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Abstract - Several IT companies in Chennai City had their
employee retention procedures examined in this research. In an
increasingly competitive industry, retaining talented staff is
crucial to maintaining organizational growth and creativity.
This study looks at how successfully top IT companies in
Chennai have improved employee happiness, loyalty, and
general organizational performance using retention strategies.
This paper investigates the influence of elements like salaries,
chances for development, work-life balance, and corporate
culture on employee retention using a survey, interview, and
secondary data analysis. Information technology organizations
might use the results to impact initiatives to enhance retention
policies, reduce turnover rates, and underline the need for
intentional actions to create a dedicated workforce.
Recommendations for improving IT worker retention strategies
are provided at the end of the research to help readers secure
the sector's long-term health.
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I. INTRODUCTION

The procedures and techniques put in place by companies to
prevent key personnel from departing are referred to as
employee retention (Yousaf et al., 2014). Organizations face
various problems in retaining valuable employees, followed
by competitive climates. Following business law, the
revolving door policy is necessary to do business as quickly
as possible and motivate the other employees (Sindhu et al.,
2025). These days, businesses usually find that after investing
a lot of time, money, and effort in training an employee, they
end up with a valuable asset who leaves for better
opportunities (Das & Rajini, 2024). To retain employees and
earn their trust and loyalty, employers should consider as
many options as possible to make them less likely to want to
quit (Dinesh et al., 2022). To create a successful business,
employers should consider every option available for
retaining staff members while earning their loyalty and trust,
making them less likely to want to leave over time. Staff must
be retained because business management involves good,
devoted, well-trained, and hardworking personnel (Akila,
2012).

An experienced professional can more effectively assist
clients and support newer colleagues, gaining a
comprehensive understanding of the product over time. All
company information, including current projects and other
information, is taken with the departing employee (Vishaka
& Selvi, 2017; Deepa & Stella, 2012). The company's
reputation is damaged due to the higher worker turnover rate,
and rivals start to snoop about to try to hire the best
employees from them (Sobha Rani, 2019). Efficiency at work
has been negatively affected. One of the main differentiators
of human capital management is retaining talented personnel,
a priority for many firms (Abbas et al., 2025). Keeping their
skills in the face of global competition is a problem even for
large IT organizations (Papalou, 2023). As individuals,
intellectual capital and talent are becoming more essential to
an organization's existence and strategic  success
(Sudhakaranl & Senthil Kumarl, 2017). In the current
competitive business environment, it is crucial to retain
highly talented employees because they positively impact
organizational productivity (Simson & Kinslin, 2024). As a
result, businesses are looking for efficient ways to boost
organizational retention rates. It should come as no surprise
that the business environment is the most competitive in the
world today, and many business leaders are occupied with the
challenge of maintaining a competitive advantage
(Kuppusamy et al., 2024). Organizations today depend more
on top performers for innovations and services to set them
apart from their formidable rivals (Chakma, 2025). The
employees are the most reliable source of competitive
advantage (Naseer & Mini Devi, 2019). The main concern of
the firms is how they may obtain an advantage in this
competitive atmosphere. Therefore, organizations rely on and
believe their people are their most valuable assets to survive
and gain market share (Azhar et al., 2024). Comparing the
two periods, employees have established new workplace
trends and implemented a system emphasizing employee
retention (Dhanya, 2024).
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Fig.1 Employee Retention

