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ABSTRACT : The purpose of this research to assess the level of satisfaction towards retention technique followed in 
fabrication Industries. This research seems importance by means of employee retention techniques can be approached from 
different dimensions. Among the various factors salary, working conditions, job enrichment and education have huge influence 
in retaining the employees. The structure of employee retention techniques on is totally based on these important factors. Thus 
addressing to these problems will develop Addressing these issues demands a specialized approach in developing retention 
strategies, or the reality is the academic libraries may begin losing talented employees to non-library employers who can offer 
higher-paying jobs with better working conditions. 
To study the opinion of the employee about the various aspect of the company. To study about how the organization takes 
interest &develop approaches towards the retaining employee. There is no significant association between educational 
qualification of the respondents and their overall retention techniques. 
The indicates that majority 55 %t of the respondents felt that the retention techniques of management is high and others felt it 
s low. 
 
INTRODUCTION 
A company is only as good as its employees. When some one works hard for a company, improving profitability and 
making thing run smoothly, a manager can be hard pressed to find a suitable candidate when the time comes to replace 
that  valued Employee. Losing an employee can cost a company up to 150 percentage of the position’s salary, and withy 
turnover rates averaging between 15 and 40 percent a year, it’s easy to see why some employers take great efforts to 
keep their employees on board and why employee retention is one of the most important aspects in the success of any 
company. 
Retention strategies generally fall into one of four categories – salary, working conditions, job enrichment, and 
education. Addressing these issues demands a specialized approach in developing retention strategies, or the reality is 
the academic libraries may begin losing talented employees to non-library employers who can offer higher-paying jobs 
with better working conditions. 
This is not always an easy feat. Many times employers spend countless hours and even more Money Searching for the 
right candidate.  Money which could have been saved had the employee not left in the first place-Money which could 
have been satisf9ied with their job and their position. Below are   someway to engage and retain employees through 
open conversation. 
EMPLOYEE RETENTION DEVELOPMENT 
 Most companies in the corporate sector often worry about retention. Experts suggest that it is quite easy to recruit 
people, but it is much more difficult to retain them. Retention involves three basic elements economics which includes 
the cost of retaining employees, supply chain, and finally, the workforce. 
IMPROVE EMPLOYEE’S RETENTION: 
Workers like knowing that their opinions are valued within their companies. For this reason, engaging workers in an 
open and active conversation is one of the main ways companies can improve employee satisfaction. When given an 
outlet to express their own ideas, concerns and suggestions, and when they feel their efforts will be considered and 
possibly implemented, employees are going to be happier with their positions, making them less likely to leave.   
SERVICES OFFERED TO IMPROVE EMPLOYEE RETENTION 
 FEEDBACK SYSTEM: 
When placed on an existing website, intranet or employee terminal, these links allows employees to express concerns, 
comments or suggestions to upper management officials receive the updates in real time, allowing them to take care of 
issues as quickly as possible. 
 QUESTIONNAIRES 
Many companies send out surveys to assess employee satisfaction these surveys can e sent out via e-mail or snail mail 
and can provide management officials with an accurate perception of internal pressures, concerns and attitudes. 
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 WHISTLE BLOWING TECHNOLOGIES: 
These whistleblower hotline program and other technologies allow employees to anonymously report ethics violations 
within their companies. Workers can report threats of fraud, harassment and policy violations via the phone or the 
internet allowing their companies to monitor any digression. 
 
STRATEGIES TO PREVENT EMPLOYEE TURNOVER: 
Preventing turnover is best effective. It’s cheaper to retain the employees you already have than to hire new ones even a 
few. 
1. EMPLOYEE RETENTION STRATEGIES: 

i) Recognize your impact as a manager. 
ii) Implements effective work/life  programs. 
iii) Provide personal productivity training. 

2. RECOGNIZES YOUR IMPACT AS A MANAGER: 
i) As an office Manager, you must specifically communicate to employees that you appreciate their contributions, 

rather that talking to them only when they do something wrong. Use charts and graphs distributed through electronic 
bullet in boards to keep yore team informed of results and how they are moving towards company goals. 
3. IMPLEMENTS EFFECTIVE WORK/ LIFE PROGRAM: 

i) Implement effective work/life program more and more organizations are looking to work/life programs to help 
employees cope with workplace stress. Many of fortune’s “100Best   companies to work for in America” cite work/life 
programs as one of their top tools to attract and retain the best employees and give their companies a competitive edge. 
4. PROVIDE PERSONAL PRODUCTIVITY TRAINING: 

i) Provide personal productivity training through proper productivity training many people who work50hour 
week can achieve those same results in 40 hours create mutual value for the company and employee. 
5. EMPLOYER’S ACHIEVEMENT RESULTS: 

i) Achieve the results they need with out pushing employees over the edge. 
ii) Become an employer of choice. 
iii)  Reduce staff turnover. 

