
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

[HR Planning, Talent Acquisition, Retention and Reward Strategies]]

Lecture Title:  
[Retention: Tools and Methods used in 
Retention Strategies]

Lecturer: Paul Gauci 
 

Date: 13th April 2026  13.00-17.00 hrs
Masters in 

Human Resources Management



Click to edit Master title style

• Click to edit Master text styles
• Second level

• Third level
• Fourth level

• Fifth level

Masters in
Human Resources ManagmentLearning Objectives

• Critically propose or apply appropriate tools and methods used in retention 
strategies.                                                                                                                  

• Retention strategies are essential for maintaining a strong and motivated workforce. Some tools and 
methods include:-  Employee Engagement Surveys; Performance Management Systems; Learning and 
Development Programmes; Recognition Platforms; Exit Interviews and Stay Interviews.

• Identify and implement various retention strategies, including compensation, 
benefits, and work-life balance.  

• To successfully retain talent identifying and implementing strategic methods is key. Strategies involve 
compensation, benefits, and work-life balance, with steps for implementation:  Specifically these relate to 
Compensation-Based Retention Strategies; Benefits-Based Retention Strategies; Work-Life Balance 
Strategies.
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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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Critically propose or apply appropriate tools and 
methods used in retention strategies.   
                                                                                                              

Retention strategies are essential for maintaining a strong and 
motivated workforce. 

Some tools and methods include:-  Employee Engagement 
Surveys; Performance Management Systems; Learning and 
Development Programmes; Recognition Platforms; Exit 
Interviews and Stay Interviews.
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1. Employee Engagement Surveys

Application:

These surveys gauge employee satisfaction, motivation, and commitment levels. When done 
regularly and acted upon, they provide insight into issues before they lead to turnover.

Critical Insight:

Pros: Encourages open feedback, identifies pain points, promotes transparency.

Cons: If responses are not acted upon, it creates distrust. Also, poorly designed surveys may not 
capture deep-rooted issues.

Proposed Best Practice:

Use pulse surveys monthly or quarterly for continuous feedback.

Combine with AI-driven sentiment analysis to interpret open-ended responses more effectively.



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

2. Performance Management Systems (PMS) 

Application:

PMS helps align individual goals with company objectives, provides regular feedback, 
and supports career development conversations.

Critical Insight:

Pros: Enhances accountability and motivation; gives structure to development.

Cons: Traditional annual appraisals are often outdated and may be demotivating.

Proposed Best Practice:

Shift to continuous performance management with real-time feedback, goal 
tracking, and frequent check-ins between managers and employees.
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3. Learning and Development (L&D) Programmes

Application:

Providing opportunities to learn new skills or progress careers is a major factor in 
employee retention, especially among younger workers.

Critical Insight:

Pros: Builds a culture of growth; future-proofs the workforce.

Cons: If not personalized, programs can be perceived as irrelevant or burdensome.

Proposed Best Practice:

Implement personalized learning paths using Learning Management Systems (LMS) 
powered by AI. Offer cross-training and career mapping tools to link development 
to promotion opportunities.
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4. Recognition Platforms

Application:
Platforms like Kudos help foster a culture of appreciation by allowing peer-to-
peer and manager recognition.

Critical Insight:
Pros: Boosts morale and motivation.
Cons: Overuse or lack of sincerity can make recognition feel transactional.

Proposed Best Practice:
Integrate recognition with performance goals.Encourage values-based 
recognition to reinforce company culture.
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5. Exit Interviews and Stay Interviews 

Application:

Exit interviews provide insight into why employees leave; stay interviews help 
prevent departures by identifying what keeps employees engaged.

Critical Insight:

Pros: Offers honest, valuable insights.

Cons: Exit interviews can be too late; stay interviews require trust and skilled 
managers to be effective.

Proposed Best Practice:

Use structured, data-driven exit and stay interviews.Analyze trends to inform 
proactive HR decisions and predictive retention models.
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• Integrative Tools and Technologies

• To effectively coordinate these strategies:

• People Analytics Platforms (e.g., Visier): 

• Combine engagement, performance, and turnover data to find trends.