Fig. 1 describes employer retention covered by various
factors such as relationships, management behavior, work
structure, freedom model, and values. Most organizations
follow various strategies, such as engaging and retaining
through internal activities. These initiatives aim to achieve a
lasting competitive edge by leveraging human capital instead
of relying on conventional company practices and
procedures. An employer brand's values must match those of
its workforce to succeed. The rise in attrition rates has
disrupted the typical workflow of a company. There are two
forms of turnover (Janani & Dulloo, 2024). Most of the time,
this is a good thing, and a qualified professional stays with a
company. This often occurs following the company's
regulations and a structured HR process. In contrast, the
second scenario can be external to the company, where
workers depart and join rival or similar businesses (Zain,
2025). Here, the overall performance of the dimension factors
facing the various difficulties used to manage the task daily
to increase the overall expenses; various types of costs should
be associated with previous employees. The training
expenses are followed by new recruitment, a negative
reputation process, and the company's employee department.
This damages the organization's brand or adds to its
unfavorable reputation. Businesses employ a variety of
retention tactics to hold onto their people. Therefore, the
company must keep its employees, who could be regarded as
its human capital in the present situation (Krithika & Aithal,
2024).

1. LITERATURE REVIEW

The term "employee retention” describes the hierarchical
structures and procedures used by the company to prevent
essential employees from quitting. The effort made by a
company to retain desirable people with a specified end goal
to accomplish commercial objectives is known as employee
retention. Maintaining competent, high-performing staff
members for an extended length of time to gain a competitive
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edge is known as employee retention. According to Berry and
Morris, retention refers to keeping exceptionally highly
skilled and productive employees in their jobs (Bargavi et al.,
2024). An organization's ability to retain its workforce
depends on how well it manages its human resource
management procedures to address the concerns and
demands of its workers. Nonetheless, retention is a
multifaceted aspect of human resource policy inside an
organization, starting with hiring the best candidates to stay
with the company's business portfolio. Furthermore,
retention tactics include bonuses, promotions, and direct
communication from upper management.

According to (Yousaf et al., 2014), organizations are forced
to create a competitive edge over rivals due to the increased
competition in the global business environment. Because of
this, Indian corporate hospitals are increasingly positioning
themselves as brands in an effort to draw in fresh talent, keep
their top staff, and market their goods and services.
Communicating an organization's identity to the public is
known as employer branding (NithyaPriya & Kowsalyadevi,
2024). It presents a positive image of an excellent workplace
to prospective and existing employees. Numerous studies
have explored the advantages of being a preferred employer,
indicating that strong employer branding can significantly
influence a company's overall performance and profitability.
It is also seen as a solution to problems like a competitive
labor market and a decline in the number of qualified
candidates. In recent years, employer branding has become
increasingly popular among HR professionals and other
practitioners as a crucial strategy for promoting
organizational sustainability. This article examines the
various steps Indian Corporate Hospitals have taken to
develop a strong employer brand (Yousaf et al., 2014).

According to Sharda Singh (2017), "employer branding" is a
contemporary concept marketers and human resource
managers use. It involves a considerate, long-term method to
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influence the perceptions and insights of present and potential
employees and other stakeholders regarding a specific
business. This approach can be tailored to help with
productivity management, retention, and recruitment efforts,
among other goals. Most employees follow various types of
strategies for appointing employees with the company brand,
which is eligible for the applicants. Taking the work among
the current employees with external stakeholders is
necessary. An employee retention strategy, tips for attracting,
motivating, and retaining talent, the definition of employer
branding, the process of employer branding, and its
significance will all be covered in this article (Singh et al.,
2017).

Need for the Study

Employer branding is essential to employee retention, and the
idea has been gaining traction. Effective employer branding
facilitates a competitive edge, internalization of
organizational principles, and staff retention. Despite the
increasing acceptance of employer branding, a scholarly
study in this field is still in its early stages. Most current
research on employer branding is theoretical, providing
frameworks and hypotheses without fieldwork. There is a
knowledge gap on the function of corporate branding in
employee retention (Dasan, 2022). Furthermore, present
employees' opinions of employer branding are frequently
disregarded. Studies on employer branding worldwide have
concentrated on creating a favorable perception of the
company among prospective workers, investigating how the
employment offer affects candidates' attitudes, and
promoting the product outside to prospective workers but not
current workers (Prabu et al., 2022). Numerous national and
international research studies on employer branding only
focus on attracting new employees, with a particular
emphasis on prospective employees. These studies explore
how students who are prospective employees on the approach
of being hired perceive employer branding. Because current
and prospective employees have diverse perceptions of the
organization's employer brand, the results of these studies
cannot be broadly applied. Also known as the "sunshine
industry,” the Indian IT sector is plagued by an
unprecedented attrition rate (Thanigaiyarasu et al., 2024). In
the IT sector, retaining staff members is challenging for
various reasons, including population demographics and
fierce competition. Employer branding and employee
retention are linked (Chopra et al., 2024). However,
employee opinions are not effectively captured by the "Best
Employer" polls undertaken by many institutions (Silva &
Dias, 2022). This study explores the connection between
company branding tactics and employee retention. The
summarized information is highlighted to define the value
proposition followed by IT employees within an organization
(Mangal & Dhamija, 2023).

