
International Journal of Innovative Research in Science 

 Engineering and Technology (IJIRSET) 

(A Monthly, Peer Reviewed, Refereed, Scholarly Indexed, Open Access Journal) 

 

         Impact Factor: 8.699 Volume 14, Issue 6, June 2025 

 

 



 

|www.ijirset.com |A Monthly, Peer Reviewed & Refereed Journal| e-ISSN: 2319-8753| p-ISSN: 2347-6710| 

                                      Volume 14, Issue 6, June 2025 

                               |DOI: 10.15680/IJIRSET.2025.1406137|  

IJIRSET©2025                                       |     An ISO 9001:2008 Certified Journal   |                                       16004 

Study on Employee Engagement and Retention 
 

Ishita Aggarwal 
MBA 2023–2025, Galgotias University, Greater Noida, U.P., India 

  
 ABSTRACT: Employee engagement and retention have emerged as critical factors in organizational success in 
today’s dynamic and competitive business environment. This paper explores the intricate relationship between 
employee engagement and retention, highlighting how motivated, committed, and satisfied employees contribute to 
lower turnover rates and improved organizational performance. Drawing upon empirical research and contemporary 
case studies, the paper identifies key drivers of engagement—such as leadership style, organizational culture, 
recognition, career development opportunities, and work-life balance—and examines how these factors influence 
employees' decisions to remain with their organizations. The study also discusses best practices and strategic 
interventions that organizations can implement to foster a more engaged workforce and improve retention outcomes. 
By synthesizing existing literature and providing actionable insights, this paper aims to contribute to both academic 
discussions and practical applications in human resource management. 
 

In the contemporary business landscape, employee engagement and retention are increasingly recognized as pivotal 
elements of sustainable organizational growth and performance. This research delves into the interconnectedness of 
these two concepts, offering an in-depth exploration of how engaged employees are more likely to remain committed to 
their organizations over the long term. Employee engagement, defined by the emotional and psychological connection 
an individual has with their work and organization, directly impacts motivation, productivity, and job satisfaction. 
Conversely, high turnover rates often signal deficiencies in engagement and can result in significant financial and 
cultural costs to organizations. 
 

This paper systematically reviews existing literature, theoretical models, and organizational case studies to identify the 
key determinants of engagement, including effective leadership, communication, opportunities for professional growth, 
recognition systems, and a positive workplace culture. Furthermore, it investigates the role of strategic human resource 
practices in enhancing retention, particularly in sectors facing talent shortages and high attrition. By analyzing 
empirical data and industry-specific examples, the study demonstrates how organizations that prioritize employee 
engagement through tailored policies and inclusive practices experience higher retention rates, improved employee 
morale, and a stronger competitive advantage. 
 

Ultimately, the paper underscores the importance of integrating engagement strategies into core business operations and 
offers recommendations for managers and HR professionals to create work environments that not only attract talent but 
also inspire long-term loyalty and commitment. 
 

Employee engagement and retention have become strategic priorities for organizations aiming to sustain performance, 
foster innovation, and maintain competitive advantage. This paper explores the dynamic relationship between employee 
engagement—a measure of an employee’s emotional commitment and involvement in their work—and retention, the 
organization's ability to retain talent over time. Drawing on a combination of theoretical frameworks, empirical studies, 
and real-world examples, the research identifies critical factors that drive engagement, such as leadership quality, 
communication, job satisfaction, recognition, and career development opportunities. It also examines how high levels 
of engagement significantly reduce turnover intentions and enhance overall organizational outcomes. The paper 
concludes by providing actionable strategies that employers can implement to cultivate an engaging work culture and 
retain top talent. 
 

KEYWORDS: employee engagement, retention, job satisfaction, organizational commitment, human resource 
management, workplace culture, employee motivation, turnover, leadership, employee development 
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I. INTRODUCTION 

 

In today’s competitive and rapidly evolving business environment, organizations face increasing challenges in 
attracting, engaging, and retaining skilled employees. The global talent shortage, combined with shifting employee 
expectations and a dynamic job market, has brought employee engagement and retention to the forefront of strategic 
human resource management. High turnover rates not only disrupt productivity but also result in substantial costs 
related to recruitment, training, and loss of institutional knowledge. Therefore, understanding what motivates 
employees to stay, grow, and perform at their best is essential for long-term organizational success. 
 

Employee engagement refers to the extent to which employees feel passionate about their jobs, are committed to the 
organization, and put discretionary effort into their work. Research consistently shows that engaged employees are 
more productive, innovative, and loyal. On the other hand, disengaged employees are more likely to exhibit 
absenteeism, low morale, and a desire to leave the organization. Retention, while closely related, focuses on an 
organization’s ability to maintain its workforce and minimize voluntary turnover. 
 

