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ABSTRACT

Management practices have become one of the most important factors
influencing employee retention, organizational productivity, and overall
business performance in modern organizations. In highly competitive
business environments, organizations increasingly focus on effective training
and development programs, compensation strategies, and employee-centered
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HRM practices to retain skilled employees and improve organizational
outcomes. The present study examined the effect of management practices,
training and development, and compensation strategies on employee
retention and organizational performance among employees working in
public and private sector organizations. A quantitative correlational
research design was employed to investigate the relationship between the
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independent variables and dependent variables. Data were collected from
n=300 employees, managers, and HR professionals through structured self-
administered questionnaires using a convenient sampling technique. The
collected data were analyzed using descriptive statistics, Pearson correlation
analysis, and regression analysis through the Statistical Package for Social
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Sciences (SPSS). The findings revealed that management practices had a
significant positive relationship with employee retention and organizational
performance. Similarly, training and development significantly enhanced
employee skills, motivation, job satisfaction, and organizational productivity.
Compensation strategies also positively influenced employee commitment,
organizational loyalty, and work performance. The results further indicated
that organizations with effective HRM systems, continuous employee
development programs, and fair compensation policies demonstrated higher
levels of employee retention, operational efficiency, and organizational
success. The study highlights the importance of employee-centered
management strategies, career development opportunities, and motivational
compensation systems in improving workforce stability and organizational
competitiveness. The findings may help organizational leaders, policymakers,
HR professionals, and researchers better understand the role of HRM
practices in promoting employee retention and organizational sustainability.
Future research should further explore the long-term impact of HR strategies
on employee behavior, organizational culture, and business performance
across different industries and cultural settings.
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Introduction

Background of the Study

Management has become one of the most essential functions in modern organizations because
employees are considered valuable organizational assets that contribute significantly to business
success and sustainability. In highly competitive business environments, organizations increasingly
focus on developing effective HRM practices that improve employee performance, organizational
productivity, and workforce retention. Management practices include recruitment and selection,
performance appraisal, employee motivation, compensation management, training and
development, career planning, and employee engagement initiatives. Employee retention has
become a major organizational challenge because organizations face increasing competition in
attracting and retaining skilled employees. High employee turnover negatively affects
organizational productivity, operational efficiency, employee morale, and financial performance.
Organizations invest substantial resources in recruitment, training, and employee development;
therefore, retaining experienced employees is critical for long-term organizational success.
According to Dessler (2020), organizations with effective HRM practices demonstrate higher
employee satisfaction, stronger organizational commitment, and reduced turnover intentions.

Training and development have become essential organizational strategies for improving employee
competencies, motivation, and job performance. Training refers to planned organizational activities
designed to improve employees’ knowledge, technical abilities, and professional skills required for
job performance. Development focuses on enhancing employees’ long-term career growth,
leadership competencies, and professional capabilities. According to Noe (2017), training and
development programs significantly improve employee productivity, job satisfaction, and
organizational effectiveness. Organizations that continuously invest in employee development are
more likely to achieve innovation, adaptability, and sustainable competitive advantage.
Compensation strategies also play a vital role in employee retention and organizational
performance. Compensation includes salaries, incentives, bonuses, rewards, benefits, and
recognition systems provided to employees in exchange for their contributions to organizational
goals. Fair and competitive compensation systems motivate employees, improve job satisfaction,
and strengthen organizational commitment. Milkovich and Newman (2019) argued that
compensation strategies significantly influence employee motivation, retention, and work
performance. Employees are more likely to remain committed to organizations that provide
equitable rewards, career growth opportunities, and supportive work environments.

Organizational performance remains one of the most important indicators of business success and
sustainability. Organizational performance includes productivity, operational efficiency,
profitability, employee performance, customer satisfaction, innovation, and competitive advantage.
Researchers suggest that effective HRM practices significantly influence organizational
performance by improving employee motivation, work commitment, and workforce stability.
Consequently, understanding the combined influence of management practices, training and
development, and compensation strategies on employee retention and organizational performance
has become an important area of organizational and management research.

