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ABSTRACT 

 

 

This study examines the relationship between employee engagement and employee retention in an Indian information-

technology services setting, using evidence from 100 employees of Quadrant Technologies India Pvt. Ltd., Hyderabad. 

The paper converts an organization-specific management project into a focused empirical research article and develops 

a stronger analytical interpretation of the reported survey results. A descriptive research design was used, supported by 

percentage analysis, weighted-mean analysis, Pearson correlation and a chi-square test of association. The engagement 

construct was assessed through job satisfaction, communication, managerial recognition, training and development, 

work-life balance, compensation and benefits, career growth, and employee motivation. Retention was assessed 

through reasons for staying and intention to continue with the organization. The results indicate a moderate-to-high 

overall engagement mean of 3.65 on a five-point scale. Employee motivation (3.88) and internal communication (3.82) 

emerged as the strongest dimensions, while work-life balance (3.45) and career growth opportunities (3.48) were the 

weakest. Seventy-two per cent of respondents expressed a positive intention to continue, but 28% remained uncertain 

or negatively inclined, representing a meaningful retention-risk segment. The reported correlation between 

engagement and retention was strong and positive (r = .78). The contingency table also produced a significant chi-

square statistic, χ²(1) = 16.67, p < .001, with Cramer’s V = .41, indicating a practically meaningful association. 

Employees in the high-engagement group were twice as likely to show high retention as those in the low-engagement 

group. The paper concludes that retention is influenced not only by compensation but also by growth, recognition, 

communication, managerial support and work design. A priority-based managerial framework is proposed to convert 

engagement strengths into sustainable retention outcomes. 

KEYWORDS : Employee engagement; employee retention; information technology; job satisfaction; work-

life balance; career growth; organizational commitment; Hyderabad. 
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1. INTRODUCTION 

 

 

Employee engagement has become a central concern in strategic human resource management because it reflects the 

extent to which employees invest cognitive attention, emotional energy and discretionary effort in their work. Kahn 

(1990) described engagement as the expression of the physical, cognitive and emotional self in role performance. In 

practical terms, an engaged employee does more than report satisfaction: the employee understands the purpose of the 

work, shows initiative, collaborates with others, and remains psychologically connected to organizational goals. The 

retention consequences of engagement are especially important in the information-technology sector. IT firms rely 

heavily on scarce, mobile and continuously evolving skills. When experienced employees leave, organizations incur 

direct replacement costs and indirect losses arising from disrupted client relationships, delayed projects, weakened 

team knowledge and heavier workloads for remaining employees. Retention therefore represents both a workforce 

issue and an operational-risk issue. The project data used in this paper indicate that the organization has a relatively 

young workforce: 82% of respondents are below 35 years of age, and 70% have three years or less of organizational 

experience. Such a profile creates opportunity and vulnerability at the same time. Younger professionals may bring 

adaptability and learning agility, but they may also possess stronger external mobility and higher expectations 

regarding development, recognition, flexibility and career velocity. The quality of the employee experience becomes 

decisive in shaping whether early-career talent develops long-term attachment. This study treats engagement and 

retention as related but distinct constructs. Engagement concerns the quality of the employee’s present connection with 

work and organization, whereas retention concerns the probability of continued membership. The distinction matters 

because employees may be temporarily satisfied yet open to leaving, or may remain for economic reasons despite low 

engagement. A rigorous analysis therefore needs to examine multiple engagement dimensions together with direct 

indicators of the intention to stay. 

CORE RESEARCH PROBLEM 

The organization reports broadly positive engagement results, but comparatively weaker work-life balance and 

career growth scores coexist with a 28% uncertain-or-negative retention segment. The central question is 

whether these weaknesses materially threaten future workforce stability. 

 

Purpose of the paper 

The paper aims to provide a structured and analytically stronger account of employee engagement and retention at 

Quadrant Technologies India Pvt. Ltd. It integrates demographic, attitudinal and inferential results; evaluates the 

practical magnitude of the engagement-retention relationship; and converts the evidence into prioritized managerial 

interventions. 

