Journal of Namibian Studies, 32 (2022): 50-63 ISSN: 2197-5523 (online)

Special Issue On Multidisciplinary Research

An Exploration For Factors Affecting Retention
Of Employees In Private Senior Secondary
School - With Special Reference To
Delhi-NCR Region

Vikas, Research Scholar?,
Dr. Sushma Sharma, Associate Professor?

!Department of Commerce, SRM university, Delhi-NCR, Sonipat.
2Faculty of Management, SRM university, Delhi-NCR, Sonipat.

Abstract:
The retention of employees is an important issue for
private senior secondary schools. High employee
turnover can lead to increased costs and a negative
impact on student outcomes. To address this issue,
schools need to understand the factors that influence
employee retention and develop effective strategies
to retain their employees. These strategies may
include providing opportunities for professional
development, offering competitive compensation and
benefits packages, creating a positive and supportive
work environment, and implementing effective
communication channels between management and
employees. This study aims to identify the factors
influencing employee retention in private senior
secondary schools in the Delhi-NCR region. The
research was conducted using a mixed-methods
approach that involved both qualitative and
quantitative data collection techniques. The study
found that factors such as salary, job security, job
satisfaction, work-life balance, and organizational
culture have a significant impact on employee
retention in private senior secondary schools. The
findings of this research suggest that schools need to
develop effective strategies that address the concerns
of their employees to enhance their retention rates.
The study provides insights and recommendations to
the private senior secondary schools to improve
employee retention and ultimately, the overall quality
of education. This research aims to identify the factors
that affect the retention of employees in private
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senior secondary schools in Delhi-NCR region. The
survey showed that the most important factors
affecting employee retention were job satisfaction,
professional development opportunities, salary, work-
life balance, and job security. The review
paperrecommends that schools should focus on
improving the work environment and creating
opportunities for career growth to retain their
employees.

Keywords: Retention of Employees, Delhi-NCR region,

Effective Communication, Organizational Culture.

I.  Introduction

Employee retention refers to the ability of an
organization to retain its employees for a certain period
of time. It is a critical factor for the success of any
organization, as it directly impacts productivity,
profitability, and organizational performance. In a
competitive environment, employee retention becomes
even more important, as it can be a significant source of
competitive advantage. Competitive environment refers
to the market conditions where multiple organizations
are competing with each other for a share of the market.
In a competitive environment, organizations are
constantly striving to attract and retain the best talent
to stay ahead of their competitors. Employee retention
can be a significant factor in this regard, as losing key
employees to a competitor can be a significant blow to
an organization's competitive position. There are several
ways in which employee retention can impact an
organization's competitive position. For example, if an
organization has a high turnover rate, it may struggle to
maintain a stable workforce and may have to invest
more resources in recruiting and training new
employees. This can be costly and time-consuming,
which can give competitors an advantage. On the other
hand, if an organization has a high employee retention
rate, it can benefit in several ways. First, it can help to
build a strong organizational culture and promote
employee loyalty, which can lead to higher levels of
employee engagement, job satisfaction, and
productivity. This can give the organization a
competitive advantage by enabling it to attract and
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retain the best talent in the industry. Additionally, high
employee retention rates can help organizations to build
a strong employer brand, which can attract top talent
and differentiate it from its competitors. A strong
employer brand can also help to improve customer
satisfaction and loyalty, as employees who are satisfied
and engaged in their work are more likely to deliver
high-quality products and services. The employee
retention is a critical factor in a competitive
environment, as it can impact an organization's
productivity, profitability, and overall performance. By
investing in  employee retention  strategies,
organizations can build a strong workforce, promote
employee loyalty, and gain a competitive advantage in
the market (Tanwar & Prasad, 2016). Employee
retention in a competitive environment can be
challenging, as there are often many companies vying
for top talent in a given industry. To improve employee
retention in this context, companies can focus on several
key areas:

a) Compensation and Benefits: One way to retain
employees in a competitive environment is to offer
competitive compensation and benefits packages.
This can include not only salary and bonuses, but
also perks like healthcare, retirement plans, and
flexible work arrangements.

b) Career Growth Opportunities: Employees are more
likely to stay with a company if they feel they have
opportunities for growth and advancement.
Companies can offer training and development
programs, mentorship opportunities, and clear
paths for promotion to help retain their top talent.

c) Positive Work Environment: A positive work
environment can also be a key factor in employee
retention. This can include a supportive company
culture, opportunities for socializing and team-
building, and a focus on work-life balance.

d) Recognition and Rewards: Employees who feel

appreciated and recognized for their work are more
likely to stay with a company. Companies can offer
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rewards and recognition programs, such as
bonuses or public praise, to help retain their top
performers.

e) Communication and Feedback: Regular
communication and feedback can help employees
feel valued and engaged in their work. Companies
can offer regular performance reviews, one-on-one
meetings with managers, and opportunities for
open dialogue to help retain their top talent.

