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Human Resources ManagmentLearning Objectives

• Critically relate the multiple aspects of managing employee retention and the 

impact of attrition on an organisation.

• Understand how to manage Employee Retention through Engagement and 

Job Satisfaction; Compensation and Benefits; Career Development; Work-Life 

Balance; Organisational Culture.

• Appreciate the Impact of Attrition on Organisations: Financial Costs; Loss of 

Expertise; Employee Morale; Reputation; Operational Disruption

• Critically evaluate and compare retention strategies and identify appropriate 

systems. 
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Learning Method

• Lecture focused on learning objectives supported by formative 
assessment tools, to provides feedback and information during the 
instructional process, while learning is taking place, and while 
learning is occurring. 

• Formative assessment through participative learning activities will be 
utilised evaluating students’ comprehension and academic progress 
throughout the lecture -  particularly with respect to understanding 
and applying HRM concepts.
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The multiple aspects of managing employee retention 

     and the impact of attrition on an organisation.
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• Managing employee retention is a multifaceted 
challenge that requires a strategic approach and 
a deep understanding of workforce dynamics. 

• Attrition, on the other hand, can have profound 
implications for an organization’s performance, 
culture, and sustainability.
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Managing Employee Retention

1. Work Environment: 

Fostering a positive and inclusive workplace culture enhances engagement 
and satisfaction, reducing the likelihood of turnover. 

A collaborative and supportive atmosphere motivates employees to stay.
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“Retention is achieved by creating conditions in which 
people feel valued, engaged and supported.”

Armstrong, M. with Taylor, S. (2026) 
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2. Compensation and Benefits: 

Competitive salaries, bonuses, healthcare, and other benefits signal 
recognition of employee value. 

When these are lacking, employees may seek opportunities elsewhere.
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3. Growth Opportunities: 

Providing clear career paths, professional development programs, and 
training not only upskills employees but also reassures them of a 
promising future within the organization.
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Business Example

“Grow with me…grow the company and grow your 
careers.”

                             Winston Zahra Snr – Chairman of Island Hotels Group 
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4. Work-Life Balance: 

Offering flexibility through hybrid work models, paid time off, and 
wellness initiatives allows employees to maintain a healthy balance, 
increasing their loyalty.
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5. Leadership and Management: 

Effective leadership that communicates transparently, mentors 
employees, and resolves conflicts constructively is critical for retention.
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• The CIPD states that effective retention requires “understanding why 
employees leave and why they stay.”

    Resourcing and Talent Planning / Employee Turnover and Retention reports. 

    Chartered Institute of Personnel and Development (CIPD). (2024)

• CIPD emphasises that retention is strengthened when organisations 
create a positive employee experience, address the factors that drive 
turnover, and offer meaningful development, fair reward, and supportive 
management practices.
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Case Study: Managing Employee Retention at FutureTech Solutions – Groups Activity

• Background

• FutureTech Solutions is a mid-sized IT firm based in Bangalore, India, employing over 400 
professionals across software development, project management, and client support. 

• In recent years, the company has faced a high employee turnover rate, especially among 
software developers and project leads. Internal surveys indicate reasons for leaving 
include lack of career progression, limited work-life balance, and non-competitive 
compensation packages.

• The HR department, led by Ms. Kavita Rao, has been tasked with addressing the issue. She 
proposes a multi-pronged strategy focusing on employee engagement, competitive 
compensation, performance recognition, and flexible work arrangements.

formative assessment tool
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1. Career Pathing & Training:

•  Structured career development plans and funded certifications for high-potential employees.

2. Flexible Work Policies:

• Introduced hybrid work models and flexible hours.

3. Recognition Programs:

•  Launched monthly “Star Performer” awards and peer-to-peer recognition initiatives.

4. Compensation Benchmarking:

• HR partnered with external consultants to ensure salaries match or exceed industry 
standards.

