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Abstract— Employee retention has become a major concern 

for organizations of any nature. Employee attrition is a costly 

dilemma for all organizations. In one of the survey it was 

found that 90% of those firms surveyed said it was more 

difficult to retain talented individuals than it was several years 

before. Therefore, it is imperative that organizations and 

managers recognize that retention must be a continuing HR 

emphasis and a significant responsibility for all supervisors 

and managers. That is the reason which calls for investigation 

and research in the field. This article explores the challenges 

of retaining employees, the reasons and prime factors for 

employee attrition and some retention strategies. As 

companies usually think that giving a hike in salary to retain 

employees will solve a problem but this however is no longer 

helpful in solving the problem. The main objective of this 

paper was to find the reasons of employee turnover in the 

professional institution and another objective of the research 

was to study the strategies to be employed, which should be 

adopted by the professional institutions to retain their 

employees. Through this article we wish to bring out other 

reasons that makes employee quit an organization and focus 

on the pragmatic, innovative and effective attrition 

management strategies in order to retain talent in the 

organization. 
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I. INTRODUCTION 

Retention is a big and a constant challenge for every 

organization today whether to talk of any corporate sector or 

any educational institution. It is a Herculean task for most 

organizations in the modern era of globalization and 

competitive business. HR professionals all over the world are 

breaking their heads to formulate Retention Strategies but 

nothing is working-out in their favour. 
 The need to increase recruiting and retention 

effectiveness is a flaming issue worldwide. The business 

benefits of these approaches are reaching into the developing 

world—an encouraging sign that the learning's of human 

capital management can help raise global workforce 

standards. Some employers have placed such a high priority 

on employee retention that they have designated an individual 

as the retention officer for the firm. 

II. DEFINITIONS & MEANING 

An effective Employee Retention Program is a systematic 

effort to create and foster an environment that encourages 

employees to remain employed by having policies and 

practices in place that address their diverse needs. Retention-

rich organization culture is required today that attracts, 

engages and builds lasting loyalty among today's most skilled 

and talented employees. 

 The growth of attrition rate has been a major concern 

for the last couple of decades. The words 'attrition' and 

'retention' are profoundly significant in the context of 

corporate and professional institutions. Attrition is the 

separation of employees from an organization, due to 

resignation, retirement etc. It may be defined as the loss of 

workforce due to unavoidable circumstances. It is growing 

every day and creating havoc. 
 A study was conducted by William A. Brown, 

Carlton F. Yoshioka, Department of Recreation Management 

and Tourism, Center for Nonprofit Leadership and 

Management, College of Public Programs, Arizona State 

University on "Mission attachment and satisfaction as factors 

in employee retention". That article also focuses on retention 

of employees as major concern. 

III. THE PROBLEM/THE CHALLENGE TODAY 
Acquiring or recruiting is a big challenge but motivating and 

retaining potential employees is equally vital function for HR 

managers. Selecting and retaining top-notch staff is a key for 

business success and effectiveness. It is very frustrating for 

an organization to go through the entire process of hiring and 

training, only to find employees leaving after two months or 

sometimes even quitting after the training period is over. On 

the one hand, with increasing work opportunities, 

organizations which provide challenging and competitive 

work environments are seeking talent. On the other hand, 

retaining these key employees has become a vital task for the 

long-term success of any organization. Employee turnover is 

increasing day by day, that means lost productivity, lost 

expertise, lower quality and lost business opportunities, 

higher recruitment cost for the employer. 
 According to a study by IPSOS–Reid, 30% of 

employees plan to change jobs in the next two years. Most 

leaving employees seek opportunities that allow them to use 

and develop their skills. Leaving employees want more 

meaning in their work meaning challenging the challenges. 

They often indicate that they want to use their qualities and 

skills in challenging teamwork led by capable leaders. 
 Employees stay or leave their jobs and organizations 

for various different reasons. Those terminated leave the 

organizations because management wants but those who 

leave organizations voluntarily is the matter of great concern. 

One survey done by McKinsey & Company, it is a large 

international consulting firm, emphasized the importance of 

retention by concluding that employers face "a war for 

talent." The McKinsey studies done several years apart found 

that that most critical factors affecting the attraction and 

retention of managers and executives can be classified into 

three areas. The areas, key items, and percentage responses 

are listed below: 
1) Great Company 

 Value and Culture (58%) 

 Well managed (50%) 
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 Company has exciting challenges (38%)  

2) Great Job 

 Freedom and autonomy (56%) 

 Job has exciting challenges (51%) 

 Career advancement and growth (39%) 

3) Compensation and Lifestyle 

 Differentiated pay package (29%) 

 High total compensation (23%) 

 Geographic location (19%) 

 Respect for lifestyle (12%) 

A. Causes of the Problem 
Common Reasons for Quitting the Institutions: 

1) Inadequate Compensation Systems 

2) Inequitable Salary Distribution 

3) Different Rule For Different Employees & Favouritism  

4) Discrimination On The Basis Of Gender (Inequality of 

Treatment) That Cause Dissatisfaction  

5) Ineffective Role of Leader and Dictatorial control. 