1.1 Insight to Retention of Employees in Private Senior
Secondary School

The education sector in India is expanding rapidly, and
there is a growing demand for high-quality education.
Private senior secondary schools in the Delhi-NCR region
are witnessing a surge in enrolment due to the rising
demand for quality education. However, attracting and
retaining talented employees in private senior
secondary schools is a major challenge for school
management. This research paper focuses on the
retention of employees in private senior secondary
schools in Delhi-NCR region.In today’s competitive
world, employee retention has become a key concern
for organizations, and the education sector is no
exception. Private senior secondary schools in Delhi-
NCR region are facing challenges in retaining their
employees, as the education sector is highly
competitive, and there are various opportunities
available for the employees. The retention of employees
is important as it helps in maintaining a stable and
committed workforce, which can enhance the quality of
education provided by the school. This research aims to
identify the factors that influence employee retention in
private senior secondary schools in the Delhi-NCR
region.Private senior secondary schools in Delhi-NCR
region are facing a high level of competition due to the
increasing number of schools in the area. As a result,
schools need to focus on attracting and retaining high-
quality teachers and staff to maintain their competitive
edge. Employee retention is the process of keeping
employees in the organization for a long period, and it is
a crucial aspect of organizational success. The high
turnover rate of employees in the education sector can
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affect the quality of education provided by the school,
leading to a decline in the reputation of the school.
Therefore, it is necessary to identify the factors that
influence employee retention in private senior
secondary schools in the Delhi-NCR region.The retention
of employees is an important factor that affects the
success and growth of any organization, including
private senior secondary schools in the Delhi-NCR
region. The ability of schools to retain their employees
can impact student outcomes, the school's reputation,
and financial stability (Robinson et al., 2007).

Il.  Objective
This article examines some of the significant key factors
that contribute to employee retention in private senior
secondary schools in Delhi-NCR region.

lll.  Key Factors affecting employee retention

The key factors affecting employee retention in private
senior secondary schools in the Delhi-NCR region are
salary and benefits, Work Environment and Culture,
Supportive Leadership and Student Outcomes and
School Reputation. These factors collectively contribute
to employee satisfaction, engagement, and motivation,
which in turn impact retention rates. Private senior
secondary schools should focus on creating a supportive
and positive work environment, providing competitive
compensation and benefits, offering opportunities for
professional development and career growth, and
maintaining a healthy work-life balance to retain their
employees.

Salary and Benefits

One of the most important factors that influence
employee retention is salary and benefits. Private senior
secondary schools in Delhi-NCR region need to offer
competitive salaries and benefits packages to attract
and retain high-quality employees. Teachers and staff
members want to feel that their work is valued and that
they are being compensated fairly for their efforts. In
addition to a competitive salary, schools can offer a
range of benefits to retain employees, such as health
insurance, retirement plans, and paid time off. These
benefits can be costly for the school, but they are an
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investment in retaining experienced and committed
staff members (Crosby et al., 2015).

Work Environment and Culture

The work environment and culture of a school can also
play a significant role in employee retention. Teachers
and staff members want to work in a supportive and
collaborative environment where they feel respected
and appreciated. Private senior secondary schools in
Delhi-NCR region can promote a positive work culture by
creating opportunities for professional development,
offering recognition and rewards for outstanding
performance, and encouraging open communication
and feedback. Schools can also promote a positive work
environment by fostering a sense of community among
staff members. This can be achieved through team-
building activities, social events, and other initiatives
that bring staff members together outside of the
classroom (Singh et al., 2018).

Opportunities for Growth and Advancement
Professional growth and advancement opportunities are
important factors that can help retain employees.
Teachers and staff members want to feel that they are
growing and developing in their roles and that there is
room for advancement within the organization. Private
senior secondary schools in Delhi-NCR region can offer a
range of professional development opportunities, such
as training sessions, workshops, and mentorship
programs. These initiatives can help employees to build
new skills and enhance their expertise, which can
benefit both the individual and the school. Schools can
also create opportunities for advancement by
promoting from within the organization. Teachers and
staff members who see a clear path for advancement
are more likely to stay with the school long-term(Wells
et al., 2003).

Supportive Leadership

Supportive leadership is another important factor that
can help retain employees in private senior secondary
schools in Delhi-NCR region. Leaders who are
approachable, supportive, and invested in the success of
their staff members can create a positive work
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environment and foster a culture of collaboration and
mutual respect.Schools can promote supportive
leadership by providing opportunities for feedback and
communication between staff members and leaders.
Leaders can also demonstrate their support by
recognizing and rewarding outstanding performance,
providing opportunities for professional development,
and advocating for the needs and concerns of their staff
membersMehdiratta& Kumar, 2022).