2. ORGANIZATIONAL CONTEXT AND RESEARCH PROBLEM 

 

 

Industry context 

The Indian IT services industry operates in an environment characterized by rapid technological change, project-based 

work, global client expectations and continuing demand for specialized capabilities in cloud computing, artificial 

intelligence, data engineering, cybersecurity and enterprise applications. Human capital is therefore not merely a 

support resource; it is the principal mechanism through which service quality, innovation and client value are 

delivered. Employee turnover can undermine continuity precisely when client projects require accumulated technical 

and contextual knowledge. 
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Organizational setting 

Quadrant Technologies India Pvt. Ltd. is presented in the source project as a Hyderabad-based technology and 

consulting organization offering digital transformation, data analytics, cloud solutions, artificial intelligence, enterprise 

applications and consulting services. Its workforce spans IT/development, testing, human resources, operations and 

other functional areas. The organization reports engagement practices including training, recognition, employee 

feedback, team-building, performance management, wellness initiatives and flexible work arrangements where 

applicable. 

The empirical profile demonstrates that technology roles dominate the sample: 40% of respondents belong to 

IT/development, while testing and operations account for 20% each. Fifty-five per cent hold postgraduate 

qualifications and another 20% possess professional qualifications. This educated and technically oriented workforce 

is likely to evaluate employment not only through salary but also through learning intensity, challenging assignments, 

role visibility, career mobility and managerial credibility. 

Research gap 

Much engagement research identifies broad drivers such as recognition, leadership, rewards, development and work 

environment. However, organization-level decisions require local evidence: which factors are currently strong, which 

are weak, and which are most closely linked with intention to remain? The present case addresses that need by 

analyzing the reported employee survey at one IT services firm. It also strengthens the original analysis by calculating 

retention-risk proportions, effect size, comparative retention likelihood and a priority matrix. 

3. REVIEW OF LITERATURE 

Engagement as psychological presence and organizational exchange 

 

Psychological engagement 

Kahn’s (1990) framework positions engagement as the willingness of individuals to bring their full selves into role 

performance. Three psychological conditions are central: meaningfulness, safety and availability. Meaningfulness 

develops when work is experienced as worthwhile; safety is present when employees can express ideas without fear; 

and availability reflects the physical and psychological resources needed to perform. These conditions provide a useful 

lens for interpreting communication, recognition, workload and development practices. 

Vigor, dedication and absorption 

Schaufeli, Salanova, González-Romá and Bakker (2002) conceptualized work engagement through vigor, dedication 

and absorption. Vigor refers to energy and persistence, dedication to significance and enthusiasm, and absorption to 

concentrated involvement in work. The motivation score in the present study is therefore important, but it should be 

interpreted with communication, growth and work-life balance because sustained engagement requires both energy 

and adequate job resources. 

Job demands and job resources 

The Job Demands-Resources model explains how engagement emerges from the balance between demanding aspects 

of work and resources that enable coping, learning and accomplishment (Bakker & Demerouti, 2007). Demands such 

as deadlines, workload and task complexity may generate strain when resources are insufficient. Resources such as 

managerial support, feedback, autonomy, learning and recognition stimulate motivation and buffer the effect of 

demands. The comparatively low work-life balance score in this study may therefore indicate an imbalance that could 

eventually weaken motivation if left unaddressed. 

