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Abstract

In the ever-dynamic and emerging economies, organisations face significant challenges in
retaining talent due to rapid technological advancements, shifting workforce demographics, and
evolving employee expectations. The modern workforce, particularly millennials and Gen Z,
increasingly prioritises sustainability and social responsibility. As a result, effective employee
retention strategies have become critical for organisational success. In the light of the above,
this paper took a critical look at the present situation and made use of a comprehensive analysis
of the instant and existing literature in this aspect of organisation survival, synthesizing insights
from diverse sources to develop an all-inclusive understanding of the subject. The paper
examines contemporary strategies for enhancing employee retention, highlighting the
importance of aligning human resource (HR) practices with organisational goals. The paper
disclosed that the key factors influencing retention include organisational culture, leadership
styles, and employee development opportunities. High turnover rates can lead to increased costs
and decreased productivity, necessitating strategic retention initiatives that foster employee
engagement and satisfaction. The transition from traditional to contemporary HR practices
emphasizes the need for a proactive approach that integrates employee feedback, promotes
diversity and inclusion, and supports work-life balance. Finally, the paper suggested that
organisations must address unique challenges, such as inadequate infrastructure and a lack of
skilled HR professionals, particularly in Nigeria. By investing in training, leveraging technology,
and fostering open communication, organisations can create a supportive work environment that
enhances retention rates. Ultimately, optimizing HR practices is essential for developing a
committed workforce capable of driving organisational accomplishment.

Keywords: Employee engagement, employee retention, human resource practices, organisational
strategies, working environment

Introduction

In today’s ever dynamic world economy, organisations are faced with unprecedented challenges
in retaining employee amidst rapid technological advancements, shifting workforce
demographics, and evolving employee expectations (Frank, Finnegan, & Taylor, 2018). The
modern workforce is characterized by increasing diversity and a strong emphasis on well-being,
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with employees, particularly millennials and Gen Z, seeking workplaces that align with their
values, such as sustainability and social responsibility (Deloitte, 2020). As the global workforce
becomes increasingly mobile and competitive, the need for effective employee retention
strategies has never been more critical.

An organisation's most valuable asset is its people. Globalisation has significantly changed
human resources management, affecting employee engagement, training methods, incentive
schemes, and hiring processes (Allen, David, Phillip, & James, 2010). These modifications,
coupled with technological advancements, present both opportunities and challenges for human
resources (Bassi, Laurie, & Mark, 1999). Recent challenges include an unskilled labour force,
hiring the right talent, increasing workplace competitiveness, and securing the financial means to
meet expansion ambitions (Babatunde & Edward, 2023). The retirement of the Baby Boomer
generation is expected to further intensify the competition for skilled professionals, creating a
significant talent gap that organisations must address to maintain operational effectiveness and
innovation (Frank et al., 2018).

This paper examines contemporary strategies for enhancing employee retention, considering the
evolving expectations of the workforce and the influence of technological advancements. It also
analyzes the current competitive landscape for talent, explores the significance of employee
retention in achieving organisational goals, and identifies and recommends strategies that
organisations can implement to optimize their HR practices and effectively address retention
challenges.

Literature Review
Human Resource Practices:

Human Resource (HR) practices refer to the strategic and operational activities undertaken by
organisations to manage their workforce effectively. These practices encompass a range of
functions, including recruitment, selection, training, development, performance management,
compensation, and employee relations (Alfes, Truss, Soane, Rees, & Gatenby, 2013). The
importance of HR practices lies in their ability to enhance organisational performance by
improving employee productivity, job satisfaction, and retention (Khan, Nawaz, Khan, &
Shaukat, 2019). Effective HR practices can also contribute to organisational innovation,
adaptability, and competitiveness (Pfeffer, 2018).

HR practices encompass the policies and procedures that organisations implement to manage
their workforce effectively. These practices include recruitment, selection, training and
development, performance management, compensation, and employee relations.