6) Lack Of Qwl: Poor Working Environment 

7) Poor Work Relationship 

8) Poor Career Planning And Development 

9) Higher Education 

10) Already Recruited In Corporate Sector 

11) Work Overload 

12) Organisational/Work Stress 

13) For Attractive Designation And Posts 

14) Lack Of Interest 

15) Family Reasons 

16) Lack Of Opportunity To Utilize And Display Talent 

17) Lack Of Interest 

18) By Mistake Falls In That Particular Job, Incompatibility 

With Job Requirement 

19) Excessive paper work and working on holidays 

20) Lack of Autonomy 

Now let us find in detail some common determinants- 
 Inadequate Compensation policies & its Systems  

 Inadequate Compensation policy 

 Salary system and Increments Based on Biasness 

 Promises made but not kept in case of Increments/hikes 

 No. of Increments are not based on certain criteria 

 Long and cumbersome procedure while applying for 

leaves 

IV. LACK OF QWL: POOR WORKING ENVIRONMENT & WORK 

RELATIONSHIP 

 Inadequate Educational Aid & Equipments 

 Long and Cumbersome procedure in using Equipments 

 Excessive Centralization or Autocratic rule of 

Authorities 

 Lack of Recognition of Achievement and high 

Performance 

 Lack of Encouragement and Motivational Environment 

 Lack of Policies in everywhere and not communicated to 

the faculty members so that one may know what is 

expected and what not 

 System lacks Transparency 

 Poor Performance Appraisal and feedback system 

 Conflicts and Grievances not tackled or handled in an 

effective way 

V. POOR CAREER PLANNING & DEVELOPMENT SYSTEM 

& GROWTH 

 Stagnation    

 Discourage Training, Development & Research 

Programme 

 Boredom due to Monotonous Nature of Work   

 Lack of sponsorship for skill development programmes 

 Lack of leaves grant for development programmes  

 Biasness while selecting employees for development 

related programmes, sponsorships and leaves, etc. 

VI. DIFFERENT RULE FOR DIFFERENT EMPLOYEES & 

DISCRIMINATION ON THE BASIS OF GENDER (INEQUALITY OF 

TREATMENT) THAT CAUSE DISSATISFACTION 

1) Poor Leadership 

 Inefficient Leader 

 Leadership style 

 Autocratic 

 Free Rein 

 Weak Leader: "Deaf-Dumb-Blind" category of leader 

known as "Paralysed Leader" 

 Coward Leadership 

 Gender biased Leader 

 Takes credit of all good Achievements and defects 

imposed on employees 

A. Effective Retention Strategies 
Attractive and Equitable Compensation Administration 

Systems 

Effective and sound remuneration policy must be constructed 

to attract, maintain and retain talented faculty in the 

institution. 

 Compensation should be according to one's qualification, 

potential, skills present, in use and potential to use in 

future, experience, other achievements as research paper 

presentation, seminars attended and conducting any 

event, etc. 

 Reward on Knowledge acquisition, storing, sharing and 

utilizing. 

 Increments and incentives must be regular and based on 

performance rather than biasness. 

 Consistently reward outstanding performance. 

 Do recognize the achievements if made any. Growth 

should be awarded and encouraged in order to make an 

organization a Learning Organisation. 

B. Proper Career Planning & Development System growth: 

 Do recognize the achievements if made any. Growth and 

development should be recognized and encouraged in 

order to make an organization a LEARNING 

ORGANISATION and making LEARNING on an ON-

GOING basis. 

 One's qualification, skills present, in use and potential to 

use in future, experience, other achievements as research 

paper presentation, seminars attended and conducting 

any event, etc. should be appreciated and recognized. 
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 Reward on Knowledge acquisition, storing, sharing and 

utilizing. 

 Faculty development Programme should be organized 

frequently. 

 They should be sent by the institution to various FDPs, 

MDPs and Workshops to enhance their skills. 

 Research and development cell as well as training cell 

should be established, comprising of various materials 

aid in their development. 

 Organizing various seminars and conferences on 

emerging issues on a regular bases. 

 Providing opportunity for higher education. 

 Facility for career counseling, to find out what they want 

from their career and what you can do to provide and 

fulfill their goals. Utilizing their multidimensional skills. 

C. QWL: Good Working Environment & Congenial Work 

Relationship: 

 Conducive work environment should be provided. 

Provide your faculty "the best place to work". Make 

faculty responsible from making institution a better place 

to work. 

 Decision-making power should somewhat be 

decentralized. Autonomy should be given in decision-

making. 

 Adequate arrangements of various teaching aids like 

books, articles, journals, LCD, projector, proper 

classroom. 

 Conflict should be taken in a positive way as functional 

so that grievances or grudges may be expressed. 

 There should a private grievance expression session on 

regular basis so that the head may deal effectively and 

bring harmony among his/her team. 

 Psychological motivation should be given to faculty to 

boast up, to encourage them to accept challenging task 

through non-financial incentives like status recognition, 

job security, sense of belongingness, respect, 

appreciation, praise, etc. 

