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Abstract - Employee retention is a major challenge faced by
organizations, especially in high-turnover industries like sales.
This study explores the effectiveness of various workforce
retention strategies—such as job satisfaction, job stress
management, work-life balance, and compensation— in
reducing employee attrition. Using a quantitative research
approach, data was collected through structured surveys. The
findings provide insights into how organizations can align
strategies thus
enhancing employee engagement and minimizing turnover.

retention with workforce expectations,
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Introduction

High attrition rates disrupt operations, increase recruitment
costs, and reduce employee morale.

Factors like low job satisfaction, high stress, and inadequate
compensation often drive employees to leave. This study
examines how targeted retention strategies can counteract
these issues and

foster a more stable, productive workforce. The research
highlights the importance of tailoring these strategies to fit
organizational culture and industry needs.

1.1 OBJECTIVES

The primary objectives of the study are:

. satisfaction on

To examine the role of job
employee attrition.

To analyze the impact of job stress on employee
attrition.

To

employee turnover.

evaluate how work-life balance affects
To assess the effect of compensation and rewards

on employee retention.
1.2 STATEMENT OF THE PROBLEM

Organizations, especially in competitive sectors like sales and
services, are increasingly affected by high turnover rates. The
core problem is understanding whether and how workforce
retention

strategies influence employee decisions to stay or leave. This
study addresses this issue by examining how specific
strategies affect employee satisfaction and loyalty.

1.3 LIMITATIONS OF THE STUDY

The study is limited to employees in the sales
sector, which may restrict the generalizability of
findings to other industries.

Data is self-reported, which may introduce bias.
The study focuses on a single point in time and
does not account for long-term changes in retention
trends.

2. REVIEW OF LITERATURE

o Patel, S., & Mehta, R. (2023). The Role of Job
Satisfaction in Workforce Retention. This study
examines how job satisfaction affects employee
retention, emphasizing that employees who feel
valued are more likely to stay. Key factors like
recognition and career advancement were identified
as important in minimizing turnover

Rao, P., & Subramanian, S. (2023). Impact of
Skill Development Programs Employee
Retention. This research, focusing on the tech
industry, found that continuous skill development
plays a significant role in reducing attrition, as
employees who see personal growth aligned with
career objectives are less likely to leave.

Kumar, A., & Bhattacharya, P. (2023). Work
Autonomy and Job Satisfaction in Healthcare. The
study highlights how providing employees with
more control over their roles boosts job satisfaction
and, in turn, reduces attrition rates, especially in the
healthcare sector.

on

3. RESEARCH METHODOLOGY

The study adopts a quantitative research design, using surveys
to gather data from 131 employees selected through stratified
random sampling. The analysis includes descriptive statistics,

correlation, and ANOVA
relationships between independent variables (job satisfaction,

regression, to determine
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stress, balance, compensation) and the dependent variable
(employee attrition).

3.1 SOURCE DATA COLLECTION

e Primary Data: Collected through employee
questionnaires focused on perceptions of retention
strategies and attrition risks.

e Secondary Data: Sourced from academic journals,
articles, and research reports on employee retention
and workplace satisfaction.

4. DATA ANALYSIS AND INTERPRETATION
4.1 PERCENTAGE ANALYSIS

Variable Num Percentag

Category

ber e

8.40%

‘ 6 ‘ Shift Type Rotational Shift 11

Interpretation

The data shows a clear picture of a young and early-career
workforce. Most of the people (87.79%) are between the ages
of 18 and 30, with very few older employees. There is a big
gap between genders—69.47% are male, 29.77% are female,
and only 0.76% chose not to say. In terms of experience,
nearly half (46.56%) have less than one year of work
experience, and 38.17% have between 1 to 5 years, showing
that many are just starting their careers.

Most people (73.28%) work onsite, while fewer work in a
hybrid (15.27%) or remote (11.45%) setup. This shows that
the company mainly follows a traditional work model. Job
roles are mostly at the lower levels, with 36.64% in entry-
level jobs and 14.50% working as interns. Only a smaller
group is in mid-level (27.48%) or senior roles (21.37%). Also,
most employees (87.79%) work during the day, with very few
doing night shifts (3.82%) or rotational shifts (8.40%).

18 -30 115 87.79% In summary, the data describes a young, mostly male group of
| Age 3140 15 1 11.45% employees who work onsite in regular day shifts and are
g mainly in the early stages of their careers. This suggests the
41-50 1 0.76% company may focus on training and developing fresh talent.
Male 91 | 69.47%
4.2 ANOVA Analysis
2 Gender Female 39 | 29.77%
Prefer not to say 1 0.76% ANOVA?
Less than 1 year 61 | 46.56% Model Ss:‘::f o sf:: F Sig.
1-5 month 50 | 38.17% Regression 10.142 3 3381 2.120 101®
Years of 6-10 month 7 5349 : Residual 202515 127 1.505
3 . Total 212656 130
Experience 1 year 11| 8.40%
a. Dependent Variable: I am considering leaving the company
Above I year 2 1.53% b. Predictors: (Constant), I believe that achieving a good work-life balance is essential
. for my well-being, I believe my compensation is fair compared to others
Onsite 96 73.28% in my field, I believe that my workload is manageable
4 Work Hybrld 20 15.27%
Model Remote 15 | 11.45% Interpretation of Results
Internship 19 | 14.50% Sum of Squares:
Entry-level 48 | 36.64% ® Regression (10.142): This indicates the portion of
. e e variance in the dependent variable explained by
ob Kole Mid-level 36 | 27.48% the predictors. The wvalue suggests that the
Senior 28 | 2137% prefilctors account for a small amount of the total
variance.
Day Shift 15| 87.79% ® Residual (202.515): This reflects the variance not
Night Shift 5 3.82% explained by the predictors, meaning most of the
variation remains unexplained.
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® Total (212.656): The overall variance in the
dependent variable, combining both explained and
unexplained portions.