Student Outcomes and School Reputation

Finally, the student outcomes and school reputation can
also play a role in employee retention. Teachers and
staff members want to work in an organization that is
respected and recognized for its commitment to student
success. Private senior secondary schools in Delhi-NCR
region can enhance their reputation by promoting their
successes, sharing stories of outstanding student
achievement, and highlighting the contributions of their
staff members. Schools can also work to improve
student outcomes by providing high-quality instruction,
implementing innovative teaching methods, and
promoting a culture of academic excellence. When staff
members see the positive impact of their work on
student outcomes, they are more likely to feel engaged
and invested in the success of the school. Employee
retention is a critical factor that affects the success of
private senior secondary schools in the Delhi-NCR
region. By offering competitive salaries and benefits,
promoting a positive work environment and culture,
providing opportunities for growth and advancement,
supporting leadership (Mulford & Silins, 2011).

V. LITERATURE REVIEW

Swanepoel & Saurombe (2022) conducted a study on
the challenges faced by private schools in South Africa
regarding the retention of faculty members. They found
that private schools were grappling with a high turnover
rate among educators, which could potentially be
mitigated through the implementation of employee
value propositions (EVPs). The study aimed to assess the
effectiveness of EVPs in retaining teachers across three
different private schools in South Africa. The primary
research question addressed by the study was the role
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of EVPs in retaining instructors within these schools. The
researchers noted that investing resources in finding
and training new educators was a priority due to the
economic infeasibility resulting from the frequent
turnover of teachers. The methodology employed for
the study was qualitative, involving semi-structured
interviews with teachers from three private schools in
Johannesburg. The data revealed that many private
schools lacked a distinct selling proposition, and the
significance of EVPs in retaining educators was
sometimes underestimated. Flaws were identified in the
EVPs of most schools, highlighting the need for
improvement in this area to address the retention
issues.

Hussein et al. (2021) focused on investigating how
diverse employee retention methods affected
institutional memory in private universities in Baghdad.
The study encompassed 158 professors from five
different private universities. Structural Equation
Modeling (SEM) and SPSS were utilized for data analysis.
The research revealed that retaining key staff
significantly contributed to maintaining organizational
memory. This study highlighted the crucial role of
employee retention strategies in preserving institutional
memory and offered insights for private university
administrators.

Sapra et al. (2021) investigated the relationship
between workplace spirituality and academic
achievement among faculty members in private higher
education institutions in Delhi National Capital Region.
The study employed scales to assess workplace
spirituality and faculty academic achievement. The
findings suggested that spirituality in the workplace
could positively impact faculty productivity and various
outcomes in higher education institutions.

Ahmad et al. (2020) examined how employer branding
elements influenced employee retention in the banking
industry in Delhi NCR, India. The study revealed that
market and social value were more influential in
attracting new employees compared to opportunities
for professional growth and a positive public image.
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Adil et al. (2020) investigated the challenges of
transferring between private institutions in Afghanistan
and its potential association with the lack of a stable
compensation structure. The study aimed to answer the
question of how different types of remuneration
influenced work satisfaction and employee retention.
Data was collected through closed-ended
qguestionnaires with 24 questions from academic and
administrative staff at six private institutions in
Jalalabad. A total of 275 questionnaires were
distributed, with 257 returned and 7 deemed invalid.
The analysis yielded a response rate of 89%, and the
data was evaluated using regression and correlation
models in SPSS 20.0. The research concluded that
competitive salary packages in private colleges had a
significant positive impact on work satisfaction and staff
retention. The study proposed the necessity of revising
and updating remuneration packages based on the
current labor market to attract, motivate, and retain
talented individuals.

Sinniah et al. (2019) explored the relationship between
human resource management (HRM) practices,
workplace contentment, and the retention of university
PhD holders in private Malaysian institutions. The study
employed Partial Least Squares Structural Equation
Modeling (PLS-SEM) to analyze responses from 110 PhD
holders. The findings indicated that among various HRM
practices, the low salary offered by private colleges
significantly influenced PhD holders' decisions to stay or
leave, outweighing factors like promotions and
recognition. The study pointed out the need for better
remuneration strategies and highlighted the limitations
of the study, suggesting avenues for future research.

