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ABSTRACT 
The study attempts to compare and rank various Employee Retention Strategies adopted by select Manufacturing and IT Firms 
of Mysore region. A total of 610 respondents, 300 from Manufacturing Sector (50 Managers & 250 Non managers) and 310 
from IT Sector (50 Managers & 260 Non managers) were selected through random sampling technique. A structured 
questionnaire was developed by the first author to compare and rank the Employee Retention Strategies adopted by the 
manufacturing and IT Firms.  Descriptive statistics technique was employed to find out the relative strength of each retention 
strategy and rank them in their order of importance. The respondents from Manufacturing and IT sector differed in their 
opinion about Employee Retention Strategies. Results revealed that among Manufacturing sector Job satisfaction was ranked 
first followed by Employer employee relationship which was ranked second, Morale was ranked third, Training and 
development and Employee engagement was ranked fourth and fifth respectively. Among IT sector Performance management 
system was ranked first, Training and Development was ranked second ,Job satisfaction, Team building and Morale was 
ranked third,  fourth and fifth respectively. 
KEYWORDS: Employee Retention Strategies, Manufacturing sector and IT sector. 

1.INTRODUCTION 
Retention is one of the important aspects of an organization. The subject retention deals about identification of human 
behavior and indicate their personnel feeling. It is a process in which the employees are encouraged to remain with the 
organisation for the maximum period of time. A good employer knows how to attract and retain his employees. Some 
organizations are on the top because they value their employees and know how to keep them glued to the organization. 
Whatever the reason, personal or professional, the employers should take care of their employees. If they don’t they 
could be left without enough good employees. The supervisors must be prepared to be collaborative, supportive and 
nurturing their people. Employee retention involves being sensitive to people’s needs and demonstrating the various 
strategies, to retain them in the organization. The environment, relationship, support, growth and compensation are the 
various measures to be taken to encourage employees to remain with the organization for the maximum period of time. 
(C.Janaki, 2009). 
Employee retention is all about taking measures so as to encourage workforce to remain in the organization for a 
maximum period of time. Retention is more important than hiring knowledgeable people as there is no dearth of 
opportunities for a talented person in today’s world of intense competition. You as an employer should be well-
equipped with making employees glued to your organization. Nowadays, we find people switching jobs often due to 
some or the other personal or professional significant reason. Retaining talented employees from getting poached along 
with reducing the turnover costs are the key areas that need to be given some serious thought. Huge amounts are being 
spent on hiring and training the recruits and hence the cost of employee turnover adds a lot of money to a company’s 
expenses. Employees who leave the organization take along with them valuable information regarding the company, its 
customers, current projects and other confidential data. Employees build relationships with customers and clients and 
help the organizations grow. But once they leave, such relationships are severed and can cause potential customer loss. 
The unspoken negativity is automatically created once an employee terminates and can cause more turnovers. When the 
attrition rates are low the goodwill of the company is maintained thereby motivating the potential employees to join the 
company. Time is a crucial factor for a business to succeed and a huge amount of it goes in hiring and training a new 
employee, also involving large amount of money huge cost which is a direct loss to the company, if the employees 
leaves the organization. (Priyanka.R ,2011) 
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2.LITERATURE REVIEW 
Zia (2012) carried out a study titled “Effect of organizational team building efforts on employee morale and employee 
retention”.  The Author concluded that team building has long term positive relationship between employee morale and 
employee retention. 
Pradhan et.al (2012) carried out a study titled “Survey on Employee performance management and its implications to 
their retention in OCL India Ltd”. The authors conclude that Performance Management tries to develop skills of people 
to achieve their capability to satisfy their ambitiousness and also increase profit of a firm. So, the successful handling of 
performance management system helps OCL India ltd to retain its employee with improvement of productivity and 
profit. 
Anis et.al (2011) carried out a study on “Impact of organizational commitment on job satisfaction and employee 
retention in pharmaceutical industry”. The authors are of the opinion that employee retention and job satisfaction of 
employees can be enhanced if employees have strong organizational commitment. If employees are committed with 
their organization they are reluctant to stay and increased commitment will also increase their efficiency. 
Atif el.al (2011) carried out a study titled “Employee retention relationship to training and development: A 
compensation perspective”. Authors are of the opinion that when training is provided to the employees, it has positive 
effect on employee compensation packages. Training should be succeeded by compensation which can make employee 
more satisfied with his current employment and this will be very supportive in retaining employees for a longer period 
of time. 
Chew (2005) carried out a study on “Achieving Organisational Prosperity through Employee Motivation and Retention: 
A Comparative Study of Strategic HRM Practices in Malaysian Institutions” The author is of the opinion that an 
attractive pay package is effective in manifesting job motivation, complementary strategic human resources practices 
are profoundly important in reducing staff turnover 