Management Practices in Organizations

Management practices refer to organizational policies and procedures designed to manage
employees effectively and improve organizational productivity. HRM practices include recruitment
and selection, training and development, performance appraisal, compensation management,
employee participation, and career development. Effective HRM practices create positive work
environments that improve employee satisfaction, motivation, and organizational commitment.
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According to Armstrong (2021), organizations implementing strategic HRM practices achieve
higher employee engagement, operational efficiency, and organizational competitiveness. HRM
systems help organizations align employee performance with organizational objectives and
business strategies.

Recruitment and selection practices ensure that organizations hire competent employees with
appropriate knowledge, skills, and professional capabilities. Performance appraisal systems
provide employees with feedback regarding work performance and career development
opportunities. Employee participation and communication practices strengthen organizational trust
and collaboration among employees and management. Furthermore, HRM practices contribute
significantly to employee retention because employees are more likely to remain committed to
organizations that provide supportive work environments, fair treatment, and career advancement
opportunities. Organizations with effective HRM systems also demonstrate lower turnover rates,
stronger workforce stability, and improved organizational performance. However, organizations
may face challenges related to employee dissatisfaction, ineffective leadership, poor
communication, and limited development opportunities. Therefore, organizations must
continuously improve HRM practices to enhance employee motivation, organizational
commitment, and business sustainability.

Training and Development in Modern Organizations

Training and development are essential organizational activities that improve employee
competencies, technical skills, knowledge, and professional growth. In rapidly changing business
environments, organizations increasingly invest in employee development programs to improve
workforce adaptability, innovation, and competitiveness. Training programs help employees
perform job responsibilities effectively by enhancing technical abilities, communication skills,
leadership competencies, and problem-solving capabilities. Development programs focus on long-
term employee growth and career advancement opportunities. According to Aguinis and Kraiger
(2009), training and development positively influence employee performance, organizational
productivity, and employee retention.

Employees who receive continuous learning opportunities are more motivated, confident, and
committed to organizational goals. Training programs also improve employee morale and reduce
work-related stress because employees feel more prepared to manage job responsibilities and
organizational challenges. Furthermore, training and development contribute significantly to
organizational innovation and strategic flexibility. Organizations with skilled and knowledgeable
employees are better positioned to respond to market changes, technological advancements, and
competitive pressures. Employee development programs also strengthen leadership succession
planning and organizational sustainability. However, some organizations may face difficulties
related to training costs, limited resources, inadequate planning, and lack of management support.
Therefore, organizations should develop structured training strategies and employee development
initiatives to maximize workforce performance and organizational effectiveness.

Compensation Strategies and Employee Motivation

Compensation strategies refer to organizational reward systems designed to motivate employees
and improve job satisfaction, organizational commitment, and workforce retention. Compensation
includes salaries, bonuses, incentives, benefits, rewards, promotions, and recognition systems
provided to employees for their contributions and performance. Fair and competitive compensation
systems significantly influence employee attitudes, motivation, and organizational loyalty.
According to Milkovich and Newman (2019), employees are more satisfied and productive when
organizations provide equitable compensation and reward systems. Compensation strategies also
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strengthen employee trust and commitment because employees perceive organizational fairness
and appreciation.

Monetary rewards such as salaries, incentives, bonuses, and profit-sharing programs encourage
employees to improve performance and achieve organizational objectives. Non-monetary rewards
including recognition, career development opportunities, flexible work arrangements, and
employee appreciation programs also contribute to workforce motivation and satisfaction.
Compensation strategies play a critical role in reducing employee turnover because dissatisfied
employees are more likely to leave organizations offering inadequate financial rewards and limited
career opportunities. Organizations with effective compensation systems demonstrate stronger
employee retention, higher productivity, and improved organizational performance. However,
organizations may face challenges related to compensation inequality, financial limitations,
employee expectations, and market competition. Therefore, organizations must develop fair,
transparent, and performance-based compensation systems to strengthen workforce stability and
organizational success.