6. EMPLOYEE’S ACHIEVEMENT RESULTS: 
(1) Achieve more results in less time. 
(2) Balance work and personal lives 
(3) Experience less stress. 
(4)  Adjust or establish constructive human resources police the methods   described below can be technical and 

often have legal ramifications so you should consult with HR and legal resources before implementing these police. 
7. SALARY-LEVEL CAPS:  

(i) Structure pay level’s by job categories so that long term employees don’t price themselves out of their job. 
Properly structured   salary-level caps prevent this situation because the salary for a given job will never be higher than 
the job is worth. 
8. PHASED IN BENEFIT PLANS: 

(i) Establish retirement plans that aren’t fully rested until employees have many years in the job this encourages 
people to stay. For example, an employee is 25% vested after two years 50% after five years and 100%after 10 years. 
Also award additional vacation time for each year an employee is with the company. 
9. PERFORMANCE- BASED SALARY INCREASE: 
 Create performance planning and review programs that they you retain desirable employees. Frequent reviews and 
positive reinforcement reward and encourage high-performing employees. Poorer performers can be identified and   
assisted them rewarded when they improve. 
10. SOLVING THE PROBLEM: 
Analyze your office with an eye toward the reason behind  high turnover, understanding, communication problem’s 
and poor job fit then put appropriate retention programs in places to address these issues . Good management 
techniques open communication, feedback, positive reinforcement, work/life programs, time management training, and 
creative personal policies all support employee. 
SEVEN STEPS TO INCREASE EMPLOYEE RETENTION 
Many organizations are now realizing the bottom-line effort on retaining quality employees. Retaining quality performs 
quite simply adds to increased productivity and morale, while reducing the associated costs of turnover. 
STEPS: 
i. Behavioral assessment and structural behavioral interviewing techniques to Conduct job analysis audits to provide 

realistic job previews. conduct job analysis audits with behavioral assessments,  cognitive reasoning assessment , 
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job simulations and hard skills assessment (computer skills) to objectivity  define the core competencies required 
for success in each  role      ( competency Modeling). This helps in providing a realistic job preview for candidates 
and managers. Of ten times what managers think they need for a certain role is different from that they actually 
need. 

ii. Implement a well designed assessment and selection process include increases the likelihood of hiring people that 
can and will do the job at a high level in your environment and for your mangers (job fit assessment). 

iii. Provide good employee orientation the people you hire today are potentially your greatest resources for corporate 
success in the year’s ahead. As a senior leader, your participation      in new employee orientation sends a vital 
cultural and leadership message: “we are all involved here in the desire toward what we want to be in the future 
everyone even the newest employees has value. 

iv. Implement programs for employee training and development provide on going professional development.  To   
show your willingness as an organization to develop your greatest asset-your people. 

v. Implement Manager and employee relationships. Concentrate on the people that stay with you to learn what makes 
them happy then give them more of it. “People leave Manager’s”, not companies. If you have a turnover problem 
look first at your Managers, Marcus Buckingham and curt Coffman write in first, break all the rules. 

vi. Provide an equitable or fair pay system. Be competitive. 
vii. Encourage succession Planning ,identify roles for which employees may be suited in the future and work with them 

on designing their succession plan with in organization. Invest in training, Job shadowing, coaching, Mentoring 
and cross –experiment. 

IMPROVING EMPLOYEE RETENTION  
 The first steps to take when developing an employee retention strategy are to find out: 
 Why employees in hard to recruit groups are leaving. 
 What employee turnover among these groups ILS costing your organization 

Data from exit interviews can be used to develop a costed retention strategy that focuses on particular causes of 
turnover in your organization. 
It is worth considering the following elements, all of which have been shown to play a positive role in improving 
retention: 

 Job previews- give prospective employees a ‘realistic job   
 Preview’ at the recruitment stage. Take care not to raise  
 Expectations only to dash them later. Advances in technology present employers with increasing opportunities to 

familiarize potential candidates with the organization before they  
 Accept a position. 
 Make line managers accountable – for staff turnover in their teams. Reward managers with a good record for 

keeping people by including the subject in appraisals. Train line managers in people manag3ement and 
development skills before appointing or promoting them. Offer retraining opportunities to existing managers 
who have a high level of turnover in their team. 

 Career development and progression- maximize opportunities for individual employees to develop their skills 
and move on in their careers. Where promotions are not feasible, look for sideways moves that vary experience 
and make the work more interesting. 

 Consult employees- ensure wherever possible that employees have a ‘voice’ through consultative bodies, regular 
appraisals, attitude surveys and grievance systems. This will provide dissatisfied employees with a number of 
mechanisms to sort out problems before resigning. Where there is no opportunity to voice dissatisfaction, 
resigning is the only option. 

 Be flexible – wherever possible accommodate individual preferences on working hours and times. Where people 
are forced to work hours that do not suit their domestic responsibilities they will invariably be looking for 
another job which can offer such hours. 

 Avoid the development of a culture of ‘presenteeism’ – where people feel obliged to work longer hours then are 
necessary simply to impress management. Evaluation of individual commitment should be based   on results 
achieved and not on hours put in. 