• HRIS (Human Resource Information Systems): 

• Centralize and automate many of the tools above.AI & Predictive Analytics: 
Identify employees at risk of leaving and suggest interventions.
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Conclusion:

• Retention strategies must be data-driven, employee-centric, and 
continuously evolving. 

• While each tool has standalone value, their real power emerges when 
integrated into a cohesive, responsive retention ecosystem.
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Identify and implement various retention strategies, including   

     compensation, benefits, and work-life balance.  

• To successfully retain talent identifying and implementing strategic methods is 
key. Strategies involve compensation, benefits, and work-life balance, with steps 
for implementation:  Specifically these relate to Compensation-Based Retention 
Strategies; Benefits-Based Retention Strategies; Work-Life Balance Strategies.

• Here is a breakdown of each area, along with specific retention strategies and 
actionable implementation steps.
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1. Compensation-Based Retention Strategies

• Strategies

• Competitive Salaries: Benchmark against industry standards to ensure 
fairness.

• Performance-Based Bonuses: Tie bonuses to clear, measurable 
achievements.

• Equity or Stock Options: Offer ownership to incentivize long-term 
commitment.

• Regular Salary Reviews: Conduct annual or bi-annual reviews                       
to align with performance and market changes.
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• Implementation Steps

• Conduct Market Research to benchmark salaries against competitors.

• Create a Transparent Pay Structure that includes defined salary bands.

• Develop Bonus Programs based on KPIs and goals.

• Implement Pay-for-Performance Systems to reward high achievers.

• Schedule Regular Compensation Reviews with HR and finance teams.

Compensation-Based Retention Strategies
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2. Benefits-Based Retention Strategies

Strategies

• Comprehensive Health Insurance: Medical, dental, mental health coverage.

• Retirement Plans: or pension plans with employer contributions.

• Tuition Reimbursement: Support for continued education and skill 
development.

• Paid Time Off (PTO): Generous vacation, sick days, and personal leave.
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Benefits-Based Retention Strategies

Implementation Steps

• Survey Employees to assess which benefits they value most.

• Partner with Providers to offer flexible and customizable benefits 
packages.

• Communicate Benefit Options Clearly through onboarding and annual 
enrollment.

• Create a Benefits Portal for easy access to resources and claims.

• Regularly Evaluate Benefits for cost-effectiveness and satisfaction 
impact.
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Mastering Compensation and Benefits 
Administration in HR

• https://www.youtube.com/watch?v=p31L5Pr9no4

https://www.youtube.com/watch?v=p31L5Pr9no4
https://www.youtube.com/watch?v=p31L5Pr9no4
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3. Work-Life Balance Strategies

Strategies

• Flexible Work Schedules: Allow varied start/end times or compressed weeks.

• Remote or Hybrid Work Options: Support location flexibility where possible.

• Wellness Programs: Encourage physical and mental health through resources 
like gym memberships or meditation apps.

• Encourage PTO Usage: Foster a culture where employees feel safe to unplug.
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Work-Life Balance Strategies

Implementation Steps

• Adopt a Flexible Work Policy and train managers to support it.

• Equip Teams for Remote Work with the necessary tools and platforms.

• Launch Wellness Initiatives such as health challenges or EAPs (Employee 
Assistance Programs).

• Monitor Workloads to prevent burnout and ensure manageable 
expectations.

• Recognize and Reward Work-Life Balance Champions to model behavior.
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• Greenhaus and Allen (2011) note that work–family balance involves 
“the accomplishment of role-related expectations that are negotiated 
and shared between an individual and his or her role-related partners 
in the work and family domains.”

• They emphasise that balance is not simply the absence of conflict but 
a state of effectiveness and satisfaction across both work and family 
roles, shaped by how individuals manage demands, resources, and 
expectations in each domain.
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CRITICAL  APPLICATION CASE STUDY – GROUP WORK 

• Background

• Zentech Solutions Ltd. is a mid-sized IT services company based in 
Bangalore, India, employing 800 people across development, project 
management, and administrative roles. 