Social exchange and perceived support 

Saks (2006) distinguished job engagement from organizational engagement and argued that engagement is shaped by 

reciprocal exchange. Employees who perceive support, fairness, recognition and development are more likely to 

reciprocate with commitment and discretionary effort. This logic links engagement directly with retention: when 

organizational investments are visible and credible, remaining with the employer becomes both emotionally and 

instrumentally attractive. 

https://ijsrem.com/


         
            International Journal of Scientific Research in Engineering and Management (IJSREM) 

                         Volume: 10 Issue: 08 | Aug - 2026                              SJIF Rating: 8.659                                     ISSN: 2582-3930                                                                                                                                               

 

© 2026, IJSREM      | https://ijsrem.com                                 DOI: 10.55041/IJSREM66590                                           |        Page 4 
 

Motivation and hygiene conditions 

Herzberg’s two-factor theory separates hygiene factors, which reduce dissatisfaction, from motivators, which stimulate 

positive involvement. Compensation, policies and working conditions may prevent dissatisfaction, while recognition, 

achievement, responsibility and growth generate deeper motivation. The current data fit this distinction: compensation 

is evaluated positively and is the largest single reason for staying, yet growth and work environment together account 

for a larger share of retention reasons. Retention is therefore unlikely to be secured through pay alone. 

3. REVIEW OF LITERATURE (CONTINUED) 

Retention, commitment and an integrated conceptual model 

 

Organizational commitment 

Meyer and Allen’s (1991) three-component model explains why employees remain. Affective commitment reflects a 

desire to stay, continuance commitment reflects the perceived cost of leaving, and normative commitment reflects a 

felt obligation to remain. The reasons-for-staying data suggest a mixture of these motives. Salary and job security 

represent continuance considerations, whereas growth, work environment and management relations are more closely 

connected to affective commitment. 

Engagement and business outcomes 

Evidence synthesized by Harter, Schmidt and Hayes (2002) shows that employee attitudes at the business-unit level 

are associated with productivity, customer outcomes, profitability and turnover. The practical implication is that 

engagement should not be treated as an isolated “morale” indicator. It is a leading signal of operational health, 

especially in service organizations where employee behavior directly shapes quality and client experience. 

Retention as a multi-factor decision 

Retention research consistently indicates that employees evaluate a bundle of employment conditions: compensation 

fairness, development opportunity, leadership quality, role meaning, workplace relationships, flexibility and well-

being. These factors interact. A competitive salary may attract and temporarily retain an employee, but opaque 

promotion systems, inadequate recognition or chronic overload can gradually reduce attachment. Conversely, strong 

learning and credible internal mobility can compensate for moderate short-term dissatisfaction by preserving a future-

oriented employment relationship. 

Conceptual framework 

Engagement inputs → Intermediate employee states 

Communication 

Recognition 

Training 

Work-life balance 

Compensation 

Career growth 

→ 

Job satisfaction 

Motivation 

Perceived support 

Organizational commitment 

Employee experience → 
Retention intention and continued 

membership 

 

The framework assumes that engagement practices influence retention through job satisfaction, motivation, perceived 

organizational support and commitment. It also recognizes that weak job resources, particularly career development 

and work-life balance, can create retention risk even when overall engagement appears positive. 

 

 

https://ijsrem.com/


         
            International Journal of Scientific Research in Engineering and Management (IJSREM) 

                         Volume: 10 Issue: 08 | Aug - 2026                              SJIF Rating: 8.659                                     ISSN: 2582-3930                                                                                                                                               

 

© 2026, IJSREM      | https://ijsrem.com                                 DOI: 10.55041/IJSREM66590                                           |        Page 5 
 

4. STUDY OBJECTIVES AND HYPOTHESES 

From descriptive diagnosis to explanatory testing 

 

General objective 

To evaluate employee engagement and retention practices at Quadrant Technologies India Pvt. Ltd. and determine the 

extent to which engagement is associated with employees’ intention to remain with the organization. 

Specific objectives 

1. Assess the demographic and employment profile of the respondents. 

2. Measure employee perceptions of job satisfaction, communication, recognition, training, work-life balance, 

compensation, career growth and motivation. 

3. Rank engagement dimensions using weighted mean scores and identify priority gaps. 

4. Examine employees’ reasons for staying and their intention to continue with the organization. 

5. Test whether employee engagement is significantly associated with employee retention. 

6. Estimate the practical magnitude of the association using Cramer’s V, retention-rate comparison and odds ratio. 

7. Develop evidence-based recommendations for strengthening sustainable retention. 

Hypotheses 

NULL HYPOTHESIS (H0) : There is no statistically significant association between employee engagement 

and employee retention among the surveyed employees. 