 Job Security- provides as much job security as possible. Employees who are made to feel that their jobs are 
precarious may put a great deal of effort in to impress, but they are also likely to be looking for more secure 
employment at the same time. Security and stability   are greatly valued by most employees. 

 Treat people fairly- never discriminate against employees.   
 Perception of unfairness, whatever the reality when seen from a management point of view, is a major cause of 

voluntary resignations. While the overall   level of   pay is unlikely to play a major  role unless it is way below 
the market rate , perceived  unfairness in the distribution of rewards is very likely to lead to resignations.. 
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Defend your organization – against penetration by headhunters and others seeking to poach your staff. Keep 
internal e-mail addresses confidential, refuse to do business with agents who have poached your staff, and enter 
into pacts with others employers not to poach one another’s staff. 

 
LITERATURE REVIEW  
Dawkin, Reich held in the year (1990) He conducted the Study on the topic retention rate in customer .This is simple 
the percentage of customer at the beginning of the year that are still customers by the end of the year .in accordance 
with this statistic, an increase in retention rate from 80% to90% is associated with a doubling of the average life of a 
customer relationship from 5 to 10 years .this ratio can be used to make comparisons between products, between market 
segment and overtime  
Sally Thio in the year (2000) in Berlin. He conducted the study on Retention strategies in turbulent times. The findings 
suggest that some of the issues that alerted the management of a voluntary welfare organization to the for focused 
attention on retention in a context of rapid organization growth and social environmental change. 
Bender’s in the year (2000) has conducted the research on the topic transfer of knowledge and the retention of expertise 
the containing need for global assignment. The findings suggest that it presents a general overview of knowledge 
management & discuss the transfer of knowledge and expertise throughout organizations operating on a global scale. A 
particular emphasis is placed on the importance of global assignment in transferring knowledge & furthermore of HRM 
practices to ensure the successful & effective retention of expertise. 
Flaherty, Jane in the year (2004) has conducted the study on Trainer as retention Agent. The findings suggested that a 
strategic focus on the importance of a strategic focus & delivered training program should be made in order to enhance 
the organization s ability to attract & retain the best employees leading to the success of the firm 
Toys.R Vice president, learning and development in the year (2008) A comprehensive and valuable resources for all 
managers and HR professionals who want to retain critical talent in their organizations. Calculation cost of attritions 
and creating effective retention solution. 
SIGNIFICANCE OF THE STUDY: 
Retention refers to the desire of organization to hold on their good employees their measures. Retention is the other 
side of the recruitment coin .how ever retaining qualified &motivated employee is a critical issue that will become more 
important for the individual employee. So the researcher has adopted this study. 
HYPOTHESIS 

 There is no significant association between age of the respondents and their overall retention techniques.  
 There is no significant association between educational qualification of the respondents and their overall 

retention techniques. 
 There is no significant association between department of the respondents and their overall retention techniques 
 There is no significant association between type of family of the respondents and their overall retention 

techniques. 
UNIVERSE& SAMPLING 
The universe constitutes the employee of the G.B Engineering Enterprise Pvt ltd thuvakudi. The company has 500 
employees’ the researcher selected 50 respondents through the senses method in the employee list was adopted in 
present study. 

Association between ages of the respondents by their overall retention techniques 

SL.NO 

 
AGE 

OVERALL RETENTION TECHNIQUES 
STATISTICAL 
INFERENCE 

Low (n=24) High (n=29) 

1 Below 25yrs 12 (54.5%) 10 (45.5%) X2=2.595 

Df = 2 

P > 0.05 

Not Significant 

2 26 to 30yrs 12 (41.4%) 17 (58.6%) 

3 31yrs & above 0 2 (100%) 

 
The above table shows that there is no significant association between age of the respondents and their overall retention 
techniques. Hence, the calculated values greater than table value. 
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Association between experience of the respondents and their overall retention techniques 

SL.NO EXPERIENCE 
OVERALL RETENTION TECHNIQUES 

STATISTICAL 
INFERENCE Low (n=24) High (n=29) 

1 1 to 2yrs 11 (61.1%) 7 (38.9%) X2=7.396 

Df = 3 

P > 0.05 

Not Significant 

2 3 to 4yrs 5 (23.8%) 16 (76.2%) 

3 5 to 6yrs 7 (63.6%) 4 (36.4%) 

4 7 yrs & above 1 (33.3%) 2 (66.7%) 

 
The above table reveals that there is no significant association between experience of the respondents and their overall 
retention techniques. Hence, the calculated value is greater then the table value. 
 From the analysis it is observed that the sample industry takes various retention techniques to retain the employees 
and more than half of the employees are happy with such provision. 
 
CONCLUSION 
The study entitled “Employee Retention Techniques’ the GB Engineering Enterprises Pvt Ltd was conducted based 
upon the primary objective is retention of the respondents,  the researcher find that to majority of the respondent are in 
favour and appreciation of the retention techniques measures and as such they are happy. It is a model industry 
adopting positive measures to retain the employees which could be followed others as retention techniques. 
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