Employee Retention and Organizational Performance

Employee retention refers to the ability of organizations to retain skilled and experienced
employees for long periods. Employee retention is essential because workforce stability
contributes significantly to organizational productivity, customer satisfaction, and operational
continuity. High employee turnover negatively affects organizations by increasing recruitment
costs, reducing employee morale, disrupting organizational operations, and lowering productivity.
Organizations losing experienced employees also lose organizational knowledge, technical
expertise, and valuable customer relationships.

According to Hom et al. (2017), employee retention is strongly influenced by job satisfaction,
organizational commitment, leadership quality, compensation systems, and career development
opportunities. Employees are more likely to remain in organizations that provide supportive work
environments, fair treatment, recognition, and professional growth opportunities. Organizational
performance includes operational efficiency, profitability, innovation, employee productivity, and
customer satisfaction. Effective HRM practices, employee development programs, and
compensation systems significantly improve organizational performance by strengthening
workforce motivation and reducing turnover intentions.

Significance of the Study

The present study is significant because it examines the influence of management practices,
training and development, and compensation strategies on employee retention and organizational
performance in modern organizations. In highly competitive business environments, organizations
increasingly recognize employees as strategic organizational assets essential for business growth
and sustainability. The findings of the study may help organizational leaders and HR professionals
better understand how HRM practices contribute to workforce retention, employee satisfaction,
and organizational productivity. Organizations may use the findings to develop effective employee
management strategies and workforce development initiatives that support organizational success.

The study is also significant for policymakers because it highlights the importance of employee-
centered organizational policies, workforce development programs, and fair compensation systems
in promoting economic growth and organizational stability.

Furthermore, the research contributes to the existing body of literature regarding human resource
management, employee retention, training and development, compensation management, and
organizational performance.
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Rationale

The rationale of the present study is based on the growing importance of effective management
practices in improving employee retention and organizational performance. Organizations
increasingly face challenges related to employee turnover, workforce dissatisfaction, lack of
motivation, and declining organizational commitment. Despite technological advancements and
organizational growth, many organizations struggle to retain skilled employees because of
inadequate compensation systems, limited career growth opportunities, ineffective training
programs, and poor HRM practices. Employee turnover creates operational disruptions, increases
organizational costs, and reduces productivity.

Previous studies have separately examined the effects of HRM practices, training and
development, and compensation strategies on organizational outcomes. However, limited research
has explored the combined influence of these variables on employee retention and organizational
performance within a single research framework. Therefore, the present study was conducted to
address this research gap and provide a comprehensive understanding of how HRM practices,
employee development initiatives, and compensation systems influence workforce stability and
organizational effectiveness.

Objectives of the Study
1. To examine the relationship between management practices and employee retention.
To investigate the impact of training and development on employee retention.

To analyze the relationship between compensation strategies and employee retention.

2

3

4. To determine the effect of management practices on organizational performance.

5. To examine the influence of training and development on organizational performance.
6. To investigate the effect of compensation strategies on organizational performance.

7

To explore the combined effect of HRM practices, training and development, and
compensation strategies on employee retention and organizational performance.

8. To identify the role of employee-centered management practices in improving workforce
stability and organizational sustainability.

Research Questions
1. What is the relationship between management practices and employee retention?
How do training and development programs influence employee retention?

What is the relationship between compensation strategies and employee retention?

2

3

4. How do management practices affect organizational performance?

5. What is the influence of training and development on organizational performance?
6. How do compensation strategies contribute to organizational performance?

;

What is the combined effect of HRM practices, training and development, and
compensation strategies on employee retention and organizational performance?

