© 2025 IJNRD | Volume 10, Issue 4 April 2025 | ISSN: 2456-4184 | J]NRD.ORG

IJNRD.ORG ISSN : 2456-4184 -

: +. INTERNATIONAL JOURNAL OF NOVEL RESEARCH
v AND DEVELOPMENT (IJNRD) | IJNRD.ORG
NRD An International Open Access, Peer-reviewed, Refereed Journal

Unravelhng Employee Retention: A Conceptual
Synthesis of Theoretical Models and Strategic
Implications

Manju Dhillon
Assistant Professor

Maharaja Surajmal Institute, Guru Gobind Singh Indraprastha University, New Delhi, India.

Abstract

Employee retention remains a critical concern for organizations seeking to maintain competitive advantage and
operational continuity. Various theoretical models have emerged to explain the underlying dynamics that
influence employee turnover and retention. This paper presents a comprehensive review and conceptual analysis
of major employee retention models, including those by Steer and Mowday, Currivan, Griffeth, Mitchell et al.,
Kim, Zinger, Kashyap & Rangnekar, Tripathi & Pareek, Kumari, and Arunmozhi. A qualitative methodology
grounded in literature analysis was adopted to explore these models. The study identifies key dimensions
influencing retention, synthesizes overlapping constructs, and highlights areas for future research. The paper

concludes with practical implications for human resource management practices.
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Introduction

In the dynamic landscape of modern organizations, employee retention has emerged as a cornerstone of strategic
human resource management. As competition intensifies across sectors, the ability of organizations to retain their
skilled workforce has become pivotal to maintaining operational continuity, ensuring service quality, and
achieving long-term organizational success (Hom et al., 2012). High turnover rates not only escalate recruitment
and training costs but also diminish organizational knowledge and disrupt team cohesion (Allen et al., 2010).
Consequently, employee retention strategies have transitioned from being reactive to proactively embedded

within organizational policy and culture.

Several factors influence employee retention, including job satisfaction, organizational commitment, workplace

relationships, compensation, career growth opportunities, and personal alignment with organizational values
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(Hausknecht et al., 2009; Griffeth et al., 2000). Scholars have emphasized that retention is not solely a function

of financial incentives but also depends on non-monetary factors such as recognition, trust, work-life balance,
and psychological engagement (Mitchell et al., 2001; Kim, 2004). Moreover, with the evolving dynamics of the
workforce—marked by generational diversity, technological disruption, and changing employee expectations—
the development of comprehensive and adaptable retention models has become imperative (Kashyap &

Rangnekar, 2014; Kumari, 2018).

The significance of retention is even more pronounced in knowledge-intensive sectors such as information
technology, where intellectual capital forms the backbone of competitive advantage (Arunmozhi, 2018; Dhillon,
2016). Researchers have increasingly advocated for holistic retention frameworks that incorporate motivational
theories, psychological contract concepts, and organizational behavior perspectives (Steer & Mowday, 1981;
Currivan, 1999). Therefore, this study aims to review and analyze the leading models of employee retention in

existing literature to understand their conceptual foundations, practical implications, and contextual relevance.
Literature Review

The literature review is an important part of research as it provides an outline of different viewpoints of
researchers related to the research topic and starting points of the analysis for the study, it recommends suitable
testing approaches for the issue under review. The review of literature is an important chapter in the study that
seeks to provide background data and rationale. In general terms, the literature review gives an idea to perform
an analysis of what qualified scholars and researchers have written on a subject, the researchers can adjust the
study questions based on feedback from others by an analysis of the related studies. A summary of the relevant

literature on the subject under investigation is given in this portion.
The following section outlines and examines the key models of employee retention in detail:

2.1 Steer and Mowday Model (1981) This foundational model suggests that employee turnover is influenced by
a progression of organizational experiences, job expectations, and affective responses such as job satisfaction,
involvement, and commitment. These factors influence the intention to stay or leave and may be altered by

individual or external circumstances.
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Figure: 2.1 Steer and Mowday Model

Source: Steer and Mowday (1981)
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2.2 Currivan’s Causal Model (1999) Currivan introduced a causal model integrating
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Figure 2.2 The Causal Model

Source: Currivan (1999)
organizational structure (e.g., autonomy, social support), job satisfaction, commitment, and individual
characteristics like job involvement. The model demonstrates that workplace dynamics significantly shape

turnover intentions.

2.3 Traditional Turnover Model (Griffeth, 2000) This model emphasizes demographic, environmental, and
organizational variables that contribute to turnover, such as role clarity, supervisor support, and career

development. It links these variables to job satisfaction and retention tendencies.
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Figure 2.3 The Traditional Turnover Model.