 

ALTERNATIVE HYPOTHESIS (H1) : There is a statistically significant association between employee 

engagement and employee retention among the surveyed employees. 

 

Operational definitions 

Table 1. Operationalization of the major constructs 

Construct Operational indicators Analytical treatment 

Employee engagement 

Job satisfaction; communication; recognition; 

training; work-life balance; compensation; career 

growth; motivation 

Percentages, weighted means and 

factor ranking 

Employee retention 
Reason for staying; intention to continue; high/low 

retention grouping 

Percentages, chi-square 

association and retention-rate 

comparison 

Engagement-retention 

relationship 

Reported Pearson coefficient and 2 × 2 

contingency table 

Correlation interpretation, χ², 

Cramer’s V, odds ratio and risk 

ratio 

Source: Constructed from the variables reported in the project dataset. 

The analysis emphasizes both statistical and managerial significance. A test may be statistically significant but 

operationally unimportant; conversely, a moderate effect may have substantial workforce implications when applied to 

a critical talent segment. 
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5. RESEARCH METHODOLOGY 

Design, sample, instrument, data treatment and analytical scope 

 

Research design and setting 

The study uses a descriptive and analytical case-study design. The setting is Quadrant Technologies India Pvt. Ltd., 

HITEC City, Hyderabad. The design is appropriate because the study seeks to describe employee perceptions, 

compare engagement dimensions and test the association between engagement and retention within a defined 

organizational context. 

Population, sampling and sample size 

The source project reports a sample of 100 employees selected from IT/development, testing, human resources, 

operations and other functions. Simple random sampling and convenience sampling are both mentioned in the project 

methodology; because the final implementation is not fully documented, the present paper treats the sample as an 

organization-based non-probability survey and avoids claiming population representativeness. The sample 

nevertheless covers different age, qualification, experience and departmental categories. 

Data sources and instrument 

Primary data were collected through a structured questionnaire, supported by personal interviews, employee 

discussions and observation. Secondary information was drawn from organizational records, HR policies, books and 

prior literature. Engagement items were recorded on five-point response scales. The paper uses the reported 

frequencies to reconstruct weighted means and positive-neutral-negative response groupings. 

Statistical analysis 

• Frequency and percentage analysis for demographic, engagement and retention variables. 

• Weighted mean analysis using a five-point scale, where 5 indicates the most favorable response and 1 the least 

favorable response. 

• Pearson correlation as reported in the source project (r = .78). 

• Chi-square test of independence based on the reported 2 × 2 engagement-retention table. 

• Additional effect-size analysis: Cramer’s V, odds ratio, risk ratio and percentage-point retention gap. 

Data integrity and limitations of inference 

All descriptive values and the contingency table are reproduced from the project. The chi-square statistic and added 

effect sizes can be independently derived from that table. The reported correlation cannot be independently 

recalculated because respondent-level paired scores are not included in the source document. Accordingly, the 

correlation is interpreted as a reported result rather than a newly verified computation. The cross-sectional design 

supports association, not causation. 

 

6. RESPONDENT PROFILE 

Composition of the 100-employee sample 

 

Table 2. Demographic and employment profile of respondents 

 

Dimension Category Percentage 

Gender Male 62% 

Gender Female 38% 

Age Below 25 years 28% 

Age 25–35 years 54% 

Age 36–45 years 14% 

https://ijsrem.com/
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Age Above 45 years 4% 

Educational Qualification Undergraduate 20% 

Educational Qualification Postgraduate 55% 

Educational Qualification Professional Qualification 20% 

Educational Qualification Others 5% 

Organizational Experience Less than 1 year 25% 

Organizational Experience 1–3 years 45% 

Organizational Experience 4–6 years 20% 

Organizational Experience More than 6 years 10% 

Department IT 40% 

Department Testing 20% 

Department Human Resources 10% 

Department Operations 20% 

Department Others 10% 

 

Source: Primary data reported in the project (n = 100). 

