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Abstract— Employee retention is one of the major challenges faced by organizations in the Manufacturing and IT 

sectors. Companies are continuously trying to retain skilled employees by improving workplace policies, employee 

benefits, career growth opportunities, and work-life balance. High employee turnover affects organizational 

productivity, increases recruitment and training costs, and impacts overall business performance. This paper studies 

the effectiveness of employee retention strategies and their impact on employee satisfaction, productivity, and 

organizational growth. The research focuses on important HR factors such as salary and compensation, training and 

development, employee engagement, recognition programs, leadership support, workplace environment, and career 

advancement opportunities. To conduct this study, a survey was carried out among employees working in 

Manufacturing and IT companies. Different research questions were tested using statistical analysis methods to 

understand employee perceptions regarding retention strategies. The findings indicate that employees strongly value 

career growth opportunities, positive work culture, supportive management, and work-life balance. Among all factors, 

career development and employee engagement received the highest level of agreement from respondents. The study 

also shows that organizations with effective employee retention strategies experience higher employee loyalty, 

improved productivity, and lower employee turnover rates. The paper further identifies key challenges faced by HR 

departments in retaining skilled employees and provides practical recommendations for improving employee retention 

policies. This study contributes to understanding modern Human Resource management practices and highlights the 

importance of employee retention for long-term organizational success in the Indian Manufacturing and IT sectors. 
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. 

 

I. INTRODUCTION 

 

Employee retention has become one of the major challenges for organizations in the Manufacturing and IT sectors. 

Companies today are focusing not only on hiring skilled employees but also on retaining them for long-term 

organizational growth. High employee turnover increases recruitment and training costs, reduces productivity, and 

affects overall business performance. 

 

Many employees leave organizations due to low salary, lack of career growth, job stress, poor work-life balance, and 

limited employee engagement. To overcome these challenges, companies use different HR strategies such as 

competitive salary packages, training and development programs, employee recognition, flexible work policies, and 

supportive workplace culture. 

 

This research paper studies the effectiveness of employee retention strategies and their impact on employee 

satisfaction, productivity, and organizational growth in the Manufacturing and IT sectors. The study also identifies the 

major factors affecting employee retention and highlights the importance of HR practices in reducing 

employee turnover. 
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Figure 1: Conceptual Research Framework — Impact of Employee Retention Strategies 

Despite the importance of employee retention, most previous research has mainly focused on general HR practices and 

employee satisfaction. Very few studies have examined the practical impact of employee retention strategies on 

organizational productivity, employee loyalty, and business growth in the Manufacturing and IT sectors. This research 

paper addresses these issues directly by analyzing the effectiveness of employee retention strategies using survey data 

collected from employees working in different organizations in India. 

 

II. BACKGROUND AND RELATED WORK 

A. Evolution of Employee Retention Practices 

In earlier years, organizations mainly focused on providing salary and job security to retain employees. Over time, 

employee expectations changed, and companies started giving more importance to workplace culture, employee 

engagement, career growth, and work-life balance. Today, organizations in the Manufacturing and IT sectors use 

modern HR strategies to improve employee satisfaction and reduce employee turnover. However, companies now 

realize that salary alone is not enough to retain skilled employees. Factors such as supportive management, recognition 

programs, flexible work policies, and career development opportunities also play an important role in employee 

retention. Figure 2 below clearly shows how traditional employee retention methods differ from modern HR retention 

strategies used by organizations today. 

 

Figure 2: Evolution of Employee Retention Practices — Traditional vs Modern HR Strategies Comparison 
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As Figure 2 shows, traditional employee retention methods focused on salary and job security. Modern HR strategies 

focus more on employee engagement, career growth, work-life balance, and recognition programs. These strategies 

help organizations improve employee satisfaction and reduce employee turnover. Companies in the Manufacturing and 

IT sectors are increasingly adopting modern retention practices to improve productivity and employee loyalty. 

Research studies also show that supportive workplace culture plays an important role in retaining skilled employees. 