D. Leaders Effective & Active Role 

 Senior managers must not take their leadership for 

granted. Many senior managers believe, `once a leader, 

forever a leader'. They forget that the title is only 

temporary and that true power does not lie with them but 

with the employees. 

 Here by leader we mean Director, HOD, Prof-incharge 

of any committee. Leader should be very active and 

impartial. To get the work done he should be also be 

strict enough. 

 Instead of becoming the leader he should be the team 

member, equally rendering all the duties with all others. 

 He/she should have qualities like- empathy, team spirit, 

impartial, sense of responsibility and patience, good 

understanding of human Psychology, ability to create a 

balance in different things. 

 A leader should be strong and bold enough to speak the 

truth effectively howsoever it is sweet or bitter that is. He 

should be straight forward in telling his subordinates 

where they are wrong or to clear the doubts, instead of 

acting like a coward and wrapping his grudges in a 

sugary package and irrelevantly uttering. 

 Giving lecture is easy but a leader should make sure does 

he follows the same or not. He should have internal locus 

of control. 

 Boasting of one as impartial and regards for women a lot 

is not required rather these things should be depicted in 

one's behavior and act. 

E. Other facilities or Benefits 

 Sufficient leave and holidays like causal leave, medical 

leave, earned leave, leave for higher education. 

 There should be easy procedure to avail leaves. As it is 

ones right to have leave. 

 Adequate transportations facility. 

 Flexible work schedule i.e. 5 days a week and flexible 

working hours. 

F. Equal/same Rule for All & No Discrimination on the 

basis of Gender (Equality of Treatment) 

 Open communication between peer and heads, clearly 

communicating goals, responsibilities and expectations 

irrespective of their gender, caste or religion. 

 Transparency should be maintained in policy, Share 

information promptly, openly and clearly and equally. 

 There should be no biasness or favoritism. 

 There should be same policy for all whether the 

employee is near and dear to the authorities or not. Rules 

should not change as per the person or convenience. 

 Culture of courtesy towards women should be strictly 

infused. 

 Etiquettes changes from male to female employees 

(particularly in education/teaching profession) one 

should be aware of it or made aware of it. 

 Dignity and self-esteem women should not be hurt at any 

cost and the HOD or the management should confirm 

that. 

 Avoid giving any menial or petty task to women 

employees as sticking chits of roll no on the tables or 

similar when manpower run short rather such task could 

be given to males at one point but not to females. Do not 

let them bend. 

G. Other Retention Strategies or Determinants 

 Collect data from the Exit Interviews  

 Start a forum for sharing their ideas for system 

improvement. 

 More than two-way flow of information 

Communication: 

 Employee participation, a voice in decision-making. 

 Improve managers' leadership, communication and 

interpersonal skills through coaching, training and 

feedback. Rate these key skills in their evaluations, and 

tie compensation to performance. 

 Share the company vision/mission 

 Collaborate, communicate and listen. Contented 

employees achieve HIGHER JOB SATISFACTION. 

Consistent communication, teamwork and respect for 

workers' efforts. 
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 Organization Culture: 

 Organizational Commitment 

 Challenge the Challenges 

 Agile and assiduous smart HR team 

 Ownership Culture 

 Effective and unbiased Performance appraisal and 

Management System on a continuous basis. 

 Training employees to develop their skills, knowledge  

 Reward appropriately.  

 Generate data for career planning and succession 

planning. Retention Officer 

 Attractive Titles 

VII. CONCLUSION 

To select, motivate and particularly retaining talented people 

and to create an environment in which talented people 

continue to grow and stay is the requirement for today. The 

primary elements of any plan is to improve the quality of the 

employees, including improving the new hires, motivating, 

identifying and retaining superior or potential employees, and 

further developing them. 
 It has been recognized by both employers and 

employees that some common areas affect employee 

retention. If certain organizational components are being 

provided, then other factors may affect retention. Surveys of 

employees consistently show that career opportunities and 

rewards are the two very important determinants of retention. 

Finally, job design/work factors and fair and supportive 

employee relationships with others inside the organization 

and other strategies also contribute to retention. In one survey 

just 31 percent of respondents indicated making more money 

was their primary reason for job hunting, it's evident that 

paying proactive competitive salaries is MUST. 
 Where employees work with the passion of work 

and feel that as their own the organisation, are self-motivated 

and feel proud as part of that organization company. HR team 

ensures employee loyalty, and bridge the gap between 

employer and employee. If nurtured, this feeling not only 

optimizes productivity and excellence beyond expectations, 

but also helps in fighting attrition 
 A strategy should be designed that helps in long 

term. There should be value rich environment of honesty, 

trust, confidence, makes one proud and happy. Above all it 

should infuse the core value of integrity. This environment 

should promote Innovation, Team spirit, Risk-Taking, 

Problem Solving and Creativity, attractive titles, etc to retain 

employees. 
 It is not difficult for SMART team of HRD if the 

team and its members are really serious and sincere; it also 

need to be qualified, talented, and skilled and experienced. 

One very crucial thing is that the team itself should also 

consider as a vital part of an organization. They should be 

effective to plan, design and execute of implement the 

strategies. 
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