Scope of the Study

Due to high employee turnover rates in the Indian IT sector,
companies struggle to retain staff, making employer branding
crucial. This study focuses on employer branding strategies

in Chennai-based IT companies and investigates how
employers use employer branding to retain current staff.
Current workers are selected for the study because prior
studies have demonstrated that familiarity with the
organization is essential for assessing how the employer
brand is perceived. The perspectives of current employees
regarding business branding are the main subject of this
study. Other stakeholders, including potential clients and
staff, are therefore not considered. The study's focus was
limited to IT companies operating in India because there
hasn't been much research done on employer branding in that
country. The present status of employer branding and how it
affects employee retention are the main topics of this study.
It is restricted to Chennai, which is known as India's "IT hub"
because all of the country's largest IT companies are based
there.

Significance of the Study

Employee retention in many firms is increasingly dependent
on employer branding initiatives. Employer brands are
present in organizations, but they are not well-defined.
Although there is evidence of robust research on employer
branding completed elsewhere, no local research has been
done to the best of the researcher's knowledge. The keystones
from this study can help them learn more about employer
branding and how it affects employee retention. The findings
of this study will advance our understanding of employer
branding, making it significant from a scientific standpoint.
Employer branding characteristics are exemplified in the
current study, which will help academics develop a reliable
tool to gauge the power of the employer brand. It increases
the generalizability of the findings because it focuses on
existing employees rather than students, as in previous
studies. This study will enhance our understanding of the
existing knowledge and yield clear evidence of the significant
link between employee retention and employer branding. HR
professionals would find this research extremely important
since it will help describe employee prospects and help the
industry develop strategies to meet the always-evolving
needs of employees. Essential guidelines for creating HR
policies and interventions to make their companies a
"wonderful place to work" will also be provided by this study.
As a result, the research findings will serve as a guide for
future development.

Problem Statement

This study examines IT companies in the region, building
upon research about employer branding in India. The main
discussion topics are the present status of employer branding
and its effect on employee retention. It is limited to Chennai,
as all major IT firms in the country have offices there, making
it the second-largest IT hub after Bangalore. Each
organization included in the study is assumed to have some
form of employer brand, regardless of their awareness.
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Objectives

e To examine the employee retention strategies
implemented in IT companies and assess their
influence on employer branding.

e Assess various types of strategies related to
compensation plans, career development
opportunities, WLB, employee engagement activities,
and recognition programs.

e To investigate and analyze the various
implementation strategies that influence employees
for job satisfaction and organizational commitments.

Research Methodology

This experiential investigation was conducted in Chennai.
Employer branding aids businesses in the IT industry in
managing their people resources more effectively. Employer
branding has a significant impact on both hiring and
employee retention. Accordingly, 200 employees were
chosen for this study using a straightforward random
procedure. The Google forms were used to gather the primary
data.

Analysis- Descriptive Statistics

I1l.  FINDINGS, RESULTS, AND DISCUSSION

Socio-Economic Features

This study explores the impact of retention strategies on
employer branding within IT companies. It gauges how the
workers view the employer's brand values. Their opinions of
the workers may differ based on factors like income,
education, experience, gender, and age. The information
provided by the respondents is summed up as follows.