• After one year, employee turnover dropped from 25% to 14%, and engagement scores 
improved by 18%.
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Q1: Identify and discuss the key reasons for employee turnover at 
FutureTech Solutions.

Q2: Evaluate the effectiveness of the strategies FutureTech 
implemented

Q3: What additional strategies could FutureTech consider to further 
improve retention?
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Questions and Typical Answers

 Q1: Identify and discuss the key reasons for employee turnover at FutureTech Solutions.

• Answer:

• The primary reasons for employee turnover at FutureTech Solutions include:

• Lack of career progression: Employees felt stagnant in their roles due to unclear promotion and development 
paths.

• Poor work-life balance: Rigid working hours and a lack of flexibility contributed to burnout.

• Uncompetitive compensation: Salaries and benefits were not aligned with industry standards, leading 
employees to seek better offers elsewhere.

• These reasons reflect common retention challenges in the IT sector, where high demand for skilled talent 
increases job mobility.



Click to edit Master title style

• Click to edit Master text styles
• Second level

• Third level
• Fourth level

• Fifth level

Masters in
Human Resources Managment

Q2: Evaluate the effectiveness of the strategies FutureTech implemented.

• Model Answer:

• The strategies were largely effective, as evidenced by measurable outcomes:

• Career Pathing and Training  - addressed growth-related attrition, increasing loyalty among high performers.

• Flexible Work Policies - improved work-life balance, reducing burnout.

• Recognition Programs - enhanced motivation and created a culture of appreciation.

• Compensation Benchmarking -made the company more competitive in the talent market.

• The 11% drop in turnover and improved engagement scores demonstrate that a holistic approach to retention 
can yield significant results.
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Q3: What additional strategies could FutureTech consider to further improve retention?

• Answer:

• FutureTech could explore the following:

• Employee Wellness Programs: - Mental health support and wellness incentives can boost satisfaction and 
reduce stress-related exits.

• Stay Interviews: - Regular check-ins to understand employee concerns before they consider leaving.

• Internal Mobility Opportunities:- Encourage lateral moves to new projects or departments to keep roles 
dynamic.

• Diversity and Inclusion Initiatives: - Foster a sense of belonging, particularly for underrepresented groups.

• These approaches can reinforce long-term commitment by addressing deeper cultural and emotional 
needs
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• 7 Proven Employee Retention Strategies to Implement in 2025

• https://www.youtube.com/watch?v=1J4p59s75XQ

AIHR - Academy to Innovate HR

@AIHRAcademytoInnovateHR

https://www.youtube.com/watch?v=1J4p59s75XQ
https://www.youtube.com/watch?v=1J4p59s75XQ
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Impact of Attrition on Organisations: 

Financial Costs; Loss of Expertise; Employee Morale; 

Reputation; Operational Disruption
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“Attrition represents the gradual loss of employees over time 
and is shaped by both organisational conditions and wider 
labour-market forces.”

                                                         Dessler, G. (2020)
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1. Operational Efficiency:

• Attrition disrupts workflows, leading to delays and reduced 
productivity. 

• The departure of skilled employees can halt progress on critical 
projects.
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2. Financial Costs:

•  Recruitment, onboarding, and training new hires are expensive 
processes. 

• High turnover rates amplify these costs, straining resources.
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3. Knowledge Drain:

With attrition, organizations lose institutional knowledge and expertise, 
which can be challenging to rebuild.
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Question for Discussion

• What are the implications of a ‘brain drain’ …with too many key 
people leaving the organisations?

                                                          formative assessment tool

This Photo by Unknown Author is licensed under CC BY-SA-
NC

https://www.peoplematters.in/article/employer-branding/trust-in-employees-can-curb-attrition-22597
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
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4. Employee Morale:  

Seeing colleagues leave can demoralize remaining employees, reducing 
engagement and increasing stress. 

This may perpetuate further turnover.
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5. Reputation:

Persistent attrition can tarnish an organization’s reputation, making it 
harder to attract top talent.
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Summary

• Balancing retention strategies with proactive measures to address 
attrition is vital. 

