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ABSTRACT  

Companies struggle mightily in today's fast-paced, competitive business environment to hold on 

to their best employees. There is less stability, more spending, and worse output when the employee 

turnover rate is high. Focussing on the IT sector in the Delhi-National Capital Region (NCR) 

region, this study looks at how talent management techniques affect staff retention. A descriptive 

research strategy based on survey data is used in the study.  Statisticians utilise t-tests, Pearson 

correlation, and multiple regression models to examine the data. Many studies have examined 

many facets of talent management, including compensation, career advancement opportunities, 

performance evaluation, and employee involvement. Strong favourable correlations between 

improved staff retention and effective human management strategies are shown by the data. 

Furthermore, the study delves into the theoretical underpinnings of talent management by way of 

ideas such as equity theory, Maslow's hierarchy of needs, human capital theory, and the resource-

based approach. The goal of this study is to provide HR experts and business owners with practical 

information that will aid them in creating plans to attract and retain a loyal and hard-working 

workforce. 

Keywords: Talent Management, Employee Retention, Employee Engagement, Performance 

Management, Compensation, Career Development 
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1. INTRODUCTION 

Organizations confront the difficult task of both attracting and keeping top personnel in today's 

intensely competitive business environment. This is a crucial undertaking that has a significant 

influence on their overall performance. Leading to a thorough investigation of talent management 

strategies as effective instruments to improve employee retention in this sector.  Using a 

descriptive research approach, this study selects its sample from the Delhi NCR region's IT 

workforce, yielding priceless information that is essential to the field of talent management.  The 

research highlights the critical role that talent management strategies play in improving 

organizational performance and productivity by conclusively confirming their strong, beneficial 

impact on employee retention. Also emphasizes how important talent management tactics are 

when it comes to staff retention. This research carefully investigates the dynamics of talent 

management strategies, employee engagement, performance management, and pay management 

in connection to employee retention using multiple regression models, Pearson product moment 

correlation, and T-test statistics. Started a research in a different region with the goal of 

determining the significant impact that talent management tactics have on staff retention. Their 

study examined the effects of incentive systems, employee engagement, training, and career 

management in the hotel sector, drawing on well-known ideas such as equity theory, Maslow's 

hierarchy of needs, human capital theory, and the resource-based perspective.  Their results 

highlight the strong and favorable relationship between these tactics and staff retention, providing 

priceless information to improve organizational procedures.   

Also entered the insurance sector after seeing how crucial talent management techniques are to 

retaining staff.  Their descriptive research, which includes five chosen insurance businesses, aims 

to clarify the many aspects that affect employee retention, such as succession planning, pay plans, 

talent acquisition, and development.  The study's findings highlight the importance of these talent 

management techniques by revealing important relationships.  Meanwhile, it tackles the ongoing 

problem of excessive staff turnover in the quickly changing IT industry. Kumar explores how 

talent management strategies affect employee retention using multiple regression analysis, 

emphasizing the crucial role that career development opportunities and pay plans play in keeping 
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staff members on board. Stress the need of strategic alignment and steadfast dedication to 

accomplishing these organizational objectives, underscoring the strategic necessity of talent 

management as a means of improving employee recruitment, retention, and engagement.   

Job satisfaction's mediation function, which clarifies the relationship between talent management 

tactics and employee retention. Lastly, SMEs in Ogun State, Nigeria, are using talent mobility as 

a management approach, showing how it significantly affects employee retention. Investigates the 

effect of talent management strategy approaches on keeping innovative staff members in a few 

Jordanian real estate firms.  Together, these many studies highlight how important talent 

management strategies are for retaining employees and how they have a significant impact on the 

performance of organizations. Finding and keeping top talent is a difficult undertaking for 

organizations in the fiercely competitive business world of today.  

A key internal component that has a huge impact on a company's performance is talent 

management, which highlights how important it is to match workers' skills and abilities with the 

organization's. Talent management also greatly improves employee retention. The importance of 

people as the most important resource for a business's smooth operation, which emphasizes the 

need to improve employee performance. High staff turnover may affect morale, productivity, and 

eventually the bottom line. It can also be expensive and disruptive.  Businesses are using talent 

management techniques more often to solve this issue and keep their employees.  In this sense, 

talent describes those who always perform well and go above and beyond.  Creating a welcoming, 

family-friendly, and open-access culture, encouraging cooperation, maximizing pay, succession 

planning, and making training and development investments are all examples of talent retention 

tactics. This article examines the impact of talent management tactics on employee retention and 

their critical function in developing a devoted and loyal staff. 

The study aims to:   

1) Hail talent management practices as crucial. 

2) Look at how talent management and employee retention are related. 



