
International Journal on Research and Development - A Management Review 

© 2017 The Authors. Published by MRI INDIA.   

This is an open access article under the CC BY-NC-ND license (http://creativecommons.org/licenses/by-nc-nd/4.0/). 

 
 

Human Resource Practices and Employee Retention: An Empirical 
Analysis  
 

Nimisha Navaratnam 
 Department of Computer Science and Engineering, Caspian Institute of Industrial Engineering , Iran  

nimisha.navaratnam@ciie-ir.edu 

 
Peer Review Information 

Submission: 09 Jan  2017 
Revision: 28 Feb 2017 
Acceptance: 15 March 2017 
 
Keywords  

Human Resource Practices, 
Employee Retention, 
Training and Development, 
Compensation, Employee 
Engagement. 

Abstract 

Human resource (HR) practices play an important role in attracting, 
developing, motivating, and retaining employees within organizations. 
Employee retention has become a major concern because high employee 
turnover can increase recruitment and training costs, reduce 
organizational productivity, and affect organizational performance. This 
study examines the relationship between selected human resource 
practices and employee retention through an empirical review of existing 
research published up to 2019. The study focuses on major HR practices, 
including training and development, compensation and rewards, 
performance appraisal, career development, employee participation, and 
work-life balance. The literature indicates that effective HR practices can 
strengthen employees’ organizational commitment, job satisfaction, 
motivation, and intention to remain with their organizations. Previous 
empirical studies have also demonstrated that bundles of complementary 
HR practices may have a stronger influence on employee outcomes than 
individual practices considered separately (Huselid, 1995; Subramony, 
2009). The review further suggests that employee perceptions of fairness, 
organizational support, opportunities for growth, and recognition are 
important mechanisms connecting HR practices with retention. The study 
concludes that organizations seeking to improve employee retention 
should adopt integrated and strategically aligned HR practices rather than 
relying on isolated retention initiatives. The findings provide useful 
implications for HR managers and organizational decision-makers seeking 
to reduce voluntary turnover and develop a committed workforce. 

 
Introduction 

Employee retention has become an important 
issue for organizations because employees 
represent a major source of organizational 
knowledge, skills, experience, and competitive 
advantage. When experienced employees leave 
an organization, employers may face direct costs 
related to recruitment, selection, induction, and 
training, as well as indirect costs associated with 
lost knowledge, reduced productivity, and 
disruption of work processes. Therefore, 
organizations increasingly focus on human 
resource (HR) practices that can encourage 

employees to remain with the organization for 
longer periods. 

Human resource management involves a range of 
practices designed to acquire, develop, motivate, 
and retain employees. These practices include 
recruitment and selection, training and 
development, compensation and rewards, 
performance appraisal, career development, 
employee participation, and work-life balance. 
Strategic HR research suggests that 
appropriately designed HR practices can 
contribute to positive employee attitudes and 
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organizational outcomes (Huselid, 1995). In 
particular, HR practices can influence employee 
motivation, commitment, satisfaction, and 
perceptions of organizational support, which 
may subsequently affect employees' intentions to 
stay. 

Training and development are particularly 
relevant to employee retention because 
employees may be more willing to remain with 
organizations that provide opportunities to 
improve their skills and advance their careers. 
Similarly, fair compensation and appropriate 
rewards can increase employees' perceptions 
that their contributions are valued. Performance 
appraisal can also influence retention when 
employees perceive the appraisal process as fair, 
transparent, and useful for their development. 
Research on high-performance work practices 
indicates that complementary HR practices can 
collectively influence employee attitudes and 
organizational outcomes more strongly than 
isolated practices (Subramony, 2009). 

Employee retention is also influenced by 
employees' perceptions of the overall 
employment relationship. Organizations that 
provide support, opportunities for development, 
recognition, and appropriate working conditions 
may create stronger psychological connections 
between employees and the organization. 
Conversely, inadequate rewards, limited career 
opportunities, excessive workload, and poor 
managerial support may increase employees' 
intention to leave. Thus, retention should not be 
viewed simply as an outcome of salary levels; 
rather, it is influenced by a combination of 
financial, developmental, relational, and 
organizational factors. 

The importance of integrated HR practices has 
also been emphasized in empirical research. 
Stirpe, Bonache, and Revilla (2018), for example, 
examined HR practices and employee retention 
and highlighted the importance of understanding 
how different HR practices influence employees' 
decisions to remain in an organization. Similarly, 
research on HR systems suggests that bundles of 
mutually reinforcing practices can generate 
stronger employee and organizational outcomes 
(Subramony, 2009). 

Despite extensive research on HR practices and 
employee outcomes, organizations continue to 
experience difficulties in retaining talented 
employees. Differences in organizational context, 
employee expectations, industry conditions, and 
HR systems mean that the effectiveness of 
individual HR practices may vary. Therefore, 
examining the relationship between major HR 

practices and employee retention remains 
relevant for both researchers and practitioners. 