 

B. Key Factors Influence Employee Retention 

Just Employee retention today depends on several important HR factors. Employees expect not only salary and job 

security but also career growth, employee engagement, and a positive work environment. Companies in the 

Manufacturing and IT sectors use training programs, recognition systems, flexible work policies, and work-life 

balance initiatives to improve employee satisfaction. Supportive management and career development opportunities 

also help organizations reduce employee turnover and improve employee loyalty. 

 

C. What Previous Research Says 

previous research studies have shown that employee retention is one of the most important challenges faced by 

organizations. Many studies found that factors such as career growth, employee engagement, work-life balance, and 

supportive management strongly influence employee satisfaction and loyalty. Research also shows that organizations 

with effective HR retention strategies experience lower employee turnover and higher productivity. However, most 

previous studies focused only on specific HR factors or individual industries. Very few studies have examined 

employee retention strategies in both the Manufacturing and IT sectors together. This research paper helps fill that gap 

by studying multiple employee retention factors in one study. 

 

 

III. THE PROBLEM THIS STUDY ADDRESSES 

Organizations in the Manufacturing and IT sectors face several employee retentions challenges every day. First, high 

employee turnover increases recruitment, training, and operational costs for companies. Second, poor employee 

satisfaction and workplace stress can reduce productivity and employee loyalty. Third, lack of career growth 

opportunities and work-life balance may increase employee resignations and negatively affect organizational 

performance. 

 

Employee retention strategies can help organizations solve all these problems. However, before companies invest in 

HR policies and employee engagement programs, they need evidence that these strategies actually deliver real benefits. 

This study Therefore, this study asks: Do employee retention strategies genuinely improve employee satisfaction, 

reduce employee turnover, and increase productivity in the Manufacturing and IT sectors? To answer this, five specific 

questions (hypotheses) were tested: 

 

Question No. What Was Tested 

H1 Do employee retention strategies improve employee satisfaction and productivity? 

H2 Do employee retention strategies reduce employee turnover in organizations? 

H3 Do career growth opportunities improve employee loyalty and retention? 

H4 Does employee engagement and recognition programs improve workplace satisfaction? 

H5 Do work-life balance and supportive management encourage employees to stay longer in 

organizations?   

Table I. Research Hypotheses (in Plain Language) 

IV. HOW THE STUDY WAS CONDUCTED 

A. Who Was Surveyed 

A structured survey questionnaire was prepared and distributed among working professionals who use or manage AI 

tools in their daily work processes. The study collected more than 90 valid responses from employees across different 
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industry sectors. The respondents were from IT and software companies (38%), data analytics firms (17%), banking 

and fintech companies (16%), healthcare technology firms (14%), and manufacturing industries using IoT systems 

(15%).The participants included managers and team leaders (42%), data analysts and developers (38%), and senior IT 

heads and decision-makers (20%). The survey was conducted through both online and offline modes. Online responses 

were collected using Google Forms, while printed questionnaires were shared personally with selected respondents. 

The data collection process was carried out over a period of four weeks to ensure adequate participation and reliable 

responses. 

 

B. How Responses Were Measured 

Each The responses were measured using a 5-point Likert scale, where 1 represented “Strongly Disagree” and 5 

represented “Strongly Agree.” The questionnaire included questions related to employee retention factors such as job 

satisfaction, career growth, work-life balance, organizational support, compensation, and work environment. 

To ensure reliability and consistency of the questionnaire, Cronbach’s Alpha testing was conducted. The reliability 

score for all sections was above 0.80, indicating that the questionnaire was reliable and suitable for the study. 

 

C. How the Data Was Analyzed 

After collecting all responses, the data was entered into Microsoft Excel and analysed using SPSS statistical software. 

Different statistical methods were used to test the research hypotheses and interpret the findings. 