Degrees of Freedom (df):

® Regression (3): This represents the three predictor
variables.

® Residual (127): Calculated as the total number of
observations (130) minus the number of predictors
(3) and one for the constant term, resulting in 127.

Mean Square:

® Regression Mean Square (3.381): This is the
average variance explained by the regression
model, calculated by dividing the regression sum
of squares by its degrees of freedom.

® Residual Mean Square (1.595): This represents
the average unexplained variance, calculated by
dividing the residual sum of squares by its degrees
of freedom.

F-Statistic (2.120):
® The F-statistic of 2.120 tests the overall
significance of the model. The value suggests that
the model does not strongly explain the variance
in the dependent variable.

Significance (Sig. = 0.101):

® The p-value of 0.101 indicates that the
relationship between the independent variables
and the dependent variable is not statistically
significant at the 0.05 level. As the p-value
exceeds 0.05, we cannot reject the null hypothesis,
implying that the predictors do not significantly
explain the variation in employee attrition.

Coefficients Analysis

The coefficients table provides insights into the relationship
between each independent variable (workload manageability,
compensation fairness, and work-life balance) and the
dependent variable (employee attrition).

Coefficients®
Us dardized Standardized
Coefficients Coefficients
Model t Sig.
td.
B S Beta
Error
(Constant) 2381 0.331 7.189 0.000
Ibelieve that my
workload is 0.087 0.098 0.079 0.886 0.377
manageable
1 believe my
compensation is fair - : - -
1 -0.162 0.093 -0.156 -1.746 0.083
compared to others in
my field
Ibelieve that
achieving a good
o it Pabinre i 0.188 0.106 0.161 1.778 0.078
essential for my well-
being
a. Dependent Variable: I am dering leaving the pany

ANOVA Summary for All Variables

ANOVA was performed to determine whether significant
differences exist between employee groups based on their
responses to job satisfaction, stress, compensation, and other

variables.
Source of P-
Variation SS daf MS F F crit
Value
7.85E-
Between Groups | 256.60 24 10.691 7.44 1.520
25
Within Groups ~ [4665.55[ 3250 1.435
Total 4922.16| 3274

Fig —4.43 ANOVA Summary for All Variables

5. FINDINGS, RECOMMENDATIONS AND
CONCLUSION

5.1 Recommendations
From the analysis results, the following recommendations are
suggested:

1. Enhance Work-Life Balance Initiatives

The correlation between work-life balance and workload
manageability suggests that employees who maintain a
good work-life balance perceive their workload more
positively. To improve retention, the organization should
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promote flexible working hours and offer more
opportunities for personal time, such as remote work
options or additional leave days.

2. Address Compensation Gaps

The compensation analysis revealed mixed perceptions of
fairness. It is recommended that the organization review
compensation structures to ensure they are competitive
within the industry. Additionally, non-monetary benefits
such as health insurance, retirement plans, and
professional development opportunities should be
strengthened to increase overall employee satisfaction.

3. Implement Stress Management Programs

Given the high levels of job stress, particularly related to
burnout and deadlines, the organization should implement
stress reduction initiatives such as mental health support,
workshops on time management, and regular breaks
during work hours. Supervisors should also be trained to
provide support during stressful situations.

4. Foster a Culture of Constructive Feedback

Job satisfaction is highly linked to constructive feedback,
yet variability in responses suggests that not all
employees receive adequate feedback. The organization
should encourage open communication and ensure that
performance reviews are tied to meaningful rewards and
recognition. Providing regular, constructive feedback can
improve both job satisfaction and performance.

5. Tailor Strategies to Employee Groups

The significant differences observed in the ANOVA
analysis suggest that various employee groups experience
job satisfaction, stress, and attrition differently. For
instance, high-stress departments may require additional
resources or support, while departments with lower
satisfaction levels may need leadership training to foster a
more positive work environment.

6. Further Research into Employee Attrition

Given the low explanatory power of the current
regression model, it is recommended that the organization
conduct further research to identify other key factors
influencing employee attrition. Variables such as career
advancement opportunities, workplace culture, and
employee engagement should be explored in future
studies to provide a more comprehensive understanding
of the drivers of employee retention.

5.2. CONCLUSION

This study underscores the significant role of workforce
retention strategies in reducing employee attrition. Key
findings indicate that job stress, burnout, compensation
fairness, and work-life balance strongly influence employees’
decisions to remain with or leave the organization. Although
over half the workforce feels recognized and supported, a
considerable portion still experiences workplace stress and
uncertainty about organizational support. The implementation
of targeted initiatives—such as improved compensation
structures, flexible work policies, and enhanced feedback
mechanisms will not only improve job satisfaction and
motivation but also contribute to long-term organizational
stability and talent retention.
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