The importance of HR practices lies in their ability to align the workforce with the organisation's
strategic goals, enhance employee engagement, and foster a positive organisational culture.
Effective HR practices are crucial for attracting and retaining talent, as they directly influence
employee satisfaction and commitment, which are essential for achieving sustainable
organisational performance (Barney, 1991; Foss & Lyngsie, 2011).

Moreover, HR practices play a significant role in creating a competitive advantage.
Organisations that invest in their human capital through comprehensive HR strategies are better
positioned to innovate, adapt to market changes, and respond to customer needs. This investment
not only enhances employee productivity but also contributes to overall organisational resilience
in a rapidly changing business environment (Mahan et al., 2018).
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Traditional vs. Contemporary Human Resource Practices

The evolution of HR practices can be categorized into traditional and contemporary approaches,
each reflecting different organisational priorities and management philosophies.

i.  Traditional HR Practices: Historically, HR was viewed primarily as a personnel
management function focused on administrative tasks such as record-keeping,
compliance, and employee welfare. The primary goal was to ensure adherence to labour
laws and organisational policies (Mahan ef al, 2018). Traditional HR practices
emphasized routine functions, including job evaluation, workforce planning, and
compensation management. The approach was largely reactive, addressing issues as they
arose rather than proactively shaping organisational culture and employee engagement
(Frank et al., 2018).

ii. ~Contemporary HR Practices: In contrast, contemporary HR practices integrate HR
functions with the overall strategic objectives of the organisation. This approach
emphasizes the alignment of HR practices with business goals, fostering a proactive
stance in talent management (Bibi ef al., 2018). Modern HR practices focus on employee
development, engagement, and retention. This includes implementing training programs,
performance management systems, and initiatives that promote work-life balance and
employee well-being. The contemporary approach recognizes employees as valuable
assets and emphasizes their role in driving organisational success (Foss & Lyngsie, 2011).
Contemporary HR practices also prioritize creating an inclusive organisational culture
that values diversity and fosters collaboration. This shift reflects a broader understanding
of the importance of employee satisfaction and engagement in achieving long-term
organisational goals (Mahan et al., 2018).

However, the transition from traditional to contemporary HR practices highlights a significant
shift in how organisations view and manage their human capital. By optimizing HR practices to
align with strategic objectives and focusing on employee engagement and development,
organisations can effectively address the challenges of talent retention in a competitive landscape.

This shift in employee expectations presents a formidable challenge for organisations
accustomed to a more traditional approach to talent management. Moreover, factors such as
globalization, increasing competition for skilled workers, and economic uncertainties further
complicate the retention equation. Organisations must contend with the potential for talent
poaching by competitors, the increasing demands of a diverse workforce, and the need to adapt
to rapidly changing skill requirements (Cascio, 2018). Failing to address these challenges
effectively can lead to a debilitating cycle of employee turnover, negatively impacting
organizational performance and long-term sustainability.

Factors Influencing Employee Retention

Employee retention is influenced by a multitude of factors that can be broadly categorized into
organisational, job-related, and individual aspects. Organisational factors include company
culture, leadership styles, and HR policies. A supportive and inclusive culture that values
diversity and fosters collaboration can significantly enhance employee loyalty (Mahan et al.,
2018). Leadership that provides clear direction, offers regular feedback, and recognizes
employee contributions also plays a crucial role in retention (Alfes ef al., 2013). HR policies
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related to compensation, benefits, work-life balance, and career development opportunities are
also critical determinants of employee satisfaction and retention (Bibi et al., 2018).

Job-related factors encompass the nature of the work itself, the level of autonomy and
responsibility, and the opportunities for skill development and advancement. Employees are
more likely to stay with an organisation if they find their work challenging, meaningful, and
aligned with their career goals (Khan et al., 2019). Opportunities for training, mentorship, and
career progression demonstrate an organisation's investment in its employees' future, fostering a
sense of loyalty and commitment (Foss & Lyngsie, 2011).