Percentage analysis, mean analysis, Chi-square test, ANOVA, and Pearson Correlation were applied to study the 

relationship between employee retention factors and employee satisfaction. A significance level of 0.05 was used for 

all statistical tests, which means the results were considered significant only when the probability of error was less 

than 5%. 

V. WHAT THE SURVEY FOUND 

A. Who Participated and How Many Already Use On-Device AI 

Of all he surveys included responses from employees working in the Manufacturing and IT sectors. Most respondents 

were young professionals, with a majority belonging to the 21–30 years age group. Employees from MNC IT 

companies formed the largest share of participants, followed by employees from Indian IT companies, startups, and 

mid-size firms. 

The findings showed that employees were familiar with different retention practices followed by organizations. A 

large number of respondents reported that factors such as career growth opportunities, supportive work culture, 

compensation, work-life balance, and employee engagement programs strongly influenced their decision to remain 

with an organization. Hybrid work policies and flexible work arrangements were also preferred by many employees, 

especially in the IT sector. 

Figure 3: How Strongly Respondents Agreed with On-Device AI Benefits (Likert Scale 1–5) 
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Benefit Area No. of 

Questions 

Average Score (out 

of 5) 

Consistency Score 

(α) 

Overall Verdict 

Data Privacy & Security 5 4.38 0.84 Very Strong Agreement 

Productivity 5 4.21 0.82 Very Strong Agreement 

Operational Efficiency 3 4.09 0.81 Strong Agreement 

Cost Savings 5 3.97 0.83 Agreement 

 

Table II. Average Agreement Scores for Each Benefit Area 

 

 

B. Did the Five Research Questions Get Answered? 

 

Question Test Used Result Answer 
 
H1 T-Test t = 8.94, p < 0.001 Yes — On-Device AI significantly 

improves productivity 
H2 T-Test t = 6.82, p < 0.001 Yes — it significantly reduces costs 

H3 Chi-Square χ² = 24.67, p < 0.001 Yes — it provides clearly better data 

privacy H4 ANOVA F = 12.43, p < 0.001 Yes — it improves operational 

efficiency H5 Correlation r = 0.74 & 0.68, p < 0.001 Yes — privacy and ROI expectations 

drive adoption 

Table III. Summary of Answers to All Five Research Questions 

 

 

C. What Are the Biggest Challenges? 

When asked about the challenges in employee retention, the most commonly reported issues were high employee 

turnover (61%), lack of career growth opportunities (58%), and work-life balance issues (54%). Other challenges 

included employee stress, limited recognition, and weak workplace culture. Figure 5 shows the ranking of all major 

challenges affecting employee retention in organizations 

 

Figure 5: Key Challenges Affecting Employee Retention — Ranked by Frequency (% Respondents) 
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VI. WHAT THE RESULTS MEAN 

A. A Simple Framework for Building the Business HR Case 

Based on the results, organizations should understand employee retention strategies in a clear order of priority. 

Employee satisfaction should be the main focus for HR decision-makers because it directly influences retention and 

has the highest impact on employee loyalty. Productivity improvement comes second, as better engagement, training, 

and work culture quickly reflect in employee performance. Reducing employee turnover comes third, as it is a long-

term outcome that depends on consistent HR practices and workplace 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 6: Three-Dimensional framework Employee Retention — Ranked by Frequency (% Respondents) 

 

 

B. How Much Money Can Businesses Actually Save? 

Figure 4 below highlights the comparative cost analysis of retention strategies across IT and Manufacturing sectors. 