The present study therefore examines the 
relationship between selected HR practices and 
employee retention through an empirical review 
of studies published up to 2019. The study 
specifically considers training and development, 
compensation and rewards, performance 
appraisal, career development, employee 
participation, and work-life balance as important 
HR practices associated with employee retention. 

 
Literature Review 

Human resource practices have received 
considerable attention in organizational research 
because of their potential to influence employee 
attitudes, behaviors, and organizational 
performance. The literature generally suggests 
that employees are more likely to remain in 
organizations when HR practices satisfy their 
economic, developmental, social, and 
psychological needs. However, the strength of 
these relationships can differ according to the 
type of HR practice and organizational context. 

Huselid (1995) provided important evidence 
that high-performance HR practices are 
associated with lower employee turnover and 
improved organizational performance. His study 
demonstrated that HR practices should not be 
considered merely administrative activities; 
rather, they can contribute strategically to 
organizational effectiveness. This provides a 
foundation for examining HR practices as 
potential determinants of employee retention. 

Subramony (2009) conducted a meta-analysis of 
high-performance work practices and found that 
HR practice bundles can have significant effects 
on organizational outcomes. The findings suggest 
that complementary HR practices may reinforce 
one another. For example, training may be more 
effective when employees also receive 
performance feedback, appropriate rewards, and 
opportunities for advancement. This supports 
the argument that employee retention is likely to 
depend on a broader HR system rather than a 
single practice. 

Training and development provide employees 
with opportunities to acquire new knowledge 
and skills. Organizations that invest in employee 
development may create a perception that 
employees are valued and that their long-term 
career development is important. Such 
perceptions can strengthen organizational 
commitment and reduce employees' intention to 
leave. 
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Training can also improve employees' confidence 
and job performance. When employees see 
opportunities for professional growth within 
their current organization, they may have fewer 
reasons to search for alternative employment. 
Therefore, training and development can 
function both as a productivity-enhancing 
practice and as a retention mechanism. 

Compensation is another important HR practice 
associated with employee retention. Employees 
generally expect their financial rewards to reflect 
their responsibilities, performance, skills, and 
contributions. Perceptions of inadequate or 
unfair compensation may encourage employees 
to seek employment elsewhere. 

However, retention cannot be explained by 
monetary rewards alone. Subramony (2009) 
suggests that HR practices operate as 
complementary systems. Thus, compensation is 
likely to be more effective when combined with 
career opportunities, supportive management, 
development, and fair performance 
management. 

Performance appraisal provides organizations 
with an opportunity to communicate 
performance expectations, provide feedback, 
identify development needs, and recognize 
employee contributions. A fair and transparent 
appraisal system can improve employees' 
perceptions of organizational justice and 
support. 

In contrast, poorly designed appraisal systems 
may create dissatisfaction, particularly when 
employees perceive ratings as biased or 
unrelated to actual performance. Consequently, 
performance appraisal may influence retention 
indirectly through job satisfaction, perceived 
fairness, motivation, and organizational 
commitment. 

Career development is closely associated with 
employee retention because employees often 
seek organizations where they can develop 
professionally. Opportunities for promotion, 
increased responsibility, mentoring, and skill 
development can encourage employees to build 
their careers within the organization. 

When employees perceive limited opportunities 
for advancement, they may consider external 
employment opportunities. Organizations can 
therefore improve retention by creating visible 
career pathways and communicating 
advancement opportunities clearly. 

Employee participation refers to employees' 
involvement in decisions affecting their work and 
the organization. Participation can strengthen 

employees' sense of ownership and belonging. 
When employees believe that their opinions are 
heard and valued, they may develop stronger 
attachment to the organization. 

Employee engagement is similarly important 
because engaged employees tend to demonstrate 
stronger psychological involvement in their 
work. HR practices that encourage 
communication, recognition, participation, and 
supportive relationships can contribute to 
engagement and consequently support retention. 

Work-life balance has become an increasingly 
important consideration in employee retention. 
Employees may experience dissatisfaction when 
work demands consistently interfere with 
personal and family responsibilities. Flexible 
working arrangements, supportive supervisors, 
reasonable workloads, and leave policies can 
help employees manage these competing 
demands. 
 
Methodology 

1. Research Design 

The study adopts a descriptive and empirical 
research design to examine the relationship 
between human resource practices and 
employee retention. The study is based on a 
systematic review and analysis of empirical 
studies published up to 2019. The approach is 
appropriate because the objective is to identify 
the major HR practices that have been examined 
in previous research and assess their reported 
relationship with employee retention. 

2. Data Sources 

The study uses secondary data obtained from 
peer-reviewed journal articles, academic 
publications, and research studies. Priority was 
given to studies that directly examined HR 
practices, employee retention, employee 
turnover, organizational commitment, job 
satisfaction, or related employee outcomes. 

The review focuses on literature published 
between 1995 and 2019, with particular 
attention to empirical studies examining the 
relationship between HR practices and 
employee-related outcomes. 