Source: Griffeth (2000)
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2.4 Job-Coupling Model (Mitchell, Holtom & Lee, 2001) This model posits that employees are embedded in

their jobs through on-the-job and off-the-job linkages, fitness, and perceived sacrifices. High embeddedness

reduces turnover by increasing the perceived cost of leaving.
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Figure 2.4 The Job-Coupling Model
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Source: Holtom and Lee (2001)

2.5 Turnover Intentions Model (Kim, 2004) Kim's model examines how job characteristics (e.g., work
exhaustion, role clarity), HR practices (e.g., training, compensation), and work environment factors (e.g.,

participatory management) influence turnover intentions.
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Figure 2.5 Turnover Intentions Model

Source: Kim (2004)

2.6 Rethinking Retention Model (Tripathi & Pareek, 2015) This model offers a three-tier framework (low,
medium, and high levels) for retention strategies, including appreciation, family support programs, and hiring

practices, designed to enhance employee loyalty and well-being.
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Figure: 2.6 Rethinking Retention Model
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Source: (Tripathi & Pareek, 2015)
2.7 Employee Retention Factor Model (Kumari, 2018) Kumari proposed a multi-layered model integrating
hygiene factors, motivational drivers, environmental and project factors, and engagement variables. These

collectively influence employees' retention perspectives.
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Figure: 2.7 Employee Retention factor Model

Source: Kumari, (2018)

2.8 Employee Preference Model (Arunmozhi, 2018) Focusing on the Indian IT sector, this model identifies

specific organizational practices—such as working conditions, HR practices, and interpersonal relationships—as

crucial to employee satisfaction and retention.
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Figure 2.8 Employee Preference Model

Source: Arunmozhi (2018)

2.9 Zinger Model (Nazia & Begum, 2013) This holistic model presents retention as a combination of strategy,
relationships, well-being, and organizational alignment. It underscores the emotional and social components of

employee retention.
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Figure: 2.9 Zinger model of Employee Retention

Source: (Nazia & Begum,2013)

2.10 Employee Retention Practices Model (Kashyap & Rangnekar, 2014) This model evaluates how retention
strategies such as compensation, training, and work-life balance affect turnover intentions. It identifies

compensation, job characteristics, and work-life balance as major predictors.
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Figure 2.10 Turnover Intentions Model

Source: Kashyap & Rangnekar (2014)

Methodology

This study employs a qualitative, conceptual analysis approach to explore and evaluate existing models of
employee retention. The methodology is grounded in a systematic literature review, synthesizing secondary
sources to examine the theoretical frameworks and empirical evidence underpinning the development of

employee retention models.

A descriptive research design was adopted to analyze the conceptual underpinnings, variables, and assumptions
of prominent retention models. Data were collected from academic databases including JSTOR, Scopus, and
Google Scholar, focusing on publications from 1981 to 2024. Thematic analysis was used to categorize and
compare key constructs across models. Ethical considerations were adhered to by acknowledging all sources and

avoiding any form of plagiarism.
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Results
The comparative analysis revealed several recurring themes across the retention models. Common variables
influencing employee retention include job satisfaction, organizational commitment, job embeddedness, work-
life balance, and leadership support. The models differ in their emphasis on internal psychological factors versus

external organizational practices.

The Job-Coupling Model and Zinger Model stood out for their holistic consideration of both job-related and non-
job-related factors. The Rethinking Retention Model was notable for its multi-tiered practical approach, offering
scalable strategies. Meanwhile, the Employee Preference Model emphasized industry-specific factors such as

working conditions and interpersonal relationships in the Indian IT sector.
Discussion

The findings suggest that employee retention is influenced by a dynamic interplay of intrinsic and extrinsic factors.
While traditional models focus on affective commitment and job satisfaction, modern frameworks integrate
aspects of personal alignment, workplace culture, and social embeddedness. Notably, models like that of Kumari
(2018) and Arunmozhi (2018) underline the significance of motivational and contextual elements, reflecting an

evolution in retention theory.

Organizations must recognize that one-size-fits-all strategies are insufficient. Instead, tailored approaches that
reflect employee values, career aspirations, and socio-cultural environments are essential. The literature also
indicates that retention strategies must be continuously evaluated and adapted in response to generational shifts

and market dynamics.
Conclusion

This study synthesizes a broad spectrum of conceptual models to provide a multidimensional understanding of
employee retention, highlighting the interplay between psychological, organizational, and contextual factors. The
findings reveal that retention is not driven by a singular factor but is instead the cumulative result of multiple
interrelated variables such as job satisfaction, organizational commitment, leadership support, personal values
alignment, and workplace culture. Notably, models such as those by Mitchell et al. (2001) and Kumari (2018)
emphasize the importance of job embeddedness and motivational dynamics, offering a more nuanced lens through

which to view retention in contemporary organizations.

The comparative analysis underscores that while early models prioritized affective and behavioral intentions,
recent frameworks increasingly integrate systemic and personalized strategies that consider generational shifts,
evolving work paradigms, and technological advancements. Models like the Rethinking Retention Model and
Zinger Model reflect a shift toward employee-centric approaches that emphasize trust, emotional well-being, and

social connectivity.

Practically, this study suggests that retention strategies should be integrative, aligning individual aspirations with
organizational goals. Human resource managers must adopt evidence-based practices that go beyond

compensation and address intrinsic motivators such as recognition, development opportunities, and a supportive
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work environment. Furthermore, in sector-specific contexts like the Indian IT industry, retention frameworks

must accommodate unique stressors, cultural factors, and career expectations.