 

 
 
 

155 | P a g e  
 

Airo National Research Journal 

Peer-Reviewed  

Multidisciplinary 

ISSN: 2321-3914 

Volume:4      Issue:3 

December 2024 

Impact Factor:11.9 

Subject: Management 

3) Give employers useful information.  The majority of the secondary sources used in this 

article are online books and other pertinent items. 

The significance of talent management approaches in today's technologically sophisticated, fast-

paced, and ever-changing business world cannot be overstated. More and more, businesses are 

coming to the conclusion that their success is on their ability to attract, develop, and retain 

exceptional people.  At an era where expertise and knowledge are paramount, talent management 

has evolved from a functional HR function into a strategic need encompassing the whole employee 

lifetime. In this article, we go further into the intricate topic of talent management and explore its 

effects on employee retention and organisational performance. By drawing on a variety of sources, 

this article seeks to show how talent management strategies are essential in today's competitive 

business environment. 

2. LITERATURE REVIEW 

Amushila et al (2021) existed in relation to this institution's implementation of best practice TM.  

For workers to remain with the organization for a longer period of time, new methods must be 

used.  39 administrative middle-level employees at NUST were the target group for the qualitative 

study approach.  Research publications were evaluated and semi-structured interviews were 

performed.  Major themes were found via qualitative content analysis of the material.  This 

research revealed that synchronizing TM practices with employee retention strategies decreased 

employee turnover after finding a link between TM and staff retention.  A model was suggested.  

Implications for management and practice:  Line managers and HRM managers must determine 

what supports and impedes TM in order to appropriately adopt and accomplish it.  This project 

will advance the subject of HRM in the public sector, namely in the area of higher education, as 

well as TM research in Namibia. 

Kumar, S. (2022) studied foundational to development and output.  In addition to experiencing 

substantial employee turnover, information technology is one of the fastest-growing sectors. The 

purpose of the research was to examine the relationship between talent management practices and 

employee retention.   The purpose of this descriptive study was to identify the relationship between 
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talent management strategies and staff retention rates. A multiple regression model was 

constructed to investigate the relationship between talent management and employee retention. 

Employees are more likely to stay put if they are given opportunities to progress in their 

professions, according to research. One of the most important factors in attracting and retaining 

great people is compensation packages. The study will be useful for planning, devising, and 

executing various approaches to retain workers. It is feasible to expand this study to other sectors 

and conduct further research on different aspects of the workforce, such as the relationship between 

employee engagement and retention rates and work-life balance. 

Urme, U. N. (2023) Dedicated companies should priorities keeping their employees.   Many have 

looked to talent management tactics as a possible solution to this problem.   In this post, we will 

take a high-level look at how talent management methods relate to employee retention.   Strategies 

covered in the article include providing competitive pay and benefits, initiatives to educate and 

develop employees, methods to assess performance and provide feedback, careful selection and 

recruitment procedures, and fostering a happy work environment.   Data shows that these tactics 

are critical for retaining employees, which boosts productivity, lowers turnover costs, and makes 

for a more invested workforce.   This article aims to present organisations some practical ideas for 

managing their people. By doing so, organisations may create an atmosphere where workers feel 

comfortable and fulfilled, which in turn drives them to remain and contribute to the company's 

long-term success. 

Kigo, S. K., & Gachunga, H. (2016) engaged and attract and retain top individuals.  The manager 

must know other companies' acquisition and retention tactics.  Most firms want a win-win scenario 

for employees and the company to gain from exceptional labour.  This research examined how 

personnel management affects insurance staff retention.  Five insurance companies were selected 

for this investigation.  Respondents reported phenomena without manipulating variables, making 

the research descriptive.  We targeted 200 Assistant and Managers.  Simple random sampling was 

used to pick 70 staff members.  The primary data was acquired via structured questionnaire.  Data 

was analyzed using SPSS 21.0.  Simple descriptive statistics showed the qualitative and 

quantitative aspects affecting employee retention.  Frequency tables, pie charts, and bar graphs 
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showed the number of variable answers in each decision.  For strength and direction of the 

variables' relationships, the research used correlation and regression analysis at 5% significance.  

Talent acquisition has the most beneficial effect on employee retention (Pearson correlation 

coefficient =.877).  Employee retention is favorably connected with talent development, 

remuneration schemes, and succession planning (.588, .705, .0424). Organizational management 

failed to design and manage career path, according to the report.  Their retention has not improved 

due to the organization's succession plan.  Onboarding initiatives should also assist retain staff, 

according to the report.  The research might focus on Kenyan-owned enterprises with diverse 

workforces.  For generalization, this study's conclusions might be generalized using various 

variables. 