Retention Strategies of the IT Companies

Employees of IT organizations are highly educated, bright,
and skilled workers. This is one of the best service industries
for creating jobs and foreign exchange. They have a well-
functioning human resource management department that
creates appropriate plans for staff retention (Poorani &
Krishnan, 2021). The study mainly focuses on IT businesses'
employer branding and retention efforts. The opinions of the
respondents are used to examine the following retention
tactics. The training initiatives, mentorship, employee pay,
benefits, and wellness provided, as well as the feedback
system, communication, work atmosphere, work-life
balance, and recognition (Chelliah & Ahmed, 2021).

TABLE | DESCRIPTIVE STATISTICS

Retention Strategies Mean | St. Devi | Rank
R1 Employee Wellness 2.88501 | 1.3642 11
R2 Employee Orientation (EO) 3.13501 | 1.1848 7
R3 | Employee Communication (ECom) | 3.195 1.0547 2
R4 Employee Compensation (EC) 3.285 1.1446 1
R5 Feedback System (FS) 3.48 1.310 10
R6 Mentorship Programs (MP 3.425 1.1493 12
R7 Perks 3.295 1.0880 13
R8 Development and Training (DT) 2.915 1.1464 5
R9 Work Arrangements 2.9 1.4195 4
R10 WLB (Work-Life Balance) 3.9 1.554 3
R11 Teamwork (TW) 411 1.2176 6
R12 Recognition and rewards (RR) 3.655 0.8658 8
R13 Effective management (WM) 3.276 0.7970 9
R14 Acknowledgments (Ack) 3.035 1.1135 14

To evaluate Table I, employee retention strategies in IT
companies in Chennai, it also covers means, standard
deviation, and ranks. Here, the analysis of the various types
of strategy is related to score values and followed by
employee compensation, which has the highest-ranked
retention strategy with a mean of 3.285. It also suggests that
the value is fair and essential to employee retention. A
standard deviation of 1.14469 should indicate that
compensation is essential and varies from the different
perceptions among employees regarding the adequacy of
compensation. Communication provides clear, effective
communication through various ranks. It also provides
essential guidance through transparent communications,
fostering trust and organizational engagement. The standard
deviation of 1.05477 suggests that most of the employees
communicate practically (Soundarapandiyan & Ganesh,
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2015). WLB should consider the critical factor for retention,
which has a high standard deviation and indicates that
employees have various opinions, and the company should
support them in balancing these. Work arrangements have a
higher Standard deviation level, which suggests that
employees have different experiences and provide various
opinions regarding the company policies. Teamwork has a
high value, defined as a mean score of 4.11. It is closely
related to the high standard deviation, which suggests that
most employees appreciate teamwork and should vary from
the experience level satisfied within a team. After evaluating
all factors, most IT companies have a level of employee
compensation, communication, and teamwork, such as perks
and wellness, and provide offers that appear less influential
for retaining employees. It is relatively high in standard
deviation and provides experiences among the employees. It
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should indicate that some strategies require more consistency
or improvement in effectiveness across the board.

Impact of Retention Strategies on Employer Branding
TABLE Il ANALYSIS OF EMPLOYER BRANDING

R | R? Adjusted R? | Std error
0.640 | 0.613 6.02522
After interpreting Table II, the Impacts of Retention
Strategies on Employer Brand, various statistics such as R,
Adjusted R2, and Standard Error were used. The correlation
coefficient value of R was 0.640, the adjusted R2 value was
0.613, and the standard error was 6.02522. The correlation
coefficient value is 0.640, which indicates a moderate and

Analysis- Anova

positive relationship between the retention strategies and
employer branding. Most IT companies implement effective
retention strategies, positively impacting employer branding.
Companies are focused on retaining employees, and well-
structured employees should have a better reputation as an
employer. The adjusted R2 value is 0.613, closely related to
the 61.3% variance in employer branding. It also indicates
that retention strategies should be important in shaping
employer branding. The overall result indicates that retention
strategies have moderate values among employer branding.
To improve the recruitment strategies used to improve
employer branding, companies are followed by other factors
that could influence the employer's reputation (Yousaf et al.,
2014).