This paper seeks to examine the linkage between employee engagement and retention by addressing key questions: 
What are the primary drivers of employee engagement? How does engagement influence an employee’s decision to 
stay with an organization? And what strategies can employers use to foster both high engagement and long-term 
retention? By addressing these questions, this study aims to offer insights and practical recommendations for leaders, 
HR professionals, and policy makers aiming to build resilient and engaged workforces.In the 21st-century workplace, 
human capital has become one of the most valuable assets of any organization. As businesses navigate an increasingly 
globalized and technologically advanced environment, the need to attract, engage, and retain talented employees has 
never been more critical. Traditional management practices that emphasized supervision and control have gradually 
evolved to prioritize employee satisfaction, empowerment, and long-term development. Two concepts that have gained 
prominence in this shift are employee engagement and employee retention—both essential for achieving operational 
excellence and sustained growth. 
 

Employee engagement refers to the emotional and cognitive connection employees have with their work, their team, 
and the broader goals of the organization. Engaged employees are not just satisfied or happy at work; they are actively 
involved in their roles, driven to contribute to organizational success, and more likely to go above and beyond their job 
descriptions. Engagement affects a range of outcomes including productivity, creativity, customer service quality, and 
even company profitability. 
 

Employee retention, on the other hand, involves an organization’s ability to prevent voluntary turnover and keep skilled 
employees within the workforce over time. High turnover can lead to operational disruptions, increased recruitment and 
training costs, and damage to team morale and institutional memory. While many factors can influence an employee's 
decision to leave—such as compensation, job dissatisfaction, poor leadership, or lack of growth opportunities—one of 
the most powerful predictors of retention is the level of engagement an employee experiences at work. 
 

This paper investigates the interdependence between employee engagement and retention, arguing that organizations 
that invest in meaningful engagement strategies are more likely to cultivate loyal, high-performing workforces. 
Drawing on a wide range of academic literature, organizational case studies, and industry surveys, the study explores 
the main drivers of engagement—such as trust in leadership, career advancement opportunities, recognition and reward 
systems, and work-life balance—and their influence on retention rates. Additionally, the paper examines generational 
differences, technological influences, and the impact of remote/hybrid work models on engagement strategies in 
modern workplaces. 
 

II. OBJECTIVES AND RESEARCH QUESTIONS 

 

1. To define and contextualize the concepts of employee engagement and retention within the framework of human 
resource management. 
2. To identify and analyze the key factors that influence both engagement and retention. 
3. To recommend actionable practices and policies that organizations can implement to enhance employee commitment 
and reduce turnover. 
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Ultimately, this research aims to bridge the gap between theory and practice by offering insights that are both 
academically grounded and applicable in real-world organizational settings. 
 

General Questions  
 

1. What are the primary factors that contribute to employee engagement in the workplace? 

2. In what ways does employee engagement influence employee retention? 

3. Which organizational practices are most effective in promoting engagement and reducing employee turnover? 

4. How do employees perceive the relationship between their engagement levels and their decision to stay with the 
organization? 

 

Hypotheses  
 

Hypothesis (H1): Employee engagement is positively associated with employee retention. 
Hypothesis (H2): Employees who perceive greater leadership support report higher engagement levels. 
Hypothesis (H3): Recognition and rewards are positively related to employee engagement. 
Hypothesis (H4): Opportunities for career advancement are positively associated with employee retention. 
Hypothesis (H5): Work-life balance positively affects both employee engagement and retention. 
 

Expected Relationships  
As employee engagement increases, employee retention also increases. 
 

III. LITERATURE REVIEW 

 

Employee retention refers to an organization's ability to retain its employees over time. Retention is influenced by 
multiple factors, including job satisfaction, work environment, leadership, career development opportunities, and 
organizational culture (Hausknecht et al., 2009). 
Retention is not only about reducing turnover but also about creating an environment where employees are motivated to 
stay and grow (Hom et al., 2017). 
Social Exchange Theory (SET): This theory posits that when employees perceive favorable treatment (e.g., support, 
recognition), they reciprocate with positive behaviors such as loyalty and continued tenure (Blau, 1964). 
Job Demands-Resources (JD-R) Model: Suggests that engagement increases when job resources (e.g., support, 
autonomy, feedback) are high, which in turn reduces turnover intentions (Bakker & Demerouti, 2007). 
Numerous studies have confirmed the positive relationship between employee engagement and retention: 
Gallup (2020) found that organizations with high employee engagement experience 59% less turnover. 
Harter et al. (2002) demonstrated that engaged employees are more likely to remain with their employers, reducing 
hiring and training costs. 
Saks (2006) concluded that employee engagement significantly predicts retention and organizational citizenship 
behaviors. 
Furthermore, Albrecht et al. (2015) highlighted that organizational support, leadership, and meaningful work are key 
drivers of engagement, which in turn enhance employee retention. 
The literature consistently supports a strong, positive relationship between employee engagement and retention. 
Organizations that foster high engagement levels benefit from improved employee loyalty, lower turnover, and higher 
organizational performance. However, future research should continue to explore new engagement strategies and the 
evolving nature of work. 
 