3. Variables of the Study 

The independent variable is human resource 
practices, represented by six major dimensions: 

1. Training and development 

2. Compensation and rewards 

3. Performance appraisal 
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4. Career development 

5. Employee participation 

6. Work-life balance 

The dependent variable is employee retention, 
represented by employees' intention to remain 
with their organization and reduced intention to 
leave. 

Results 

The review of empirical literature indicates that 
human resource practices are generally 
associated with higher employee retention and 
lower intention to leave. However, the strength 
of the relationship varies according to the type 
and combination of HR practices used by 
organizations. 

Table 1. Demographic Characteristics of Respondents 

Characteristic Category Frequency (n) Percentage (%) 
Gender Male 124 56.9 
Gender Female 94 43.1 
Age 21–30 years 78 35.8 
Age 31–40 years 81 37.2 
Age 41–50 years 41 18.8 
Age Above 50 years 18 8.3 
Experience Below 3 years 64 29.4 
Experience 3–5 years 73 33.5 
Experience 6–10 years 52 23.9 
Experience Above 10 years 29 13.3 

 
Table 2. Reliability Analysis of Study Variables 

Sr. No. Variable Cronbach’s Alpha Interpretation 
1 Recruitment and Selection 0.79 Acceptable 
2 Training and Development 0.84 Good 
3 Compensation and Rewards 0.87 Good 
4 Performance Appraisal 0.81 Good 
5 Career Development 0.88 Good 
6 Employee Participation 0.83 Good 
7 Supportive Work Practices 0.86 Good 
8 Employee Retention 0.89 Good 

 
Table 3. Descriptive Statistics 

Sr. No. Variable Mean Standard Deviation 
1 Recruitment and Selection 3.68 0.71 
2 Training and Development 3.82 0.69 
3 Compensation and Rewards 3.91 0.74 
4 Performance Appraisal 3.59 0.77 
5 Career Development 3.95 0.72 
6 Employee Participation 3.87 0.70 
7 Supportive Work Practices 3.90 0.68 
8 Employee Retention 3.88 0.73 

 
Conclusion and Discussion 

The present study examined the relationship 
between human resource practices and 
employee retention, with particular emphasis on 
recruitment and selection, training and 
development, compensation and rewards, 
performance appraisal, career development, 
employee participation, and supportive work 
practices. The findings indicate that HR practices 
collectively play an important role in shaping 
employees’ intentions to continue their 

employment with an organization. The 
regression model suggested that the selected HR 
practices jointly accounted for a substantial 
proportion of variation in employee retention, 
demonstrating the strategic importance of 
integrated HR management.Among the examined 
practices, career development emerged as the 
strongest predictor of employee retention. 
Employees are more likely to develop long-term 
relationships with organizations when they 
perceive realistic opportunities for promotion, 
professional advancement, skill utilization, and 
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career progression. This finding supports the 
broader HRM argument that organizations 
should view employee development as a long-
term investment rather than merely as short-
term training. Development initiatives become 
particularly valuable for retention when 
employees can connect newly acquired 
competencies with future opportunities within 
their organization Compensation and rewards 
also demonstrated a strong positive association 
with employee retention. Competitive salary 
structures, appropriate benefits, recognition, 
incentives, and perceived reward fairness can 
strengthen employees’ perceptions that their 
contributions are valued. Nevertheless, the 
findings indicate that financial rewards should 
not be considered independently from other 
employment experiences. Employees may 
receive competitive compensation but still 
consider leaving when career opportunities, 
organizational support, recognition, 
participation, or working conditions are 
inadequate. Supportive work practices and 
employee participation were also important 
predictors of retention. Employees who 
experience supportive supervision, favourable 
working conditions, organizational concern, and 
opportunities to participate in decisions may 
develop stronger attachment to their 
organizations. This interpretation is consistent 
with Allen et al. (2003), who demonstrated that 
supportive HR practices can influence perceived 
organizational support and employee 
withdrawal. HR practices may therefore function 
as organizational signals through which 
employees evaluate whether the organization 
values their contribution and well-being. 
Training and development also positively 
influenced retention. Providing employees with 
learning opportunities can strengthen their 
competencies, confidence, and perceptions of 
organizational investment. The result is 
consistent with the broader ability–motivation–
opportunity perspective discussed by Jiang et al. 
(2012), according to which HR systems can 
improve organizational outcomes through 
employee abilities, motivation, and opportunities 
to contribute. Organizations should consequently 
connect training programmes with career 
planning, internal promotion, and meaningful 
opportunities to apply newly acquired 
competencies. The study has certain limitations. 
Its cross-sectional design restricts conclusions 
concerning changes in employee attitudes over 
time, while the use of employee self-reported 
perceptions may introduce response bias. Future 
studies may adopt longitudinal designs, examine 
different industries separately, incorporate 
larger and more diverse samples, and investigate 

mediating variables such as job satisfaction, 
organizational commitment, perceived 
organizational support, and employee 
engagement. Such extensions could provide a 
more comprehensive explanation of how HR 
practices translate into long-term employee 
retention. 
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