Interpretation : The sample is dominated by younger and relatively short-tenure employees. Eighty-two per cent are 

below 35 years of age and 70% have three years or less of organizational experience. This configuration is 

strategically important because employees in early career stages often evaluate employers through learning 

opportunities, project exposure, rapid feedback and visible advancement. Retention systems designed mainly around 

long-service benefits may therefore have limited influence on the largest segment of the workforce. The educational 

profile is strong: 55% are postgraduates and 20% hold professional qualifications. Such employees are likely to 

possess both internal contribution potential and external employability. This increases the importance of role 

challenge, skill development and credible internal mobility. A technically qualified workforce may accept demanding 

assignments when the work builds capability and career capital, but persistent overload without development value can 

accelerate exit intentions. The departmental distribution reflects the company’s technology orientation. 

IT/development alone accounts for 40% of the sample, while testing and operations contribute another 40%. Because 

technology and delivery roles often experience deadlines, client escalation and rapid skill obsolescence, work-life 

balance and continuous learning should be interpreted as core operating conditions rather than discretionary benefits. 

 

7. EMPLOYEE ENGAGEMENT RESULTS 

Positive, neutral and negative response patterns 

 

Table 3. Consolidated engagement response profile 

Engagement dimension Positive Neutral Negative 

Job satisfaction 68% 18% 14% 

Communication 72% 18% 10% 

Manager recognition 65% 20% 15% 

Training & development 60% 22% 18% 

Work-life balance 55% 25% 20% 

Compensation & benefits 65% 20% 15% 

https://ijsrem.com/


         
            International Journal of Scientific Research in Engineering and Management (IJSREM) 

                         Volume: 10 Issue: 08 | Aug - 2026                              SJIF Rating: 8.659                                     ISSN: 2582-3930                                                                                                                                               

 

© 2026, IJSREM      | https://ijsrem.com                                 DOI: 10.55041/IJSREM66590                                           |        Page 8 
 

Engagement dimension Positive Neutral Negative 

Career growth opportunities 56% 24% 20% 

Employee motivation 70% 20% 10% 

Source: Reconstructed from project frequency distributions (n = 100). 

Interpretation : Communication has the highest positive response share (72%), followed by motivation (70%) and job 

satisfaction (68%). These results suggest that employees generally understand workplace information, remain 

energized in their roles and experience a favorable overall work relationship. The combination is valuable because 

communication provides clarity while motivation converts clarity into effort. The weakest dimensions are work-life 

balance and career growth. Only 55% rate work-life balance positively, and 20% report negative perceptions. Career 

growth has a similar 20% negative share and only 56% positive responses. These results identify two different 

retention mechanisms: work-life balance affects the sustainability of continued effort, whereas career growth affects 

the attractiveness of the employee’s future within the organization. Neutral responses deserve managerial attention. 

One-fourth of employees are neutral on work-life balance and nearly one-fourth on career growth. Neutrality can 

represent genuine ambivalence, limited information, inconsistent experience across teams or reluctance to express 

dissatisfaction. In retention analysis, a large neutral segment should not automatically be treated as secure. These 

employees may shift toward commitment or exit depending on manager behavior, project conditions and external 

opportunities. 

DIAGNOSTIC CONCLUSION 

The organization’s engagement foundation is positive, but it is uneven. Communication and motivation are 

strengths; career visibility and sustainable workload are the principal structural gaps. 