IV. RESEARCH METHODOLOGY 

 

4.1 Design  
This study uses a hybrid of exploratory and descriptive research. The exploratory phase included literature review and 
informal digital community insights. The descriptive phase involved a Google Forms questionnaire to collect 
standardized data.  
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4.2 Data Collection  
Mode: Google Forms (online)  
Duration: 4 weeks  
Platform: WhatsApp, LinkedIn, Email  
Structure: Demographics, awareness, experience, perception, risk, confidence  
Types: Multiple choice  
 

4.3 Sampling  
Method: Convenience sampling  
Sample size: 55  
Demographics: Mostly aged 18–24, urban, tech-savvy  
Limitations: Underrepresentation of older adults and females  
 

V. DATA ANALYSIS AND INTERPRETATION 
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VI. KEY FINDINGS AND DISCUSSION 

 

1. Do you feel engaged and enthusiastic about your daily work? 

Yes Indicates high job satisfaction and strong intrinsic motivation, which are core predictors of engagement. 
No Suggests disengagement, likely reducing productivity and increasing turnover risk. 
Why it matters: Enthusiasm is a key marker of emotional and cognitive commitment to the job. Disengaged employees 
often perform at lower levels and are more likely to leave. 
 

2. Do you feel a strong sense of belonging at your workplace? 

Yes Reflects a positive organizational culture and inclusion, promoting long-term retention. 
No Can lead to isolation and withdrawal, reducing employee morale and connection to the organization. 
Why it matters: Belonging supports psychological safety and loyalty—crucial for team cohesion and reducing 
voluntary turnover. 
 

3. Do you believe your manager cares about your development? 

Yes Points to effective leadership and growth opportunities, both strong engagement drivers. 
No Employees may feel stagnant, overlooked, or undervalued, leading to disengagement and attrition. 
Why it matters: Employees who see a future with the organization are more likely to stay and invest their energy in 
their roles. 
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4. Do you feel motivated to exceed expectations at work? 

Yes Reflects discretionary effort, a hallmark of high engagement. 
No Suggests minimal motivation or burnout, which can hinder team performance and innovation. 
Why it matters: Highly motivated employees contribute more and often take initiative, benefiting both the company and 
their career paths. 
 

5. Do you often think about leaving your current job? 

Yes Major red flag for retention. Suggests dissatisfaction or unmet expectations. 
No  Implies stability and contentment, both critical for long-term retention. 
Why it matters: Frequent thoughts of quitting signal deeper issues (e.g., poor management, lack of fulfillment) that 
need urgent attention. 
 

6. Do you plan to stay with this organization for the next year? 

Yes Indicates short-term retention intent. 
No Suggests turnover risk, possibly due to low engagement, external offers, or internal misalignment. 
Why it matters: Understanding short-term commitment helps forecast staffing needs and identify at-risk talent. 
 

7. Do you believe your work makes a meaningful contribution to the company? 

Yes Shows a sense of purpose and alignment with organizational goals—key to engagement. 
No Employees may feel disconnected or undervalued, affecting performance and retention. 
Why it matters: Purpose-driven work boosts morale, accountability, and loyalty. 
 

8. Have you received recognition for your work in the past month? 

Yes Recognition supports motivation and engagement. 
No Lack of acknowledgment can lead to disengagement or feeling invisible. 
Why it matters: Regular recognition is one of the most cost-effective ways to increase satisfaction and reduce turnover. 
 

9. Do you feel valued by your team and leadership? 

Yes Encourages collaboration, loyalty, and morale. 
No Indicates a gap in leadership communication or team dynamics. 
Why it matters: Feeling valued is strongly tied to emotional commitment and organizational citizenship behavior. 
 

10. If offered a job elsewhere with similar pay, would you prefer to stay here? 

Yes Demonstrates emotional commitment and organizational loyalty. 
No Suggests weak ties to company culture or job role, and possible openness to external offers. 
Why it matters: This question reveals true retention strength beyond just monetary satisfaction. 
 