8. How do employee-centered management practices improve organizational sustainability
and workforce stability?

60



The Critical Review of Social Sciences Studies, Volume 4, Number 2, 2026

Research Hypotheses

H1: Management practices have a significant positive relationship with employee retention.
H2: Training and development significantly positively influence employee retention.

H3: Compensation strategies have a significant positive relationship with employee retention.
H4: Management practices significantly positively affect organizational performance.

H5: Training and development significantly positively influence organizational performance.
H6: Compensation strategies significantly positively affect organizational performance.

H7: Management practices, training and development, and compensation strategies collectively
have a significant positive effect on employee retention and organizational performance.

H8: Employee retention significantly mediates the relationship between HRM practices and
organizational performance.

Research Methodology
Research Design

The present study employed a quantitative research design to investigate the relationship between
management practices, training and development, compensation strategies, employee retention,
and organizational performance. A correlational research approach was used because the study
aimed to examine the association among variables without manipulating any organizational
conditions. Quantitative research was considered appropriate because it allows researchers to
collect numerical data and analyze relationships statistically. The study focused on understanding
how HRM practices influence employee retention and organizational outcomes in modern business
organizations.

Population of the Study

The population of the study consisted of employees, managers, HR professionals, and
organizational executives working in public and private sector organizations. The target population
included organizations actively implementing HRM practices, employee training programs, and
compensation management systems. Participants were selected from industries including banking,
healthcare, education, manufacturing, telecommunications, retail, and information technology
sectors.

Sample and Sampling Technique

A sample of 300 participants was selected through a convenient sampling technique. Convenience
sampling was used because it allowed the researcher to collect data easily from available
participants within limited time and resources. Both male and female employees from different
organizational levels participated in the study. Participants were informed about the purpose of the
research and were assured that their responses would remain confidential and would only be used
for academic purposes.

Inclusion Criteria
The following inclusion criteria were considered for participant selection:

« Participants must be employed in public or private organizations.
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« Participants must have at least one year of organizational work experience.
« Participants must voluntarily agree to participate in the study.

o Participants must possess basic understanding of HRM practices and organizational
policies.

Exclusion Criteria
The following exclusion criteria were applied:
« Individuals without organizational employment experience were excluded.
o Participants with incomplete questionnaires were excluded from data analysis.
o Temporary interns and part-time trainees were excluded from the study.
Validity and Reliability

To ensure content validity, the questionnaire was reviewed by experts in human resource
management, organizational psychology, and business administration. Necessary modifications
were made according to expert recommendations to improve clarity and relevance.

A pilot study was conducted on 30 participants to assess the reliability of the research instruments.
Cronbach’s Alpha reliability coefficient was used to measure internal consistency. A reliability
value above .70 was considered acceptable for the study.

Data Collection Procedure

After obtaining permission from relevant organizations and institutions, the researcher distributed
questionnaires among participants personally and through online survey forms. Participants were
informed about the objectives of the study and were requested to provide honest responses.

Informed consent was obtained before data collection. The researcher ensured confidentiality,
anonymity, and voluntary participation throughout the research process.

Data Analysis Technique

The collected data were analyzed using the Statistical Package for Social Sciences (SPSS). Both
descriptive and inferential statistical techniques were used.

Ethical Considerations

Ethical principles were carefully followed throughout the research process to protect the rights,
dignity, and privacy of the participants. Before data collection, informed consent was obtained
from all participants after clearly explaining the purpose and objectives of the study.