• Organizations must regularly evaluate their workforce satisfaction 
and adapt their practices to meet evolving employee needs. 

• When retention is managed effectively, it not only boosts 
productivity and morale but also safeguards the organization against 
the cascading challenges of attrition. 

• This interplay, therefore, shapes the overall trajectory of 
organizational success.
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Managing Employee Retention through Engagement and 
Job Satisfaction; Compensation and Benefits; Career 
Development; Work-Life Balance; Organisational Culture.

This Photo by Unknown Author is licensed 
under CC BY-SA-NC

https://technofaq.org/posts/2018/10/5-lesser-known-ways-to-enhance-employee-engagement/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
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Managing employee retention effectively involves 
addressing multiple facets of the employee 
experience. 

• Here is a breakdown of how five key elements contribute                    
to retaining talent:

This Photo by 
Unknown Author is 
licensed under CC 
BY-SA-NC

https://technofaq.org/posts/2018/10/5-lesser-known-ways-to-enhance-employee-engagement/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
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1. Engagement and Job Satisfaction Goal: 
         Keep employees emotionally invested and satisfied with their roles.

Strategies: 

Regular feedback and recognition.

Clear goals and expectations.

Opportunities to contribute ideas and have autonomy.

Meaningful work aligned with personal values.

Impact: Engaged employees are more likely to stay, perform better, and promote a positive 
workplace.

This Photo by Unknown 
Author is licensed under CC 
BY-SA-NC

https://technofaq.org/posts/2018/10/5-lesser-known-ways-to-enhance-employee-engagement/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
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2. Compensation and Benefits

Goal: Ensure employees feel fairly rewarded for their work.

Strategies:

Competitive salary benchmarking.

Performance-based incentives or bonuses.

Comprehensive benefits: health insurance, retirement plans, paid leave.

Perks: wellness programs, childcare, meal allowances.

Impact: Fair and transparent compensation reduces dissatisfaction and temptation to seek 
better opportunities elsewhere.

This Photo by Unknown 
Author is licensed under CC 
BY-SA-NC

https://technofaq.org/posts/2018/10/5-lesser-known-ways-to-enhance-employee-engagement/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
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3. Career Development

Goal: Help employees grow professionally within the company.

Strategies: Training and upskilling programs.
Internal promotions and succession planning.
Mentorship and coaching.
Clear career paths and goal setting.

Impact: Employees stay longer when they see a future in the company and 
feel supported in reaching their goals.
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4. Work-Life Balance

Goal: Prevent burnout and support personal wellbeing.

Strategies:

Flexible working hours or remote options.

Encouraging use of vacation and downtime.

Managing workloads and realistic deadlines.

Promoting a culture of respect for personal time.

Impact: Balanced employees are happier, more loyal, and more productive.

This Photo by 
Unknown Author 
is licensed under 
CC BY-SA-NC

https://technofaq.org/posts/2018/10/5-lesser-known-ways-to-enhance-employee-engagement/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
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Flexible working should be the norm for 
everyone | Susan Redden Makatoa | 
TEDxMacquarieUniversity

• https://www.youtube.com/watch?v=EWSyCpqxbCg

https://www.youtube.com/watch?v=EWSyCpqxbCg
https://www.youtube.com/watch?v=EWSyCpqxbCg
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5. Organisational Culture 

Goal: Create a positive and inclusive workplace environment.

Strategies: Transparent leadership and open communication.
Diversity, equity, and inclusion initiatives.
Team-building activities and social engagement.
Alignment between company values and day-to-day actions.

Impact: A strong, healthy culture fosters belonging, trust, and emotional 
commitment.

This Photo by 
Unknown 
Author is 
licensed under 
CC BY-SA-NC

https://technofaq.org/posts/2018/10/5-lesser-known-ways-to-enhance-employee-engagement/
https://creativecommons.org/licenses/by-nc-sa/3.0/
https://creativecommons.org/licenses/by-nc-sa/3.0/
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Critically evaluate and compare retention strategies 
and identify appropriate systems

• Retention strategies are diverse, designed to address various 
organisational goals and workforce dynamics. 