In this study, the conceptual analysis not only bridges traditional and contemporary retention theories but also
provides actionable insights for policy formulation and organizational development. Future research should aim
to empirically validate these conceptual models across diverse industries and demographic cohorts to further

refine our understanding of effective retention mechanisms in the evolving employment landscape.

Reference

Allen, D. G., Bryant, P. C., & Vardaman, J. M. (2010). Retaining talent: Replacing misconceptions with evidence-
based strategies. Academy of Management Perspectives, 24(2), 48—64. https://doi.org/10.5465/amp.24.2.48

Arunmozhi, M. (2018). Employee preference model in the Indian IT industry. International Journal of Human
Resource Management, 29(3), 521-538. https://doi.org/10.1080/09585192.2016.1255902

Chaminade, B. (2007). A retention checklist: How do you rate? Human Resources Magazine, 12(3), 10-15.

Currivan, D. B. (1999). The causal order of job satisfaction and organizational commitment in models of
employee turnover. Human Resource Management Review, 9(4), 495-524. https://doi.org/10.1016/S1053-
4822(99)00031-5

Deery, M., & Shaw, R. (2007). Talent management, work-life balance and retention strategies. International
Journal of Contemporary Hospitality Management, 19(7), 792-806.
https://doi.org/10.1108/09596110710818364

Dhillon, M. (2016, June). Attrition in Indian IT sector. In International Conference on Recent Innovations in

Science, Technology, Management and Environmentt, New Delhi (pp. 371-377).

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (2001). Perceived organizational support. Journal of
Applied Psychology, 86(1), 42—51. https://doi.org/10.1037/0021-9010.86.1.42

Ghosh, P., Satyawadi, R., Joshi, J. P., & Shadman, M. (2013). Who stays with you? Factors predicting employees’
intention to stay. International Journal of Organizational Analysis, 21(3),288-312. https://doi.org/10.1108/IJOA-
Sep-2011-0511

Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of antecedents and correlates of employee

turnover: Update, moderator tests, and research implications for the next millennium. Journal of Management,

26(3), 463-488. https://doi.org/10.1177/014920630002600305

Hausknecht, J. P., Rodda, J., & Howard, M. J. (2009). Targeted employee retention: Performance-based and job-
related differences in reported reasons for staying. Human Resource Management, 48(2), 269-288.

https://doi.org/10.1002/hrm.20279

[JNRD2504350 International Journal Of Novel Research And Development (www.ijnrd.org) d209



http://www.ijrti.org/
https://doi.org/10.5465/amp.24.2.48
https://doi.org/10.1080/09585192.2016.1255902
https://doi.org/10.1016/S1053-4822(99)00031-5
https://doi.org/10.1016/S1053-4822(99)00031-5
https://doi.org/10.1108/09596110710818364
https://doi.org/10.1037/0021-9010.86.1.42
https://doi.org/10.1108/IJOA-Sep-2011-0511
https://doi.org/10.1108/IJOA-Sep-2011-0511
https://doi.org/10.1177/014920630002600305
https://doi.org/10.1002/hrm.20279

© 2025 IJNRD | Volume 10, Issue 4 April 2025 | ISSN: 2456-4184 | INRD.ORG
Hom, P. W., Mitchell, T. R., Lee, T. W., & Griffeth, R. W. (2012). Reviewing employee turnover: Focusing on

proximal withdrawal states and an expanded criterion. Psychological Bulletin, 138(5), 831-858.
https://doi.org/10.1037/a0027983

Kashyap, V., & Rangnekar, S. (2014). A structural analysis of the impact of employee retention practices on
turnover intentions. South Asian Journal of Human Resources Management, 1(2), 191-207.

https://doi.org/10.1177/2322093714549109

Kim, S. (2004). Participative management and job satisfaction: Lessons for management leadership. Public

Administration Review, 64(2), 231-240. https://doi.org/10.1111/5.1540-6210.2004.00375.x

Kumari, N. (2018). Understanding employee retention factors in the IT industry. International Journal of Business

and Social Science, 9(2), 18-27.

Kyndt, E., Dochy, F., Michielsen, M., & Moeyaert, B. (2009). Employee retention: Organisational and personal
perspectives. Vocations and Learning, 2(3), 195-215. https://doi.org/10.1007/s12186-009-9024-7

Maertz, C. P., & Campion, M. A. (2004). Profiles in quitting: Integrating process and content turnover theory.
Academy of Management Journal, 47(4), 566—582. https://doi.org/10.5465/20159602

Mitchell, T. R., Holtom, B. C., & Lee, T. W. (2001). Why people stay: Using job embeddedness to predict

voluntary turnover. Academy of Management Journal, 44(6), 110

[JNRD2504350 International Journal Of Novel Research And Development (www.ijnrd.org) d210



http://www.ijrti.org/
https://doi.org/10.1037/a0027983
https://doi.org/10.1177/2322093714549109
https://doi.org/10.1111/j.1540-6210.2004.00375.x
https://doi.org/10.1007/s12186-009-9024-7
https://doi.org/10.5465/20159602