Results
Table 1: Frequency and Percentage Distribution of Gender (N = 300)

Gender Frequency Percentage
Male 172 57.3%
Female 128 42.7%
Total 300 100%

Table 1 shows the gender distribution of the participants. The findings indicate that 172
participants (57.3%) were male, while 128 participants (42.7%) were female.
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Table 2: Frequency and Percentage Distribution of Organizational Experience (N = 300)

Experience Frequency Percentage
1-5 Years 112 37.3%
6-10 Years 118 39.3%
11-15 Years 70 23.4%
Total 300 100%

The majority of participants belonged to the 6-10 years experience category.
Table 3: Mean and Standard Deviation of Study Variables (N = 300)

Variables Mean SD

HRM Practices 4.03 0.70
Training & Development 3.95 0.69
Compensation Strategies 3.88 0.72
Employee Retention 4.07 0.68
Organizational Performance 4.10 0.66

The findings reveal high levels of employee retention and organizational performance among
organizations implementing effective HRM practices.

Table 4: Pearson Correlation Analysis Among Study Variables (N = 300)

Variables 1 2 3 4 5
HRM Practices -

Training & Development 63** -

Compensation Strategies 59** B61** -

Employee Retention 1R .68** 66** -
Organizational Performance T4** 10** 69** J6** -
Note. p <.01

The results indicate significant positive relationships among all study variables. HRM practices,
training and development, and compensation strategies were positively associated with employee
retention and organizational performance.

Table 5: Regression Analysis Showing the Effect of Independent Variables on Organizational
Performance (N = 300)

Dependent Variable Predictor Variable B SE B t p R R?2 F

Organizational HRM Practices 0.66 0.07 .74 9.21 .000 .74 55 84381
Performance

Organizational Training & 0.61 0.06 .70 896 .000 .70 .49 80.28
Performance Development

Organizational Compensation 0.58 0.07 .69 8.71 .000 .69 .47 77.53
Performance Strategies

The regression analysis revealed that HRM practices, training and development, and compensation
strategies significantly predicted organizational performance.

Discussion

The present study aimed to examine the effect of management practices, training and development,
and compensation strategies on employee retention and organizational performance. The findings
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demonstrated that employee-centered HRM strategies significantly influence workforce stability,
employee motivation, job satisfaction, and organizational success. The study revealed that
organizations implementing effective HRM practices, continuous employee development
programs, and fair compensation systems achieved higher levels of employee retention and
organizational productivity. The findings of the study indicated that management practices had a
significant positive relationship with employee retention and organizational performance.
Organizations with effective recruitment systems, employee engagement practices, performance
appraisal systems, and supportive work environments demonstrated stronger workforce stability
and improved business outcomes. These findings are consistent with Armstrong (2021), who
reported that strategic HRM practices significantly enhance employee satisfaction, organizational
commitment, and operational efficiency.

The study further revealed that effective HRM practices strengthen employee trust and
organizational loyalty. Employees are more likely to remain committed to organizations that
provide fair treatment, career development opportunities, supportive leadership, and transparent
communication systems. Organizations with effective HRM systems also experience lower
employee turnover, improved morale, and greater workforce motivation. These findings support
Dessler (2020), who explained that HRM practices significantly influence employee attitudes,
retention, and organizational competitiveness. Another important finding of the study was the
significant positive relationship between training and development and employee retention.
Employees receiving continuous learning opportunities demonstrated higher levels of job
satisfaction, professional confidence, and organizational commitment. These findings are
supported by Aguinis and Kraiger (2009), who concluded that training and development programs
significantly improve employee competencies, work performance, and retention intentions.

The findings further indicated that training programs improve employees’ technical abilities,
communication skills, leadership competencies, and problem-solving capabilities. Employees who
feel professionally developed are more motivated and less likely to leave organizations.
Organizations investing in employee learning and career development are also better positioned to
achieve innovation, adaptability, and long-term sustainability. Therefore, training and development
remain essential organizational strategies for workforce stability and business competitiveness.