Individual factors, such as an employee's values, personality, and personal circumstances, also
influence their decision to stay with an organisation. Employees who feel a strong sense of
belonging and alignment with the organisation's mission and values are more likely to remain
committed (Hartnell, Ou, & Kinicki, 2019). Work-life balance, personal well-being, and family-
friendly policies are increasingly important considerations for employees when evaluating their
job satisfaction and long-term career prospects (Frank ef al., 2018).

The Significance of Employee Retention

Employee retention has emerged as a pivotal factor in organisational success, directly
influencing productivity, morale, and overall business performance. High turnover rates can lead
to increased recruitment and training costs, loss of institutional knowledge, and disruptions in
service delivery, ultimately undermining an organisation's competitive position (Mahan,
Vakharia, & Waldman, 2018). Research indicates that organisations with effective retention
strategies not only save on costs but also enhance employee engagement and satisfaction,
fostering a culture of loyalty and commitment (Bibi, Ahmad, & Majid, 2018).

Keeping competent personnel in a firm is a major concern, given the increasing scarcity of
skilled workforces needed to drive organisational operations and corporate expansion worldwide
(Doh, Jonathan, Stephen, & Walter, 2011). Skilled workers are constantly searching for ways to
get paid more or assigned greater responsibilities, migrating between companies in pursuit of
better opportunities. Organisations seeking to preserve a competitive edge must make strategic
choices about the retention of personnel or skilled workers (Herman, 2005). Human resources
play a major role in an organisation's competitive edge, affecting the profit and loss statements of
the majority of organisations (Bem, 2022: Babatunde, & Edward 2023). Organisations need
effective retention strategies and policies to manage the increasing rate of staff turnover (Hom &
Griffeth, 1995).

Retaining key individuals is critical to any company's long-term profitability and health. Keeping
the best possible workforce also guarantees and encourages higher product sales, happy
employees and subordinates, effective succession planning, and deeply embedded organisational
knowledge and learning (Babatunde & Edward, 2023). To ensure that employees are at ease and
satisfied with the organisation at all times, a variety of strategies must be devised (James, Leena,
& Lissy, 2012).

The Influence of Turnover on Organisations

Employee turnover can have significant and far-reaching consequences for organisations,
affecting productivity, morale, and financial performance. High turnover rates can lead to
increased recruitment and training costs, as organisations must invest time and resources in
finding and onboarding new employees (Mahan et al., 2018). The loss of experienced employees
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can also result in a decline in productivity, as new hires may take time to reach the same level of
proficiency (Lawler & Boudreau, 2018).

Moreover, employee turnover can negatively impact organisational morale and culture. The
departure of valued employees can disrupt team dynamics, create uncertainty, and lead to
increased stress and workload for remaining employees (Pfeffer, 2018). High turnover rates can
also damage an organisation's reputation, making it more difficult to attract top talent in the
future (Boudreau & Ramstad, 2015).

The financial impact of employee turnover can be substantial. In addition to direct costs such as
recruitment and training expenses, organisations may also incur indirect costs such as lost
productivity, decreased customer satisfaction, and damage to employer branding (Gartner, 2020).
Research indicates that the cost of replacing an employee can range from several months' salary
to two times the employee's annual compensation, depending on the role and industry (Alfes et
al., 2013). Therefore, organisations must prioritize employee retention strategies to mitigate the
negative consequences of turnover and sustain a skilled and engaged workforce.

Challenges Faced by Organisations in Retaining Employees

Organisations face numerous challenges in retaining talent in today's competitive job market.
One of the primary challenges is the increasing demand for skilled workers and the widening
skills gap. Employees are seeking opportunities for professional growth and development, and
organisations that fail to invest in their employees' careers are more likely to experience high
turnover rates McKinsey & Company. (2021).

Another significant challenge is the need to create a positive and supportive work environment
that promotes employee well-being and work-life balance. Employees are increasingly
prioritizing their mental and physical health, and organisations that do not address these concerns
may struggle to retain their workforce.