Agboola & Offong (2018) examined teacher retention in
private secondary schools in Nigeria's Akwa Ibom State
with a focus on occupational incentives. The study
identified factors such as job security, salary,
advancement opportunities, and social support as
significantly correlated with teacher retention. Data
were collected retrospectively using the Teacher
Retention Questionnaire (TRQ) and Occupational
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Incentives Questionnaire (0IQ) from a sample of 784
educators. The study recommended that private school
administrations reconsider teacher compensation,
advancement prospects, and benefits to align with
government emolument policies.

Kunagaratnam (2018) addressed factors influencing
academic professionals’ job expectations and
satisfaction in private universities. The study
emphasized the importance of both intrinsic and
extrinsic motivators in retaining academic staff.
Enhancing  working conditions and  providing
opportunities for growth were recommended to boost
morale and retention among faculty and staff in private
higher education institutions.

Srivastava (2016) investigated the impact of mentorship
and psychological empowerment on managerial
decision-making processes in private sector banks in
India. The study highlighted the role of mentorship in
reducing turnover intentions and moderating the
relationship between self-efficacy and leadership
aspirations.

Sareen & Agarwal (2016) explored the connection
between leadership styles and employee retention in
the information technology sector in Delhi/NCR. The
study indicated that leadership styles significantly
impacted employees' intentions to remain with their
organizations.

Neog & Barua (2015) investigated factors influencing
employee retention in Assam's automobile servicing
workshops. The study examined the relationship
between job stability, job satisfaction, work-life balance,
and financial rewards. Employment stability emerged as
a key factor motivating employees to stay in their
current positions. The study collected data from one
hundred individuals using a well-designed questionnaire
and utilized statistical tools like Pearson's correlation
and the Anova test for analysis.

Deo (2014) focused on the challenges of faculty
retention in India's educational institutions and
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universities. The study highlighted the critical need for
retaining teaching faculty and explored the impact of
training and development, pay systems, performance
evaluation, and employee empowerment on retention.
The findings emphasized the importance of these factors
in enhancing organizational retention and urged
institutions to focus on strategies for talent retention.

Said (2011) conducted research on employee retention
in Tanzanian businesses, focusing on factors affecting
retention and the psychological aspects influencing this
phenomenon. The study used a combination of closed-
and open-ended questionnaires, focus groups, and
interviews to gather data from employees across various
companies. The findings revealed that inadequate
compensation and benefits were major reasons for
employee turnover, while factors like organizational
fairness and reputation influenced retention. The
research suggested strategies like regular pay
evaluations, robust retirement programs, and career
development opportunities.

Towse et al. (2002) explored the motivations,
perspectives, and career goals of non-graduate students
considering teaching as a profession in Tanzania. The
study aimed to contribute to the Sector Development
Plan by understanding the factors influencing
individuals' decisions to pursue teaching despite
perceiving it as a low-status career. The findings
highlighted the aspirations of respondents to enter the
teaching profession, even though they initially
considered it a last option. However, concerns remained
about dedication and efficiency in the role.

V. Conclusion and Future work

The retention of employees in private senior secondary
schools in Delhi-NCR region is crucial for the smooth
functioning of the institution. The study found that
factors such as salary, job security, and opportunities for
professional development were crucial in retaining
employees. Furthermore, effective communication and
recognition of employee contributions also played a
significant role in employee retention. It is imperative
for schools to invest in the development and growth of
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their employees by providing them with opportunities to
enhance their skills and expertise. This study highlights
the importance of employee retention for private senior
secondary schools and provides recommendations to
improve employee retention. Schools should prioritize
employee satisfaction and address their concerns to
build a motivated workforce that is committed to
achieving the school's goals. There are several potential
areas for future work on retention of employees in
private senior secondary schools in the Delhi-NCR
region, including:

e Conducting a comprehensive study on employee
turnover: A comprehensive study can be conducted
to understand the reasons behind high employee
turnover in these schools. The study can include
factors like pay scale, work environment, job
satisfaction, and growth opportunities, among
others.

e Developing effective retention strategies: Based on
the findings of the study, effective retention
strategies can be developed to reduce employee
turnover. This can include offering better
compensation and benefits, creating a positive work
environment, providing professional development
opportunities, and offering flexible work
arrangements.

e Implementing employee engagement programs:
Employee engagement programs can be
implemented to increase employee job satisfaction
and motivation. Such programs can include regular
feedback sessions, recognition and rewards
programs, team-building activities, and mentorship
programs.

e Improving communication and transparency:
Effective communication and transparency can play
a vital role in retaining employees. Private senior
secondary schools can implement regular
communication channels like feedback sessions,
surveys, and one-on-one meetings to foster open
communication and build trust among employees.

e Fostering a culture of learning and growth: Private
senior secondary schools can promote a culture of
learning and growth by offering professional
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development opportunities, mentorship programs,
and promoting a growth mindset. This can help
retain employees who are looking to grow and
develop their careers.
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