 

 

7. EMPLOYEE ENGAGEMENT RESULTS (CONTINUED) 

Weighted means, ranking and priority gaps 

 

Table 4. Mean scores and managerial priority ranking 

Factor Mean Rank Managerial interpretation 

Employee motivation 3.88 1 Strength 

Communication 3.82 2 Strength 

Job satisfaction 3.70 3 Maintain 

Manager recognition 3.70 3 Maintain / improve consistency 

Compensation & benefits 3.65 5 Maintain competitiveness 

Training & development 3.54 6 Improve structure and access 

Career growth 

opportunities 
3.48 7 Priority gap 

Work-life balance 3.45 8 Priority gap 

Overall mean 3.65 — Moderate-to-high engagement 

https://ijsrem.com/
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Source: Project mean analysis; overall mean recalculated as 3.65. 

Interpretation : The overall mean of 3.65 indicates moderate-to-high engagement, but the 0.43-point spread between 

the highest and lowest dimensions is meaningful. Employee motivation leads at 3.88, suggesting that the workforce 

retains energy and willingness to contribute. Communication follows at 3.82, indicating that the organization has a 

comparatively strong platform for leadership messages, feedback and coordination. Work-life balance ranks last at 

3.45, with career growth only slightly higher at 3.48. These are not extremely low absolute scores, but they are the 

weakest relative to the employee experience as a whole. Relative weakness matters because employees compare 

aspects of the same employment relationship. Strong motivation may coexist with strain, and employees may remain 

productive while simultaneously questioning whether the workload is sustainable or whether advancement is 

sufficiently visible. Training and development receives a mean of 3.54. This score is positive but not strong, which 

may indicate variation in access, relevance or follow-through. Training creates retention value when it is linked to role 

application, certification, career paths and internal opportunities. Stand-alone programs may improve satisfaction 

temporarily without changing long-term attachment. 

 

8. EMPLOYEE RETENTION RESULTS 

Reasons for staying and intention to continue 

 

Table 5. Retention-related responses 

Measure Response category Percentage 

Primary reason for staying Salary 30% 

Primary reason for staying Career growth 28% 

Primary reason for staying Work environment 25% 

Primary reason for staying Job security 10% 

Primary reason for staying Management relations 7% 

Intention to continue Yes 30% 

Intention to continue Probably yes 42% 

Intention to continue Not sure 16% 

Intention to continue Probably no 8% 

Intention to continue No 4% 

Source: Primary data reported in the project (n = 100). 

Interpretation 

Salary is the largest single reason for staying, reported by 30% of employees. However, non-salary factors collectively 

dominate the retention decision. Career growth and work environment together account for 53%, while job security 

and management relations add another 17%. The evidence therefore supports a total-rewards view: compensation is 

necessary, but the future value and day-to-day quality of employment are equally important. Seventy-two per cent 

express a positive intention to continue, combining “yes” and “probably yes.” This is a favorable result, yet it should 

not be interpreted as a guaranteed retention rate. “Probably yes” represents conditional commitment and may change if 

external offers become more attractive or internal expectations are not met. The 16% who are unsure form an 

especially important intervention group because their decision is not fixed. The direct negative group is 12%, but the 

broader retention-risk pool is 28% when uncertain employees are included. In a 100-person sample this represents 28 

https://ijsrem.com/


         
            International Journal of Scientific Research in Engineering and Management (IJSREM) 

                         Volume: 10 Issue: 08 | Aug - 2026                              SJIF Rating: 8.659                                     ISSN: 2582-3930                                                                                                                                               

 

© 2026, IJSREM      | https://ijsrem.com                                 DOI: 10.55041/IJSREM66590                                           |        Page 10 
 

employees whose future membership cannot be treated as secure. In a knowledge-intensive organization, losing even a 

portion of this group could affect project continuity and recruitment demand. 

72% 

Positive intention to continue 

28% 

Uncertain or negative retention risk 

30% 

Salary as top single reason 

53% 

Growth plus work environment 

 

 

9. HYPOTHESIS TESTING 

Chi-square association and practical effect size 

 

Table 6. Observed engagement-retention frequencies 

Engagement level High retention Low retention Total 

High engagement 40 10 50 

Low engagement 20 30 50 

Total 60 40 100 

Source: Contingency table reported in the project. 