• This involves analysing their strengths, weaknesses, and 
appropriateness for different contexts. 
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Learning Activity - Groups

• Retention strategies are diverse, designed to address various organisational goals and workforce dynamics. 

• Strategies will include: - 

• Employee Engagement Programmes; 

• Professional Development Initiatives; 

• Flexible Work Arrangements; 

• Recognition and Reward Systems; 

• Wellness Programs; 

• Succession Planning.

• Discuss their strengths, weaknesses, and appropriateness for different contexts. 

• Present your findings.
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1. Employee Engagement Programmes

• Strengths: Foster a sense of belonging, increase motivation, and improve job 
satisfaction by involving employees in decision-making and strengthening 
organizational culture.

• Weaknesses: Can be resource-intensive and challenging to maintain genuine 
engagement over time, especially in larger organizations.

• Appropriateness: Best suited for organizations seeking to build strong team 
cohesion and those experiencing issues like high turnover stemming from 
disengagement.
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2. Professional Development Initiatives

• Strengths: Build employee skills, support career growth, and increase 
loyalty by showing investment in their future.

• Weaknesses: Employees may leverage the skills gained to pursue 
opportunities outside the organization, leading to turnover.

• Appropriateness: Ideal for knowledge-based industries, organizations 
with high skills gaps, or for retaining ambitious employees who value 
learning opportunities.
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3. Flexible Work Arrangements

Strengths: Enhance work-life balance, reduce burnout, and improve job 
satisfaction, particularly for remote or hybrid roles.

Weaknesses: May create coordination challenges and impact productivity if 
not managed effectively.

Appropriateness: Most effective for companies in industries that can support 
remote work, or organizations aiming to appeal to a modern workforce 
valuing flexibility.
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4. Recognition and Reward Systems

• Strengths: Boost morale, reinforce positive behavior, and create a culture 
of appreciation.

• Weaknesses: May lead to perceived favouritism or become transactional if 
not handled inclusively and thoughtfully.

• Appropriateness: Suitable for any organization, particularly those looking 
to foster a culture of excellence and gratitude. Works well in both small 
businesses and large corporations.
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5. Wellness Programs

• Strengths: Support physical and mental well-being, reduce absenteeism, 
and improve overall employee satisfaction.

• Weaknesses: May require significant investment, and effectiveness can 
vary depending on employee participation levels.

• Appropriateness: Particularly relevant in high-stress industries or 
companies experiencing health-related absenteeism. Also effective in 
demonstrating corporate social responsibility.
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6. Succession Planning

• Strengths: Ensures business continuity by preparing employees for 
leadership roles, reduces disruption caused by turnover in key positions.

• Weaknesses: May lead to frustration or disengagement if employees 
perceive favouritism or lack of transparency in the process.

• Appropriateness: Best for organizations with a clear hierarchy and a focus 
on long-term growth, particularly those experiencing challenges with 
leadership turnover.
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Summary

• Each strategy brings unique advantages and challenges, and their 
effectiveness largely depends on the organizational context and 
workforce dynamics. 

• A thoughtful combination, tailored to the specific needs and goals of 
the organization, often yields the best results. 
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Armstrong's Handbook of Human Resource Management Practice (2026)
is the definitive resource for HRM students and professionals, to understand and 
implement all things HR.

This book is suited to both professionals and students of undergraduate and 
postgraduate degrees, providing detailed coverage of all areas essential to the HR 
function such as employment law, employee relations, learning and development, 
performance management and reward management. It also covers the HR skills 
needed to ensure professional success and development, including leadership, 
managing conflict, interviewing and using statistics. Illustrated in colour throughout, 
readers will find a range of pedagogical features to consolidate learning such as 
source review boxes, key learning points and real world examples from international 
organizations such as IBM, HSBC and Johnson and Johnson. 