VII. LIMITATIONS OF THE STUDY 

 

1. Subjectivity and Self-Report Bias 

Employee engagement is often measured using surveys, interviews, or self-assessment tools. 
These methods rely on subjective perceptions, which can be influenced by mood, fear of repercussions, or a desire to 
respond favorably (social desirability bias). 
 

2. Generalizability Issues 

Studies may focus on specific industries, geographic locations, or company sizes. 
Results from a tech company in the U.S., for example, may not be applicable to a manufacturing firm in Asia. 
 

3. Time Sensitivity 

Engagement and retention are dynamic; they can change quickly based on external and internal factors (e.g., leadership 
changes, economic downturns, remote work trends). 
Cross-sectional studies may not capture these shifts over time. 
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4. Attribution Challenges 

It can be hard to isolate the effects of engagement on retention due to the presence of multiple confounding variables 
(e.g., compensation, work-life balance, management style). 
Correlation does not imply causation. 
 

5. Access to Data 

Companies may be unwilling to share full, candid employee feedback or turnover data due to privacy concerns or 
reputational risks. 
This can lead to incomplete or biased data sets. 
 

6. Cultural and Demographic Differences 

Engagement drivers vary by culture, age, gender, and generation. 
A one-size-fits-all engagement model may overlook critical nuances. 
 

7. Rapidly Changing Work Environments 

Trends like remote work, AI integration, and gig economy jobs continually reshape what engagement and retention 
mean. 
Research may become outdated quickly if not continuously updated. 
 

8. Measurement Tools Limitations 

Existing engagement models (like Gallup’s Q12 or Maslow-based frameworks) may not fully reflect modern workplace 
complexities. 
Overreliance on standardized tools may miss organization-specific factors. 
 

VIII. RECOMMENDATIONS 

 

1. Foster a Positive Work Culture 

Promote psychological safety: Create an environment where employees feel safe to speak up, make mistakes, and share 
ideas. 
Recognize contributions: Implement regular and meaningful recognition programs to reinforce employee value. 
Encourage work-life balance: Offer flexible working hours, remote/hybrid options, and wellness programs. 
 

2. Invest in Leadership Development 
Train managers in emotional intelligence, communication, and coaching skills. 
Encourage open-door policies to build trust and support. 
Hold leaders accountable for team engagement scores and turnover rates. 
 

3. Provide Growth and Development Opportunities 

Offer clear career progression paths and succession planning. 
Support learning and development (L\&D) programs, mentorships, and tuition assistance. 
Encourage internal mobility to retain talent and boost engagement. 
 

4. Strengthen Employee Voice and Involvement 
Conduct regular engagement surveys and act on the feedback. 
Involve employees in decision-making processes, especially for changes that affect their work. 
Create focus groups or employee resource groups (ERGs) for diverse perspectives. 
 

5. Align Job Roles with Employee Strengths 

Use tools like strengths assessments to ensure employees are in roles that fit their skills and interests. 
Regularly review job fit and restructure roles where necessary to maintain engagement. 
 

6. Competitive Compensation and Benefits 

Regularly benchmark salaries and benefits against industry standards. 
Offer non-monetary perks (e.g., wellness days, learning stipends, volunteer hours). 
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7. Onboarding and Exit Feedback 

Improve onboarding processes to integrate new hires smoothly and positively. 
Analyze exit interviews and turnover data to identify patterns and pain points. 
 

8. Embrace Technology and Innovation 

Use HR analytics to identify engagement trends and predict attrition risks. 
Implement engagement platforms for real-time feedback, recognition, and communication. 
 

IX. CONCLUSION 

 

Employee engagement and retention are deeply interconnected and critical to the long-term success of any 
organization. Engaged employees are more productive, committed, and aligned with organizational goals, which 
directly influences their decision to stay. Conversely, disengagement often leads to increased turnover, higher 
recruitment costs, and reduced organizational performance. 
 

While numerous strategies—such as strong leadership, opportunities for growth, recognition, and supportive work 
environments—can significantly enhance engagement and retention, it is important to recognize that one-size-fits-all 
approaches are rarely effective. Successful organizations prioritize continuous listening, adaptability, and inclusivity to 
meet the evolving needs of a diverse workforce. 
 

Despite the challenges and limitations in studying these topics—such as subjective measurements and varying external 
factors—the importance of fostering a culture where employees feel valued, empowered, and connected cannot be 
overstated. By investing in the right practices and policies, organizations can create a sustainable, high-performing 
workforce that not only stays, but thrives. 
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