Table 7. Chi-square calculation 

Cell Observed (O) Expected (E) (O−E)²/E 

High engagement × High retention 40 30 3.33 

High engagement × Low retention 10 20 5.00 

Low engagement × High retention 20 30 3.33 

Low engagement × Low retention 30 20 5.00 

Total χ²   16.67 

Calculated from the reported 2 × 2 table; df = 1. 

Statistical decision 

The calculated chi-square value is 16.67 with 1 degree of freedom. This exceeds the 5% critical value of 3.84 and 

corresponds to p < .001. The null hypothesis is therefore rejected. Employee engagement and employee retention are 

statistically associated in the reported sample. 

Effect-size and risk interpretation 

Cramer’s V is √(16.67/100) = .41, indicating a moderate and practically meaningful association. High retention is 

observed among 80% of highly engaged employees (40 of 50), compared with 40% of employees in the low-

engagement group (20 of 50). The absolute retention gap is therefore 40 percentage points. The risk ratio is 2.0: highly 

engaged employees are twice as likely to demonstrate high retention as employees with low engagement. The odds 

ratio is 6.0, meaning the odds of high retention are six times greater in the high-engagement group than in the low-

https://ijsrem.com/
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engagement group. These metrics show why engagement is strategically material rather than merely statistically 

related to retention. 

HYPOTHESIS RESULT 

H0 is rejected. Engagement is significantly associated with retention, and the size of the relationship is 

large enough to justify targeted managerial intervention. 

 

10. INTEGRATED STATISTICAL INTERPRETATION 

 

 

Reported correlation 

The project reports a Pearson correlation coefficient of r = .78 between employee engagement and employee retention. 

This represents a strong positive relationship: higher engagement scores are associated with stronger retention 

outcomes. Squaring the coefficient gives r² = .61, suggesting that approximately 61% of the variance shared by the two 

measures is common under the reported model. This should not be interpreted as proof that engagement alone causes 

61% of retention, because the cross-sectional design does not control for other variables and the raw paired 

observations are unavailable for independent verification. 

Convergence of evidence 

Three forms of evidence point in the same direction. First, positive engagement perceptions exceed negative 

perceptions across all eight dimensions. Second, 72% of respondents indicate a positive intention to continue. Third, 

the inferential results show both a strong reported correlation and a significant chi-square association. Convergence 

strengthens confidence that engagement is materially connected to retention in this organizational setting. 

Table 8. Engagement-retention management priority matrix 

Priority Dimensions Rationale Recommended focus 

Protect 
Communication; 

employee motivation 

Strong current scores and 

important system-wide 

influence 

Maintain manager 

communication rhythms 

and recognition of effort 

Improve now 
Work-life balance; 

career growth 

Lowest mean scores and direct 

relevance to retention 

Workload review, flexible 

practices, career pathways, 

internal mobility 

Strengthen Training; recognition 
Moderate scores with potential 

to increase future commitment 

Role-linked learning plans 

and consistent manager 

recognition 

Monitor 
Compensation; job 

satisfaction 

Currently positive but exposed 

to market comparison 

Periodic benchmarking and 

pulse checks 

Source: Analytical synthesis of mean scores, response patterns and retention results. 

Integrated inference 

The strongest immediate opportunity is not to replace existing engagement practices, but to rebalance them. 

Communication and motivation should be preserved as cultural assets. At the same time, managerial systems should 

convert those strengths into visible careers and sustainable workloads. Without that conversion, highly motivated 

employees may remain productive in the short term while becoming increasingly attractive to external recruiters. 
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11. MAJOR FINDINGS AND MANAGERIAL IMPLICATIONS 

 

 

Major findings 

1. The workforce is predominantly young, highly qualified and relatively short-tenured, increasing both learning 

potential and external mobility. 

2. Overall engagement is moderate to high, with a composite mean of 3.65. 

3. Employee motivation (3.88) and communication (3.82) are the strongest engagement dimensions. 

4. Work-life balance (3.45) and career growth (3.48) are the weakest dimensions and the clearest improvement 

priorities. 

