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ABSTRACT

Today, people leave jobs for all the old reasons and a host of new ones-including the fact that it's easier than ever to find
another great job elsewhere. Managers are responsible for retention and also play a central role in a company's retention
rates. However for this managers need to be trained, rewarded and recognised for achieving retention rates.

Introduction

It's people-not machines or financial assets-
that acquire, build on, and usethe very knowledge that
companies depend on to surviveand thriveintimes of
accelerating change. Thereforeretaining good empl oy-
ees is arguably among the most essential ingredients
for successintoday'sbusinessworld. Retentionrefers
to a company's ability to keep talented employees-
peoplewhowill helptheir organizationremaincompeti-
tiveinaworld of rapid change. Froman organization's
point of view, retention doesn't meantrying to hang on
to every employee forever. It means keeping good
empl oyeesfor themost appropriate amount of timefor
their particular function or level.
Srategiestoretain good employees
1. Compensation: Compensation is the starting point
for any firm that wants to remain competitive. In fact,
the single greatest threat faced is higher salaries of-
fered by other organizations. The strategies could be:
* Figure out what wages the industry is offering
* Examineinternal pay disparities
2. Provide Basic benefits: Companies today haveto
provide certain benefits in order to compete in the
arenaof retention, like:
* Paid vacation and other kindsof |eavetime* Pension
plans* Employees health and dental insurance premi-
ums* A year-end bonus* Stock options* Child care
* Paid maternity and paternity leave * Tuition reim-
bursement * Membership to a fitness club
3. Special benefits: Someof the perksthat havegrown
increasingly common in today's business world:
* Monthly parties* Flexi-time* All-day breakfast bar
* Movietickets/videolibrary * Museum passes* High-
tech toolslike extra-fast computers
4.Work lifebalance: For many employees(especially
single parentsor membersof dual-career families), the
need to maintain a work/life balance-having a home,
family, and community life as well asawork life-has
becomeapivotal issue. Hereare somecreativewaysto
meet employees' needsin this area:
* Paid days off during which empl oyees can volunteer

intheir communities
* Fexible work arrangements and compressed work-
weeks* Job sharing * Onsite child care* A lounge for
nursing mothers* A specified number of hoursoff for
empl oyeesto attend school appointmentsor take kids
to doctors appointments
5.Employeedevelopment: Employeedevel opmentin-
cludes. * Employeeself-knowledge* Employeeknowl-
edge of opportunities within the company * Training
the employee
6. Training: The great thing about training is that it
hel psempl oyeesperformbetter and achievetheir goals.
And because people want to stay where they're doing
well, training can boost retention. Today companies
areidentifying the following skillsasvital for today's
and tomorrow'sworkplace:
* Technical skills* The ability to navigate in ateam-
oriented workplace* An understanding of business
ethics* Timemanagement* L eadership* Interpersonal
skills
Retention Strategies

Strategiesfor retaining good employeesgen-
erally fall into three categories: creating great work
environments, creating great j obs, and asking employ-
ees for feedback.
1.Tocreateagreat work environment:
* Attend to concerns about the organizational culture.
* Cultivatefriendly, supportiverelations.* Shareinfor-
mation with employees about the company's strategic
direction and plans.
2.Tocreategreat jobs:
* Help employees clarify their core businessinterests,
values, and skills-and then either sculpt current roles
sothat they provide abetter match, or support employ-
ees' search for amore appropriate position elsewhere
in the company. * Let people "stretch" and develop
themprofessionally by taking oninteresting challenges.
* Allow flexible work arrangements such as
telecommuting and virtual teams.
3. Toask employeesfor feedback:
* Conduct "stay interviews," in which managers let
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people know how important they are to the company
and ask what kinds of things will keep them.
* Solicit feedback on the work environment.
* Ask for feedback on your own supervisory skills.
Roleof Managers
Managers in an organisation play a central
roleinacompany'sretention rates. For many employ-
ees, the relationship with a direct supervisor is more
important than pay or perks. An employee may join a
company because of its generous benefits and fun
culture-butit'stherel ationship with hisor her immedi-
ate supervisor that often determines how long that
individual stays. Onebigreasonthat peopleeventhink
about leaving is that a particular supervisor didn't do
what he or she needed to do to keep them.
SrengtheningM anager s RetentionAbilities
Managersneed someskill, practice, and sup-
port. To strengthen managers retention abilities, firms
can offer workshops, seminars, and other learning op-
portunities that focus on how to attract and keep val-
ued employees. Theinvestment will pay bigdividends!
Managersjust likeanyoneel semight not automatically
know how to do these things that is where the compa-
nies can help them by:
1) Training manager sin retention skills
a) Seeing employees as customers and human beings
with full lives and feelings
b) Speaking the language of core business interests,
reward values, and skills (c) Proactively asking the
right questions and observing the right goings-on in
order to assess cultural conditions and employees
frameof mind (d) Being sensitiveto diversity issues(€)

Detecting early signs of dissatisfaction and possible
defection f) Understanding what really makes people
stay inajob and leave g) Understanding the true costs
of attrition-including eventual loss of customers
2) Providingavenuesby which manager scan share
their experiences
a) Help one another avoid typical mistakes and ob-
staclesb) Build on each other'sknowledgeand wisdom
¢) Monitor how well others retentionratesaremeeting
the firm's goals d) Lend mutual moral support
3) Rewar dingandr ecognizingmanager swhoachieve
targetretentionrates
a) Establishing clear retention target rates
b) Tying managers compensation to retention rates
¢) Rewarding retention success through bonuses and
other means d) Rewarding managers' efforts to job
mould €) Rewarding managerswho hel pgood employ-
eesleavetheir groupsfor another job inthe company,
rather than trying to hold them back, only to seethem
go to another firm.
Conclusion

What makes talented people decide to stay
theoptimal amount of timeat aparticul ar organization?
What makesthem decideto leave? Understanding the
answersto thesetwo questionscan helpanorganisation
to work out the best retention strategy for the firmand
for each function withinit. The major motivationsfor
staying are: Pride in the organization, Compatible
Manager/supervisor, Compensation, Affiliation and
Meaningful work. However for this managers need to
betrained, rewarded and recognised for achieving re-
tention rates.
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