Additionally, organisations must address issues related to compensation, recognition, and
company culture to retain top talent (Forbes, 2024). Employees want to feel valued and
appreciated for their contributions, and organisations that fail to provide competitive pay,
meaningful recognition, and a positive work environment may find it difficult to retain their
workforce McKinsey & Company. (2021).

Strategies for Optimizing Human Resource Practices

To address the challenges of employee retention, organisations must implement comprehensive
strategies that optimize their human resource practices across various functions.

1. Recruitment and Selection

The recruitment and selection process are the most crucial and significant part of managing
human resources when it comes to retention. Retention actually begins much before an employee
enters the office. Organisations must see the foundations of retention from the perspective of
prospective employees, who are the clients for their jobs in the twenty-first-century employment
market. The cornerstones of employee retention are job descriptions, recruiting, selection, and
orientation; if these are not established well, businesses cannot hope to keep their workforce
(Jeffrey, Joseph, Sarah, & Victoria, 2008).
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Employer Branding: Develop a strong employer brand that showcases the organisation's
mission, values, and culture. This helps to attract candidates who share similar values and are
motivated by the organisation's purpose (Kaplan & Norton, 2020).

Social Media Recruitment: Leverage social media platforms to reach a larger candidate pool.
Share job postings, company news, and employee testimonials to showcase the organisation's
culture and values Ibrahim (2018).

Diversity and Inclusion: Foster a culture of diversity and inclusion by promoting equal
opportunities, as well as providing training on unconscious bias, and ensuring that the
recruitment process is fair and transparent

Cultural Fit: Assess cultural fit during the recruitment process to ensure new hires align with
the organisation's values, mission, and culture. This leads to increased job satisfaction, reduced
turnover, and improved performance.

2. Training and Development

Training and development initiatives play a crucial role in fostering a skilled, engaged, and loyal
workforce.

Continuous Learning: The business world is constantly evolving, with new technologies, trends,
and customer demands emerging continuously. Continuous professional development (CPD)
equips teams with the agility needed to navigate change effectively Oluwaseun (2020).

Personalized Learning: With advancements in Artificial Intelligence (Al) and machine learning,
L&D teams can create hyper-personalized learning journeys tailored to individual needs, roles,
and career aspirations (Kumar, 2021).

3. Employee Engagement

Fostering a positive work environment; coupled with recognition and rewards, is critical for
employee engagement and retention.

Positive Work Environment: Organisations can foster a positive work environment by
promoting open communication, transparency, and trust (Kumar, 2021). This can be achieved
through regular town hall meetings, anonymous feedback mechanisms, and transparent decision-
making processes.

Recognition and Rewards: Organisations that recognize and reward their employees'
contributions experience higher levels of employee satisfaction, motivation, and retention (Rubel,
Rimi, & Joarder, 2018). While competitive salaries are essential, a holistic approach to
compensation encompassing benefits, performance-based incentives, and opportunities for career
advancement is crucial for attracting and retaining talent (Gerhart & Fang, 2015).

Flexible Working Arrangements: Flexible working arrangements, such as remote work,
flexible hours, and compressed workweeks, have gained significant traction in recent years.
These arrangements allow employees to tailor their work schedules to better fit their personal
lives, leading to increased job satisfaction and loyalty (Kumar, 2021).

Policies to Support Mental Health and Well-Being: Organisations must prioritize mental
health and well-being through comprehensive policies. The increasing awareness of mental
health issues in the workplace has prompted many companies to adopt initiatives aimed at
supporting their employees' psychological well-being (Das & Baruah, 2013).
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Challenges and Barriers in Enhancing Human Resource Practices the Nigeria experience

Organisations in Nigeria are faced with several common obstacles when attempting to optimize
their human resource (HR) practices. These challenges can significantly hinder efforts to
enhance employee retention and overall organisational performance.

i

iil.

1v.

Inadequate Infrastructure: Many organisations in Nigeria struggle with poor
infrastructure, which affects HR operations. Limited access to technology and resources
can impede the implementation of modern HR practices, such as digital recruitment and
performance management systems (Bem, 2022).