3. METHODOLOGY 

Creating a diverse workplace is essential to the organization's development and to providing it 

with a competitive edge over rivals.  To do this, it is crucial to draw in and retain highly skilled 

and seasoned employees whose contributions are vital to the business.  There is no one factor that 

determines employee retention; a multitude of factors influence it.  Management must handle a 

variety of concerns, including as competitive compensation and benefits, stable working 

conditions, effective recruiting and promotion processes, supervisor support, organizational 

culture, work environment, and overall equity in the company.  An organization's success depends 

on maintaining employee satisfaction and retention since these elements play a significant role in 

determining long-term performance. 

1) Compensation and Career Growth (C&CG) 

Pay and career progression are crucial aspects of personnel management that have a significant 

impact on employee happiness and retention.  Competitive compensation, which covers bonuses, 

wages, and perks, guarantees that employees feel valued and rewarded, which reduces attrition and 

boosts motivation.  Giving workers the opportunity to grow in their careers via skill acquisition 

and promotions also helps them align their aims with those of the business, which boosts employee 

engagement and lowers turnover.  Training and development expenditures support succession 
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planning and staff retention by helping employees identify and accomplish their career objectives.  

Lack of advancement opportunities may lead to higher turnover, especially in industries that need 

specialized skills.  Employee dedication is reinforced and further incentivized by merit-based 

compensation that is in line with performance management.  By addressing a range of needs, 

including work-life balance and personal growth, the concept of comprehensive incentives, which 

blends monetary and non-monetary perks, increases employee engagement and retention.  

Innovative ways to pay, including flexible work hours, cater to the demands of a workforce that is 

evolving.  Managers have a vital role in their employees' growth by providing feedback, setting 

standards, and supporting career goals, all of which improve employee retention and work 

happiness.  All things considered, creating a committed, motivated workforce—which is essential 

for long-term organizational success and growth—requires prioritizing competitive pay and career 

progression. 

2) Employee Engagement and Development (EE &D) 

Employee engagement and development are critical to an organization's success and ability to 

retain its staff.  Engagement is a measure of employee passion and devotion and is linked to higher 

productivity, happier employees, and reduced attrition.  Positive workplace cultures are fostered 

by engaged employees, who also have a tendency to remain with the organisation longer.  

Employee development aids in career advancement and skill improvement.  It includes training, 

coaching, and career planning.  These chances lead to higher retention rates via increased 

performance and loyalty.  When development programs focus on skill development and career 

advancement, employees are more prepared for future roles and are more satisfied with their jobs.  

Goal-setting and regular feedback are two aspects of effective performance management that 

promote engagement and growth.  When achievements are recognised and clear career paths are 

provided, employee motivation and engagement rise.  An encouraging workplace with plenty of 

opportunities for growth and recognition attracts and retains top personnel. 
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3) Organizational Culture (OC) 

Talent management and staff retention are both affected by the company's culture.  All the 

thoughts, deeds, and attitudes that mould working relationships and have a major impact on morale 

are a part of it. Employees are more likely to stick around and give their all when the company 

culture is welcoming and encouraging. Turnover rates are influenced by cultural factors that 

influence decision-making, work habits, and communication. Companies with strong, unique 

cultures are better able to retain personnel and find people that fit in with the company's ideals.   

Leadership plays a crucial role in establishing this culture by encouraging positive actions and 

setting a good example. Employees are more likely to stay if they have a hand in building the 

company culture. Employee engagement and happiness rise when they see that their opinions 

matter and that they can influence choices. Increased job satisfaction and retention may be 

achieved via work-life balance initiatives, positive recognition, and supportive work cultures that 

foster career growth. 

4) Succession Planning  

Succession planning assists a business in preparing for its future leadership needs by identifying 

and developing internal candidates for key roles.  This process prepares qualified individuals to 

cover unfilled positions, ensuring consistency and stability.  It is important to identify high-

potential employees, assess their skills, and provide them specialized growth options including 

work rotations, mentoring, and training.  This technique leverages the expertise of current 

employees and reduces dependency on external hires by managing the risks of unanticipated exits.  

Leadership development is crucial, and with frequent feedback and clear career paths, people may 

be better equipped for their future careers.  Organizations may increase their resilience, retain more 

staff, and have more effective leaders by implementing succession planning.  A well-structured 

strategy fosters a culture of continuous learning, which aids in the expansion and adaptation of 

enterprises. 
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4. DATA ANALYSIS 

This study looks at how employee retention in the retail and financial industries is affected by four 

key people management strategies: success planning, organizational culture, employee 

engagement and development, and remuneration and career advancement.  We conducted a 

demographic profile study and performed regression and correlation analyses on a sample of 176 

respondents to look into the relationships between these strategies and employee retention. 