3.OBJECTIVES 
 To measure the relative strength of each retention strategy adopted in both Manufacturing and IT sector. 
 To rank the strategies according to their order of importance in both Manufacturing and IT sector. 

4.HYPOTHESES 
 Each employee retention strategy has relative strength in retaining employees. 
 The ranking order of Employee retention strategies differ significantly in both Manufacturing and IT sector.  

5.SAMPLE 
A sample of 600 respondents; 10 from manufacturing sector and 10 from IT sector in and around Mysore region were 
chosen for the present study. They were further stratified on the following lines. Among them 50 were Managers and 
256 were Non Managers from the manufacturing sector and 50 Managers and 254 Non managers from IT sector. 
Further out of 50 managers from manufacturing sector 37 male and 13 female managers were chosen, and out of 50 
managers from IT sector 33 male and 17 female managers were chosen. Out of 256 non-managers, 197 were male and 
59 female non-managers from Manufacturing and 140 male and 114 female non-managers from IT sector were chosen 
for the study. 

6.INSTRUMENT 
1. An interview schedule was prepared to gather the general information about employees of manufacturing and IT 

sectors.  
2. A structured questionnaire was developed by the first author for Managers and Non managers separately. 

 
Table 1: The questionnaire contained several statements (questions) relating to different strategies  

Components of Employee retention 
strategies Question Numbers No of 

statements 
S1 Performance management system 1-8, 8 
S2 Motivation 9-16 8 
S3 Training and development 16-24 8 
S4 Morale 24-32 8 
S5 Job satisfaction 32-40 8 
S6 Employee engagement 40-48 8 
S7 Career development 48-56 8 
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S8 Compensation 56-64 8 
S9 Team building 64-72 8 
S10 Employer-employee relationship 72-80 8 

  Total 80 
   
The questionnaire contained several strategies for which about 8-10 statements/questions were framed. The respondents 
were expected to respond to the statements on a 5 point Likert’s scale ranging between strongly disagree to agree. The 
answering pattern would be 1-Strongly disagree, 2-disagree, 3-Neutral, 4-Agree, and 5-Strongly agree, for positive 
questions and the reverse scores for negative questions. The above questionnaires were validated by the researcher and 
experts in the field using face and content validity. Later reliabilities for the questionnaires were established through 
cronbach alpha technique and they were varied from 0.885 to 0.912 in different dimensions shown as below. 
 

Table 2: Represents the reliability test results for various components 

Sl. No Strategy type Reliability coeffecient- 
Cronbach alpha 

1 Performance management system .885 
2 Motivation strategies .885 
3 Training and development strategies .893 
4 Morale strategies .873 
5 Job satisfaction strategies .874 
6 Employee engagement strategies .882 
7 Career development strategies .912 
8 Compensation strategies .888 
9 Team building strategies .906 
10 Employer-employee strategies .906 

6.METHODOLOGY 
Data collection for the main study was carried out in three phases. In the first phase, the permission from the concerned 
authorities of organisations was obtained by the researcher. In the second phase the participants were informed about 
the purpose of the study and their oral consent was obtained. In the third phase questionnaire on Employee Retention 
Strategies was administered. An attempt was also made to maintain interest and cooperation throughout the testing 
session. The participants were given assurance about the confidentiality of obtained information. They were informed to 
cooperate throughout the study and if at all they felt discomfort during the session or in answering questions they had 
option to opt out from the investigation. 

7.SCORING AND ANALYSIS  
A sector-wise comparison and ranking in each component of Employee Retention Strategies scores has been done 
through Descriptive statistics using SPSS for Windows Software (version 16.0). 