Cultural Resistance: There is often a cultural resistance to change within organisations.
Employees may be accustomed to traditional ways of working, making it difficult to
introduce new HR practices that require a shift in mindset (Onah, Okeke, & Uche, 2023).

Lack of Skilled HR Professionals: The shortage of qualified HR professionals in
Nigeria poses a significant barrier. Many organisations lack the expertise needed to
develop and implement effective HR strategies, leading to suboptimal practices (Nwobi

& Nwogbo, 2023).

Economic Instability: The fluctuating economic conditions in Nigeria can create
uncertainty for organisations, making it challenging to invest in HR initiatives. Budget
constraints often lead to the prioritization of immediate operational needs over long-term
HR development (Kumar, 2021).

Regulatory Challenges: Navigating the complex regulatory environment in Nigeria can
be daunting for organisations. Compliance with labour laws and regulations can be
resource-intensive and may deter organisations from optimizing their HR practices (Miao,
Humphrey, & Qian, 2020).

Strategies for employee retention in developing countries.

To effectively address these challenges, organisations in Nigeria can adopt these strategies:

1.

iil.

Invest in Technology: Organisations should invest in HR technology to streamline
processes and improve efficiency. Implementing digital HR solutions can help overcome
infrastructure limitations and enhance data management (Bem, 2022).

Change Management Initiatives: Developing comprehensive change management
programs can help ease the transition to new HR practices. Training sessions and
workshops can be organized to educate employees about the benefits of new practices
and foster a culture of adaptability (Onah ef al., 2023).

Professional Development: Organisations should prioritize the training and development
of their HR personnel. By investing in professional development programs, organisations
can build a skilled HR workforce capable of implementing effective practices (Nwobi &
Nwogbo, 2023).

Financial Planning and Budgeting: Strategic financial planning can help organisations
allocate resources effectively for HR initiatives. By prioritizing HR investments,
organisations can ensure that they are well-equipped to implement and sustain optimized
practices (Kumar, 2021).
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Engagement with Regulatory Bodies: Organisations should actively engage with
regulatory bodies to stay informed about labour laws and compliance requirements. This
proactive approach can help organisations navigate the regulatory landscape more
effectively and reduce the risk of non-compliance (Miao et al., 2020).

Conclusion

Optimizing human resource practices is essential for addressing the employee retention
challenge faced by organisations. The findings from the previous sections highlight the critical
role of fostering a positive work environment, implementing flexible working arrangements, and
recognizing employee contributions. These strategies collectively enhance employee engagement
and job satisfaction, which are pivotal for retaining talent in a competitive landscape, but the
present reality has shown that organisations need to be proactive in ensuring that employees is
mitigated effectively.

Suggestions for Human Resource Practitioners:

1.

iil.

Invest in Training and Development: HR practitioners should prioritize professional
development programs for both employees and HR personnel. This investment will build
a skilled workforce capable of implementing effective HR strategies tailored to the
Nigerian context as well as focusing on these key areas, HR practitioners can effectively
optimize their practices

Promote Flexible Work Policies: Organisations should adopt and communicate flexible
working arrangements that cater to employees' needs. This includes options for remote
work and flexible hours to improve work-life balance and overall job satisfaction,
promoting work-life balance, recognizing and rewarding employee contributions, and
building strong relationships between employees and managers.

Implement Recognition Programs: Establishing a structured recognition and rewards
program can motivate employees and reinforce desired behaviours. HR practitioners
should ensure that these programs are aligned with organisational goals and values.
critical aspect of employee retention is creating a positive and supportive work
environment.

Foster Open Communication: HR departments should cultivate an organisational
culture that encourages open dialogue and feedback. That encompasses various factors,
including fostering a culture of open communication. Regular employee surveys and
town hall meetings can facilitate transparency and help managers understand employee
needs

Leverage Technology: Investing in HR technology to streamline processes and improve
data management can enhance the overall effectiveness of HR practices. This is
particularly important in overcoming infrastructure challenges faced by many
organisations.
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