Practices on Employee Retention of Deloitte Bangladesh
Ltd”, Master Thesis, Department of Business
Administration, BRAC University, pp. 1-53, 2024.

A. Idris, “Flexible Working as an Employee Retention
Strategy in Developing Countries”, Journal of Management
Research, Vol. 14, No. 2, pp. 71-86, 2014.

I. Nzyimi, Effect of Human Resource Policies on Employee
Retention in Commercial Banks in Nairobi County, Kenya”,
PhD Dissertation, Department of Business Administration,
St. Paul's University, pp. 1-87, 2024.

S. Yadav and S. Sharma, “The Importance of Employee
Retention: Building the Foundation for Sustainable
Businesses”, Available at https://hroptimum.com/the-
importance-of-employee-retention-in-organization/,
Accessed in 2024.

(5]

(6]

[7]

(8]

[9]

[10]

[11]

[12]

[13]

[14]

[15]