8.RESULTS  
Table 3: showing the various components ranked according to the order of importance in manufacturing sectors. 

Sl. No Manufacturing  Sector 
ERS Mean SD % Rank 

1 PMS 30.36 5.65 75.9 6 
2 MOT 30.23 5.69 75.57 7 
3 T & D 30.64 5.54 76.6 4 
4 MOR 30.66 5.16 76.65 3 
5 JS 31.07 4.90 77.67 1 
6 EE 30.43 5.35 76.07 5 
7 CD 29.39 6.40 73.47 8 
8 CM 29.22 5.84 73.05 9 
9 TB 30.36 5.75 75.9 6 

10 Ee 30.71 5.46 76.77 2 
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 “Job satisfaction” has been ranked I when compared to all other strategies with the highest percentage of 77.67% 
and having the mean score of 31.07 
 “Employer-employee relationship” has been ranked II having a percentage of 76.77% and the mean score is 30.71 
 “Morale” has been ranked III having a percentage of 76.65% and the mean score is 30.66% 
 “Training & development” has been ranked IV having a percentage of 76.6% and the mean score is 30.64. 
 “Employee engagement” has been ranked V having a percentage of 76.07% and showing a score of 30.71 
 VI rank has been equally shared by “Performance management system” and “Team Building” having a percentage 

of 75.9% and showing a mean score of 30.36 
 “Motivation” has been ranked VII having a percentage of 75.57% and showing a mean score of 30.23 
 “Career development” has been raked VIII having a percentage of 73.47% and showing a mean score of 29.39 
 Compensation management has been ranked IX having a percentage of 73.05% and showing a mean score of 

29.22 
 

Table 4: showing the various components ranked according to the order of importance in IT sectors. 

Sl. No IT firms 
ERS Mean SD % Rank 

1 PMS 31.21 4.76 78.02 1 
2 MOT 30.07 5.14 75.17 8 
3 T & D 30.95 5.05 77.37 2 
4 MOR 30.49 4.84 76.22 5 
5 JS 30.83 4.77 77.07 3 
6 EE 30.24 5.23 75.6 9 
7 CD 29.94 5.09 74.85 10 
8 CM 30.19 5.20 75.47 7 
9 TB 30.82 4.88 77.05 4 

10 Ee 30.42 5.51 76.05 6 
 

 



International Journal of Application or Innovation in Engineering & Management (IJAIEM) 
Web Site: www.ijaiem.org Email: editor@ijaiem.org 

Volume 4, Issue 8, August 2015              ISSN 2319 - 4847 
 

Volume 4, Issue 8, August 2015                                                                                           Page 151 

 “Performance management system” has been ranked I  when compared to all other strategies with the highest 
percentage of 78.02% and having the mean score of 31.21 
 “Training and Development” has been ranked II having a percentage of 77.37% and the mean score is 30.95 
 “Job Satisfaction” has been ranked III having a percentage of 77.07% and the mean score is 30.83% 
 “Team Building” has been ranked IV having a percentage of 77.05% and the mean score is 30.82. 
 “Morale” has been ranked V having a percentage of 76.22% and showing a score of 30.49 
 “Employer employee relationship” has been ranked VI having a percentage of 76.05% and showing a score of 

30.42 
  “Compensation management” has been ranked VII having a percentage of 75.47% and showing a mean score of 

30.19 
 “Motivation” has been ranked VIII having a percentage of 75.17% and showing a mean score of 30.07 
 “Employee engagement” has been ranked IX having a percentage of 75.6% and showing a mean score of 30.24 
 “Career development” has been ranked IX having a percentage of 75.6% and showing a mean score of 30.24 

 
Table 5: showing comparative ranking of two different sectors 

Sl. 
No. 