This fully updated 17th edition includes new material on: - Artificial Intelligence - 
Systems thinking - Communication skills - Necessary hard and soft skills in HRM 
practices Updates are included throughout to reflect the changes within the realm of 
HR, such as talent management, hybrid working and employee wellbeing.
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Summary of Armstrong & Taylor (2026) on Employee Retention

• In the 17th edition, Armstrong & Taylor frame retention as a strategic, 
evidence-based HR priority. Key themes include:

1. Retention as part of the employee value proposition (EVP)

• Retention is strengthened when organisations offer a compelling mix of:
• meaningful work
• development opportunities
• supportive leadership
• fair reward
• work–life balance
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2. Line managers as the critical retention lever

• They highlight that employees often leave managers, not organisations.

• Effective managers:

• build trust

• give feedback

• recognise contributions

• support wellbeing

3. Retention through engagement and involvement

• Engaged employees are more likely to stay.

• Armstrong links retention to:

• autonomy

• voice

• participation in decision-making

• strong team relationships
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4. Data-driven retention strategies

• The 2026 edition places more emphasis on:

• analysing turnover patterns

• identifying hotspots

• understanding push/pull factors

• using predictive analytics

5. Retention in hybrid and flexible work environments

• Hybrid working is positioned as a retention tool, especially for knowledge workers.

• Key drivers include:

• flexibility

• trust

• autonomy

• reduced commuting stress

6. Retention as part of organisational culture

• A culture of respect, inclusion, and psychological safety is presented as foundational.



Click to edit Master title style

• Click to edit Master text styles
• Second level

• Third level
• Fourth level

• Fifth level

Masters in
Human Resources Managment

References 

AIHR - Academy to Innovate HR @AIHRAcademytoInnovateHR

Armstrong, M. with Taylor, S. (2026) Handbook of Human Resource Management Practice  17th 
edition, Kogan Page.

Armstrong, M. with Taylor, S (2014), Armstrong’s Handbook of Human Resource Management 
Practice, 13th edn. London: Kogan Page. 

CIPD (2024) Resourcing and talent planning survey 2024. London: Chartered Institute of Personnel 
and Development. Available at:  (cipd.org in Bing) (Accessed: 23 March 2026)

Dessler, G. (2020). Human Resource Management. 16th edn. Harlow: Pearson

Taylor, S. (2014), People Resourcing, 6th edn. London: CIPD.



Click to edit Master title style

• Click to edit Master text styles
• Second level

• Third level
• Fourth level

• Fifth level

Masters in
Human Resources Managment

Masters in 
Human Resources Management


	Slide 1: [HR Planning, Talent Acquisition, Retention and Reward Strategies]]
	Slide 2: Learning Objectives 
	Slide 3: Learning Method
	Slide 4
	Slide 5
	Slide 6: Managing Employee Retention 
	Slide 7
	Slide 8
	Slide 9
	Slide 10: Business Example
	Slide 11
	Slide 12
	Slide 13
	Slide 14
	Slide 15
	Slide 16
	Slide 17
	Slide 18
	Slide 19
	Slide 20
	Slide 21
	Slide 22
	Slide 23: Impact of Attrition 
	Slide 24
	Slide 25
	Slide 26: Question for Discussion
	Slide 27
	Slide 28
	Slide 29: Summary
	Slide 30
	Slide 31
	Slide 32
	Slide 33
	Slide 34
	Slide 35
	Slide 36: Flexible working should be the norm for everyone | Susan Redden Makatoa | TEDxMacquarieUniversity 
	Slide 37
	Slide 38
	Slide 39: Learning Activity - Groups
	Slide 40
	Slide 41
	Slide 42
	Slide 43
	Slide 44
	Slide 45
	Slide 46: Summary
	Slide 47
	Slide 48: Summary of Armstrong & Taylor (2026) on Employee Retention 
	Slide 49
	Slide 50
	Slide 51: References 
	Slide 52