TABLE Il ANOVA ANALYSIS

Model Sum of Squares df Mean Square F Sig
Regression *12889.4950 *14.1 *859.251 233931 ] 0
Residual *6579.8010 *184.1 *35.3031
Total *18469.2960 | *198.1

Employer branding is the dependent factor, and R1, R2,
R3,... R14 are examples of constant predictor values. With a
determined F value of 23.393 and a fitness value of 0, Table

Analysis - Co-Efficient

111 displays the model's fitness. The impact of every tactic on

the employer brand should be discussed here.

TABLE VI ANALYSIS- COEFFICIENT

Unstandardized Co-efficient | Standard Co-efficients t Sig
Model B Std.Error Beta
Default (Constant) Value 10.8741 2.883 3.772 0
Employee Wellness Offerings 1.2951 0.5981 0.183 2.166 0.032
EO 0.4391 0.6221 0.054 0.706 0.481
ECOM 0.2081 0.607 0.023 0.343 0.732
EC 2.804 0.5952 0.332 4.709 0
FS 0.1731 0.561 0.023 0.308 0.75
MP 0.6551 0.6281 0.078 1.043 0.29
Perks *1.981 *0.498 *0.99 *2.12 | *0.001
DT *0.8572 *0.6521 *0.0903 *1.29 | *0.189
Work Arrangements *-0.163 *0.634 *-0.0233 *-0.2555 | *0.797
WLB *1.54 *0.59 *0.182 *2.561 | *0.012
TWS -0.51 0.452 -0.064 -1.128 | 0.261
RR 1.689 0.673 0.148 2.509 0.013
EM -0.011 0.648 -0.001 -0.017 | 0.987
Ack -0.293 0.463 -0.033 -0.632 | 0.528

According to the above Table IV analysis, five strategies are
influenced by employer branding. T value is defined as
wellness among the offerings as 2.166, employee
compensation as 4.709, WLB as 2.562, perks as 2.062, and
reward and recognition as 2.509, which also have a
significant value of 0.05. Following the evaluation of all the
analyses, the retention techniques used by IT businesses are
recognition, wellness, employee rewards and remuneration,
and WLB affected by employer branding (Yousaf et al.,
2014).

IV. CONCLUSION

Employee turnover is among the most critical problems the
industry is now dealing with. The leading causes of turnover
include job alternatives, extra benefits offered by the
company, and pay satisfaction. Their workplace conditions
and surroundings piqued the employees' interest equally.
Both the company and the other employees who worked there
are impacted by employee turnover. It makes the workloads
of other employees heavier. Reduced output and a lack of
skilled labor could cause problems for the company.
Additionally, it makes teamwork difficult and may make task
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management challenging. Unhappy clients result in less work
getting done, which raises building expenses. Therefore,
businesses should create an environment that encourages
enough room for development, recognition for completed
work, and a welcoming, cooperative environment that lets
workers feel a sense of belonging to the organization in every
way. This concept is not currently given enough
consideration. There is pressure to reduce expenses and boost
productivity in a business-unfriendly economic climate. This
makes placing the appropriate individuals in the right jobs
even more important. Employer branding is an essential
strategy for positioning the company as the most sought-after
in the corporate landscape. The person who gives the
impression that their employees have no options outside the
company is an attractive employer, making them the most
sought-after employer by prospective workers. Employer
branding is therefore crucial in a market like India, where
turnover is high, since it offers a means of luring and keeping
top people. To be deemed authentic, the employer brand must
accurately represent the business and clarify its identity,
mission, and values. This is only feasible if the company's
employees are the first to develop an employer brand that
goes beyond hiring. Companies will have a big advantage if
they invest in employer branding and develop their brands to
meet their future needs.
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