5. Seventy-two per cent express positive continuation intent, but only 30% provide an unqualified intention to stay. 

6. The broader retention-risk segment is 28% when uncertain and negative responses are combined. 

7. Salary is the largest single reason for staying, but non-pay reasons collectively account for 70% of responses. 

8. Engagement is significantly associated with retention, χ²(1) = 16.67, p < .001. 

9. The effect size is meaningful (Cramer’s V = .41), and highly engaged employees are twice as likely to show high 

retention. 

10. The reported correlation (r = .78) reinforces the conclusion that engagement is a strategic retention driver. 

Managerial implications 

Table 9. Managerial implications by decision area 

Decision area Implication 

Talent strategy 
Treat employees with ≤3 years tenure as a priority segment for 

onboarding, mentoring and career conversations. 

Performance management 
Link goals, feedback, recognition and development plans in one 

visible cycle rather than separate HR activities. 

Work design 
Use workload data, project staffing reviews and recovery practices 

to reduce avoidable strain. 

Career architecture 
Publish skill-based career paths and internal opportunity criteria 

for technical and non-technical roles. 

Manager capability 
Train managers in recognition, coaching, workload planning and 

retention conversations. 

People analytics 
Track intention to stay, internal mobility, manager variation and 

regrettable attrition by segment. 

Source: Derived from the empirical findings. 
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12. RECOMMENDATIONS, LIMITATIONS AND CONCLUSION 

A sequenced retention improvement agenda 

 

Recommendations 

1. Introduce quarterly stay interviews for high-skill and early-tenure employees, focusing on growth, manager support, 

workload and external pull factors. 

2. Create transparent technical and managerial career pathways with defined competencies, promotion criteria and 

example timelines. 

3. Establish individual development plans that connect training to project assignments, certifications and internal 

vacancies. 

4. Implement a manager recognition standard requiring timely, specific and evidence-based appreciation rather than 

occasional generic praise. 

5. Use workload dashboards and project-level staffing reviews to identify sustained overtime, deadline compression 

and team imbalance. 

6. Offer flexible work practices where role requirements permit, supported by clear performance expectations and 

equitable access. 

7. Benchmark compensation periodically, but combine pay action with development and work-environment 

improvements. 

8. Run short quarterly pulse surveys and analyze results by tenure, department and manager to identify localized 

retention risk. 

9. Develop an internal talent marketplace that allows employees to apply for projects, stretch assignments and cross-

functional roles. 

10. Measure the effectiveness of retention initiatives through internal mobility, learning completion, intention-to-stay 

scores and regrettable attrition. 

Limitations and future research 

The study is limited to one organization and a sample of 100 employees. Sampling implementation is not fully 

documented, and the design is cross-sectional. Responses are perceptual and may be influenced by social desirability 

or temporary workplace conditions. The reported correlation cannot be independently verified without respondent-

level data. Future research should use a validated multi-item engagement scale, probability-based or stratified 

sampling, regression or structural modeling, manager-level analysis and longitudinal tracking of actual turnover. 

Conclusion 

The study demonstrates that employee engagement is closely connected with retention at Quadrant Technologies India 

Pvt. Ltd. Employees generally report positive motivation, communication, job satisfaction, recognition and 

compensation. Nevertheless, career growth and work-life balance remain comparatively weak, and 28% of 

respondents are uncertain or negatively inclined about continued employment. The statistical evidence indicates that 

high engagement materially improves retention likelihood. The practical conclusion is that sustainable retention 

requires more than isolated engagement activities. It requires an integrated employment system in which employees 

can understand organizational direction, perform meaningful work, receive recognition, manage demands, build 

relevant skills and see a credible future inside the organization. When these conditions reinforce one another, 

engagement becomes not merely a positive attitude but a durable source of workforce stability and organizational 

performance. 
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