• Over the last three years, the company has experienced rapid growth and 
an increase in international client demands, leading to longer working 
hours, increased project pressure, and growing signs of employee burnout.

                                                                 

  Formative Assessment



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

• A recent employee engagement survey revealed that 62% of 
employees felt their work significantly interfered with family 
responsibilities. 

• Turnover among mid-career professionals (aged 30–45, with children 
or elderly dependents) rose by 18% over 2 years. HR data also 
indicated rising absenteeism, lower productivity, and a dip in 
employee satisfaction scores.
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• In response, the HR department proposed a Work-Family Balance 
(WFB) initiative with the following components:

• Flexible working hours and remote work options

• On-site childcare and elder care resources

• Mandatory ‘no-meeting’ zones (e.g., after 6 p.m.)

• Training managers on empathetic leadership and family-sensitive 
scheduling
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CRITICAL APPLICATION CASE STUDY – GROUP WORK 

• Problem Statement

• Despite implementing these policies, Zentech observed only a marginal (4%) improvement 
in turnover and employee satisfaction over the next year. Many team leaders reported that 
deadlines were harder to meet, remote work led to coordination issues, and some 
employees misused flexibility.

• The leadership team now wants to know:

• What is the real impact of work-family balance initiatives on organizational outcomes?

• Why did Zentech's WFB program fail to produce significant improvements?

• What recommendations could be made to make the program more effective?

Formative Assessment
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1. Importance of Work-Family Balance

A. Definition and Theoretical Frameworks

• Work-Family Balance (WFB) refers to the ability of individuals to meet work and family commitments 
satisfactorily. Several theoretical models underline its importance.

• Spillover Theory: Emotions and behaviors in one domain spill into the other. Negative spillover from work to 
home causes stress and role conflict.

• Role Theory (Kahn et al., 1964): Managing multiple roles (e.g., parent, worker) can lead to role overload and 
conflict if not balanced effectively.

• Conservation of Resources Theory (Hobfoll, 1989): Work-family conflict depletes an individual's resources 
(time, energy, emotional resilience), impacting well-being and performance.
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B. Organizational Impact

• Work-family balance has been linked to:

• Reduced turnover and absenteeism (Allen et al., 2000)

• Improved employee engagement, mental health, and productivity

• Enhanced organizational reputation and talent retention



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

2. Why Zentech’s Program Yielded Limited Results

A. Implementation Gaps

• Managerial Buy-in: Without full support from team leaders, policies like flexible 
hours often remain unused or stigmatized.

• Lack of Customization: Different departments may have varying needs. A one-
size-fits-all approach ignores role-specific demands.

• Cultural Barriers: In Indian corporate culture, long hours are often equated with 
commitment. This makes employees hesitant to avail flexibility.
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B. Policy Misuse & Mistrust

• Some employees took advantage of remote work, leading to trust 
erosion.

• Lack of clear metrics to evaluate outcomes from flexibility led to 
ambiguity and confusion.
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C. Insufficient Support Structures

• Merely offering childcare without improving workload management 
fails to ease total stress.

• Employees still worked overtime to meet deliverables, negating the 
benefits of “no meeting hours.”
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3. Recommendations for Improvement

A. Integrated Culture Shift

• Launch awareness campaigns to normalize use of flexibility policies.

• Recognize and reward leaders who model work-family balance behaviors.

B. Managerial Training & Accountability

• Equip managers with emotional intelligence tools and family-sensitive scheduling 
techniques.

• Include WFB outcomes in managerial KPIs (e.g., team burnout rates, utilization of 
leave policies).
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C. Individualized Flexibility

• Offer menu-based flexibility: compressed work weeks, hybrid work, part-time 
roles for caregiving employees.

• Introduce personalized coaching or employee assistance programs (EAPs).

D. Measurement & Feedback Loops

• Collect monthly pulse surveys to assess the psychological impact of the changes.

• Analyze team-level data on WFB usage vs. performance to refine policy delivery.
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4. Conclusion

• Zentech’s case illustrates that policy design is only the first step; success 
lies in culture, leadership engagement, and continuous evaluation. 