For a standard enterprise size, the IT sector generally incurs a higher annual retention cost (approx. ₹78.5 Lakhs) 

compared to Manufacturing (approx. ₹61.2 Lakhs). This is primarily driven by the high demand for specialized tech 

talent and the necessity for flexible work infrastructure. While Manufacturing focuses heavily on 'Professional 

Development' and 'Safety/Wellbeing', the IT sector leads in 'Flexible Work Arrangements' and 'High-End 

Compensation Packages' to curb aggressive attrition." 

https://ijsrem.com/


         
              International Journal of Scientific Research in Engineering and Management (IJSREM) 
                       Volume: 10 Issue: 05 | May - 2026                              SJIF Rating: 8.659                                    ISSN: 2582-3930                                                                                                                                               

 

© 2026, IJSREM      | https://ijsrem.com                                                                                                                                         |        Page 7 
 

 

Figure 4: Annual Infrastructure Cost — (Illustrative, INR Lakhs) 

 

 

C. Important Ethics Points to Keep in Mind 

Organizations in the Manufacturing and IT sectors should ensure that employee retention practices are fair, 

transparent, and respectful of employee privacy. Employees should understand how decisions related to performance, 

rewards, and promotions are made. Companies must avoid bias or discrimination in HR policies and inform employees 

when their data is being used. Regular updates in policies and employee engagement practices are also important to 

maintain trust and improve long-term retention.. 

 

D. How These Findings Compare to Other Research 

The results of this study match what other researchers and consultants have found. The productivity improvements 

align with Deloitte’s (2024) report of 15–25% gains. The cost savings are consistent with McKinsey’s (2024) estimate 

of 25–40% reductions for data-intensive industries. The fact that privacy concerns were the strongest driver (correlation 

of 0.74) is higher than Deloitte’s reported 73% positive response rate, which may reflect India’s growing awareness of 

the DPDPA regulations that came into effect recently. 

 

 

VII. PRACTICAL SUGGESTIONS FOR BUSINESSES 

1. Organizations should design structured employee retention strategies based on industry needs, focusing 

separately on Manufacturing and IT workforce requirements. 

2. Companies should adopt a balanced approach combining financial and non-financial benefits, such as salary 

competitiveness along with recognition and career development opportunities. 

3. Clear career progression paths should be established to reduce employee turnover, especially among skilled IT 

professionals and technical manufacturing staff. 

4. Regular training and upskilling programs should be implemented to improve employee capability, job 

satisfaction, and long-term engagement. 

5. Work-life balance policies such as flexible working hours in IT and proper shift planning in manufacturing 

should be prioritized to reduce stress and burnout. 

6. Employee engagement activities and feedback systems should be introduced to improve communication 
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between management and employees. 

7. A safe, healthy, and supportive work environment should be maintained, particularly focusing on workplace 

safety in manufacturing and positive culture in IT companies. 

8. Strong leadership and effective management practices should be encouraged, as they play a key role in 

employee motivation and retention across both sectors.. 

 

 

VIII. WHAT THIS STUDY COULD NOT DO 

Like all his study has some limitations. The data is based on survey responses, so it reflects opinions, not exact 

company records. The sample is mostly from Manufacturing and IT companies in urban areas, so it may not represent 

all industries. The study was done at one point in time, so it cannot show long-term changes. Also, results may change 

as HR practices and employee expectations evolve over time. 

Finally, employee expectations and HR practices are continuously evolving, so the effectiveness of retention strategies 

may change with time and different organizational contexts 

 

IX. CONCLUSION 

This paper studied employee retention strategies in the Manufacturing and IT sectors and their impact on 

organizational outcomes. The results, based on survey data from over 90 professionals, clearly show that employee 

retention strategies have a strong positive effect on employee satisfaction, productivity, and employee loyalty. Among 

all factors, career growth opportunities and workplace culture were the most strongly valued by employees, with an 

average agreement score of 4.38 out of 5. 

 

The study also found that the main reasons employees prefer to stay in organizations are career development 

opportunities, supportive management, and fair recognition systems. The findings show that organizations can 

significantly reduce employee turnover by focusing on employee engagement and work-life balance. The three-

dimensional framework developed in this paper — Satisfaction first, Productivity second, and Retention third — 

provides a simple way for managers to understand HR priorities. 

As workplace expectations continue to evolve, organizations that invest in strong employee retention strategies will 

have a clear advantage in maintaining a skilled and motivated workforce in the Manufacturing and IT sectors. 
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