 Manufacturing sectors IT firms 
ERS Mean SD % Rank 

1 PMS 31.21 4.76 78.02 1 
2 MOT 30.07 5.14 75.17 8 
3 T & D 30.95 5.05 77.37 2 
4 MOR 30.49 4.84 76.22 5 
5 JS 30.83 4.77 77.07 3 
6 EE 30.24 5.23 75.6 9 
7 CD 29.94 5.09 74.85 10 
8 CM 30.19 5.20 75.47 7 
9 TB 30.82 4.88 77.05 4 

10 Ee 30.42 5.51 76.05 6 

9.DISCUSSION 
The main findings of the study were 
 The relative strength of each retention strategy  was significantly high in both the sectors because all the strategies 

percentage was above 70%.i.e., In Manufacturing sector “Job satisfaction” had 77.67%, “Employer employee 
relationship” had 76.77%, “Morale” had 76.65%, “Training and Development” had 76.6%, “Employee 
engagement” had 76.07%, “Motivation” had 75.57%, “Performance management system” & “Team building” had 
75.9%, “Career development” had 73.47%,lastly it was “Compensation” which had 73.05%.In IT sector 
“Performance management system” had 78.02%, “Training and Development” had 77.37%, “Job satisfaction” had 
77.07%, “Team building” had 77.05%, “Morale” had 76.22%, “Employer employee relationship” had 76.05% , 
“Compensation” had 75.47%, “Motivation” had 75.17%, “Employee engagement” had 75.6%, and finally “Career 
development” had 74.85%. 
 The Ranking was not similar between the sectors.It was totally different i.e., In Manufacturing sector “Job 

satisfaction” was ranked First, “Employer employee relationship” was Second, “Morale” was ranked Third, 
“Training and development” was ranked Fourth, “Employee engagement” was ranked Fifth, “Motivation” was 
ranked Sixth, “Performance management system” & “Team building” was ranked Seventh , “Career development” 
was ranked Eighth and lastly it was “Compensation” which was ranked Ninth. And among IT sector “Performance 
management system” was ranked First, “Training and development” was ranked Second, “Job satisfaction” was 
ranked Third, “Team building” was ranked Fourth, “Morale” was ranked Fifth, “Employer employee relationship” 
was ranked Sixth, “Compensation” was ranked Seventh , “Motivation” was ranked Eighth, “Employee 
engagement” was ranked Ninth and finally it was “Career development” which got the Tenth position. 

10.VERIFICATION OF THE HYPOTHESIS 
Hypothesis 1: Each employee retention strategy has its own relative strength in retaining employees.   
Hypothesis 1 has been accepted as there was observed a relative strength of each retention strategies adopted in both   
Manufacturing and IT sector. 
The present study clearly reveals that each of the Employee Retention Strategies adopted by the Manufacturing and IT 
sector has its own relative strength in retaining employees. 
Bidyut  et.al., (2015) carried out a study on “Factors affecting Employee’s Retention in Automobile Service Workshops 
of Assam:An Empirical study” The authors have concluded that there is no one strategy which could make an employee 
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retain, there are several factors which has an impact on employee retention like Compensation, Job security, Job 
satisfaction etc., 
Hypothesis 2: The ranking order of Employee retention strategies differ significantly in both Manufacturing and IT 
sector.  
Hypothesis 2 has been accepted  as  there has been a significant difference in the  ranking order of employee retention 
strategies adopted by both Manufacturing and IT sector. The order of importance is totally different. 
Mohan. et.al.,(2015) “A study on employee retention in BPO Sector with special reference to Coimbotore” Authors 
have shown that how the respondents have given their preference for factors which made them to join or leave the 
organisation.  These factor  were ranked from 1 to 10 respectively as follows Attractive life style,  good communication 
with minimum qualification,  No need of experience,  freedom,  transport facilities, salary ,  platform to express 
computer skills,  flexibility of time and  good working environment. 

11.CONCLUSION 
Retention strategies are an inexpensive way of enhancing workplace productivity and engaging employees emotionally. 
The main aim of any organization is to earn profit. But to attain the maximum profit, the organization should 
concentrate more on employees and the ways to retain them for their long run. From the study it is identified that each 
retention strategy is very important but seeing the order of their importance the organisation has to work more on the 
strategies which has ranked low. This study concludes that to reduce attrition industries should create an environment 
where all the strategies are given equal importance and implemented successfully. It is high time organizations realize 
that each employee is valuable and with time their added experience makes them even more valuable. 
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