• A strategic, data-driven, and empathetic approach to work-family balance 
can transform employee well-being and organizational outcomes.

• Long-term success depends on embedding WFB into the core values of the 
organization rather than treating it as a peripheral benefit.
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• https://hbr.org/2022/07/its-time-to-reimagine-employee-retention

Harvard Business Review Reading

It’s Time to Reimagine 
Employee Retention
by Helen Tupper and Sarah Ellis

July 4, 2022

https://hbr.org/2022/07/its-time-to-reimagine-employee-retention
https://hbr.org/2022/07/its-time-to-reimagine-employee-retention
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https://hbr.org/search?term=Helen%20Tupper
https://hbr.org/search?term=Sarah%20Ellis
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• According to Gartner, the pace of employee turnover is forecast to be 50–75% higher than 
companies have experienced previously, and the issue is compounded by it taking 18% longer to fill 
roles than pre-pandemic. 

• Increasingly squeezed managers are spending time they don’t have searching for new recruits in an 
expensive and competitive market. 

• Unless efforts are refocused on retention, managers will be unable to drive performance and affect 
change. Leaders need to take action to enable their managers to keep their talent while still being 
able to deliver on results. 

• Managers need help with three things.:

• First, they need help shifting the focus of career conversations from promotion to progression and 
developing in different directions. 

• Second, they need help creating a culture and structure that supports career experiments. 

• Finally, managers need to be rewarded not for retaining people on their teams but retaining people 
(and their potential) across the entire organization.
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A Hybrid Work Model?

• https://www.youtube.com/watch?v=ut-TBdHQAiw

https://www.youtube.com/watch?v=ut-TBdHQAiw
https://www.youtube.com/watch?v=ut-TBdHQAiw
https://www.youtube.com/watch?v=ut-TBdHQAiw
https://www.youtube.com/watch?v=ut-TBdHQAiw
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Learning Activity

• “Designing Our Hybrid Working Charter”

• Purpose

• To help students move from general agreement on hybrid working to 
a clear, shared set of principles and practical guidelines they can 
justify, communicate, and apply in real organisational settings.

• Duration

• 45 minutes

formative assessment tool



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

Step 1 — Warm-Up: Hybrid Working in Practice (10 minutes)

• Invite students to reflect individually on:

• One benefit they expect from hybrid working

• One risk or challenge they think organisations must manage

• They share these briefly in pairs, then with the whole group. 

• This primes them for deeper thinking.
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Step 2 — Scenario Challenge (15 minutes)

• Give each group a fictional organisation scenario, for example:

• A bank

• A security consulting firm

• A fast-growing tech start-up

• A public-sector Department

• A global consulting firm

• A creative design studio

• Each group identifies:

• What hybrid working could look like in this organisation

• What constraints or expectations the organisation might have

• What success would look like for employees, managers, and customers
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Step 3 - Co-Design Task: Build a Hybrid Working Charter (20 minutes)

• Groups create a one-page charter that outlines:

1. Core Principles

• (e.g., flexibility, trust, equity, collaboration, wellbeing)

2. Expectations for Employees

• (e.g., availability windows, communication norms, meeting etiquette)

3. Expectations for Managers

• (e.g., outcome-based performance management, inclusive meeting practices)

4. Team Agreements

• (e.g., which tasks are best done in person vs remotely)

5. Support & Resources Needed

• (e.g., digital tools, training, workspace design)

• Encourage them to be specific, realistic, and aligned with their scenario.
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Step 4-6   Students to turn their charter into:

• A short presentation for senior leaders

• A communication plan for employees 

• A set of metrics to evaluate hybrid working success                                       
                                      
                                                                                                (45 mins)
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• And a critical approach….

• What is the future of working from home? - The Global Story 
podcast, BBC World Service

• https://www.youtube.com/watch?v=eCRVoXbkHnw&t=1038s

https://www.youtube.com/watch?v=eCRVoXbkHnw&t=1038s
https://www.youtube.com/watch?v=eCRVoXbkHnw&t=1038s
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