The present study also revealed that compensation strategies significantly influenced employee
retention and organizational performance. Employees receiving fair salaries, incentives, rewards,
bonuses, and recognition demonstrated stronger organizational loyalty and higher work motivation.
These findings are consistent with Milkovich and Newman (2019), who argued that compensation
systems significantly affect employee satisfaction, commitment, and productivity. Fair
compensation systems strengthen employees’ perceptions of organizational justice and
appreciation. Monetary rewards motivate employees to improve performance and achieve
organizational goals, while non-monetary rewards such as recognition, career advancement
opportunities, and flexible work arrangements improve job satisfaction and organizational
engagement. Organizations with competitive compensation systems demonstrate stronger
employee retention and reduced turnover intentions.

The correlation analysis of the study indicated that HRM practices, training and development,
compensation strategies, employee retention, and organizational performance were significantly
interrelated. Organizations implementing employee-centered HR policies demonstrated stronger
workforce stability, operational productivity, and organizational success. These findings suggest
that effective employee management strategies collectively contribute to organizational
sustainability and long-term business growth. The findings of the study also support Human
Capital Theory developed by Becker (1964), which explains that employees’ knowledge, skills,
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and professional competencies are valuable organizational assets contributing significantly to
business performance and competitive advantage. Organizations investing in employee training,
development, and compensation improve workforce capabilities and organizational effectiveness.
Employees receiving professional development opportunities and fair rewards are more motivated,
productive, and committed to organizational objectives.

The study has important implications for organizational leaders, HR professionals, and
policymakers. Organizations should invest in strategic HRM systems, employee training programs,
career development initiatives, and fair compensation structures to strengthen workforce retention
and organizational performance. Management should create supportive work environments that
encourage collaboration, employee engagement, and professional growth.

Recommendations
Based on the findings of the study, the following recommendations are proposed:

1. Organizations should implement effective management practices to improve employee
retention and organizational productivity.

2. Management should provide continuous training and development opportunities to enhance
employee competencies, motivation, and professional growth.

3. Organizations should establish fair and competitive compensation systems including
salaries, incentives, bonuses, and employee recognition programs.

4. HR departments should strengthen employee engagement and communication practices to
improve organizational trust and workforce satisfaction.

5. Organizations should create supportive work environments that encourage collaboration,
innovation, and career advancement opportunities.

6. Management should regularly evaluate employee performance and provide constructive
feedback to improve professional development and job satisfaction.

7. Policymakers should promote labor policies and workforce development programs that
support employee well-being, organizational fairness, and career growth.

8. Future research should investigate the long-term influence of HRM practices, employee
motivation, organizational culture, and leadership on employee retention and organizational
sustainability across different industries and cultural contexts.

Conclusion

The present study examined the relationship between management practices, training and
development, compensation strategies, employee retention, and organizational performance. The
findings revealed that HRM practices, employee development programs, and compensation
strategies significantly influenced employee retention and organizational success in modern
business organizations. The study demonstrated that organizations implementing effective HRM
systems achieved higher levels of workforce stability, employee satisfaction, operational
efficiency, and business competitiveness. Management practices improved employee engagement,
organizational commitment, and workforce productivity. Similarly, training and development
programs significantly enhanced employee competencies, professional growth, and job
performance. The findings further revealed that compensation strategies played an important role
in motivating employees, strengthening organizational loyalty, and reducing turnover intentions.
Employees receiving fair rewards, recognition, and career advancement opportunities

65



The Critical Review of Social Sciences Studies, Volume 4, Number 2, 2026

demonstrated stronger commitment and higher job satisfaction. The study also highlighted the
growing importance of employee-centered management strategies in modern organizations.
Organizations increasingly recognize employees as valuable organizational assets contributing
significantly to innovation, operational effectiveness, and long-term business sustainability. The
findings supported Human Capital Theory, which explains that organizational investment in
employee knowledge, skills, and professional capabilities improves workforce performance and
organizational competitiveness. Overall, the study emphasizes the strategic importance of
management practices, training and development, and compensation strategies in improving
employee retention and organizational performance. Organizations must invest in employee
development, workforce motivation, and supportive organizational cultures to achieve sustainable
growth and competitive advantage in modern business environments.
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