Table 1: Demographic Profile of Respondents 

Demographic 

Profile 

Retail 

Industry (N 

=86) 

Financial 

Industry 

(N = 86) 

Total (N = 

176) 

Gender    

Male 43 (50%) 48 (55.9%) 93 (52.9%) 

Female 43 (50%) 38 (44.2%) 83 (47.2%) 

Age Group    

18-24 23 (26.8%) 19 (22.1%) 44 (25%) 

25-34 35 (40.7%) 39 (45.4%) 74 (42.5%) 

35-44 19 (22.1%) 19 (22.1%) 39 (22.2%) 

45 and above 09 (10.5%) 09 (10.5%)  19 (10.8%) 

Tenure    

Less than 1 year 09 (10.5%) 19 (22%) 29 (16.5%) 

1-3 years 29 (33.8%) 34 (39.6%) 64 (36.4%) 

4-7 years 29 (33.8%) 19 (22%) 49 (27.9%) 

More than 7 year 19 (22%) 14 (16.2%) 34 (19.4%) 

 



 

 
 
 

161 | P a g e  
 

Airo National Research Journal 

Peer-Reviewed  

Multidisciplinary 

ISSN: 2321-3914 

Volume:4      Issue:3 

December 2024 

Impact Factor:11.9 

Subject: Management 

 

Table 1 displays a balanced gender distribution with a male majority, reflecting diversity in the 

workforce.  Individuals who are established but still in the early stages of their professional growth 

are included in the mid-career demographic, which is represented by the dominant age group of 

25–34.  The workforce is rather young, since most responders have between one and three years 

of experience.  This suggests that companies could be dealing with a vibrant workforce that is still 

advancing in their careers and may be more sensitive to changes in management philosophies and 

job satisfaction. 

Table 2: Correlation Matrix 

Strategy C&CG E&D SP OC 

C&CG 1.02 0.67 0.62 0.57 

EE&D 0.67 1.02 0.72 0.62 

SP 0.62 0.72 1.02 0.67 

OC 0.57 0.62 0.67 1.02 

 

The correlation matrix reveals strong relationships between the talent management practices.  The 

strong positive correlation between compensation and career growth and employee engagement 
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and development (0.67) and organizational culture (0.62) indicates that effective compensation 

and career advancement opportunities are closely associated with higher employee engagement 

and a supportive workplace culture. Organizational culture and employee engagement and 

development have the largest correlation (0.72), suggesting that efforts to support these goals are 

significantly strengthened by a positive work environment.   

Compensation and career advancement (0.57), employee engagement and development (0.62), and 

succession planning have modest relationships, with the former positively affecting the latter.  The 

strong correlations between these strategies highlight how interconnected they are and how they 

work together to affect employee satisfaction and retention. 

Table 3: Regression Analysis on Retention Strategies 

Strategy Regression 

Coefficient 

SE t  p 

C&CG 0.34 0.10 4.02 <0.03 

EE&D 0.30 0.09 4.02 <0.03 

SP 0.27 0.11 2.80 0.008 

OC 0.22 0.10 2.52 0.015 

 

The regression analysis on retention found that all four of the talent management techniques 

improved employee retention. Salary and career advancement had the highest regression 

correlation (0.34), suggesting that providing workers with competitive compensation and clear 

career progression opportunities significantly increases employee retention.  

Employee development and engagement come in second and third, respectively, with a correlation 

of 0.30, suggesting that these elements are also crucial for employee retention. Supportive and 

congruent work environments have a positive correlation with retention (an organizational culture 

coefficient of 0.27); nevertheless, their impact is somewhat less than that of engagement and 

compensation.  With a coefficient of 0.22, succession planning is the least important component 
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but still has a considerable impact, emphasizing the need of developing internal talent for future 

positions and maintaining employee commitment. All things considered, these findings confirm 

that effective human management techniques in these areas all contribute to higher employee 

retention. 

5. CONCLUSION 

Effective talent management techniques are crucial for improving employee retention in the fast-

paced, cutthroat business world of today, according to this research.  It was discovered that 

important factors including pay and possibilities for professional advancement, employee 

engagement, and development programs had a big impact on whether or not an employee decided 

to stay with a company.  The findings highlight how crucial it is to match company objectives with 

worker desires via organized professional development programs, competitive pay, and a positive 

workplace culture.  The report also highlights how strategic HRM contributes to value creation via 

hiring, training, and retaining personnel.  Organizations can retain top performers and cultivate a 

motivated, devoted, and effective staff by putting comprehensive and employee-centric personnel 

management methods into practice.  In order to give a more comprehensive picture of the retention 

landscape, future research might build on these results by integrating factors like organizational 

justice, work-life balance, and leadership styles across other sectors. 
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