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ABSTRACT
Employee attrition presents a significant challenge to organizations across various industries, affecting productivity, morale, and overall operational efficiency. This study examines the effectiveness of retention strategies in reducing attrition rates and turnover intentions within organizations, focusing on five key strategies: career development opportunities, employee engagement programs, flexible work arrangements, competitive compensation, and recognition systems. Additionally, it investigates the role of organizational culture as a moderating variable and job satisfaction as a mediating variable in the relationship between retention strategies and turnover. Using a mixed-methods approach, the study combines quantitative data from employee surveys and qualitative insights from semi-structured interviews. A total of [X number] participants from [industry/organization type] were surveyed to assess their perceptions of retention strategies and their likelihood of staying with their current employer. Statistical analyses, including multiple regression and mediation/moderation models, were employed to test the hypothesized relationships. The results of this study reveal that career development opportunities, employee engagement initiatives, and recognition systems have a strong negative association with turnover intention, effectively reducing attrition rates. Furthermore, job satisfaction was found to significantly mediate the relationship between employee engagement and turnover intention, while organizational culture was shown to strengthen the effectiveness of retention strategies, particularly in organizations with a positive, inclusive culture. This research contributes to the understanding of employee retention by highlighting the importance of a holistic approach to retention strategies. The findings suggest that organizations should prioritize career development, foster employee engagement, and implement recognition programs, while also cultivating a supportive organizational culture to reduce turnover and enhance employee retention. These insights offer practical recommendations for HR practitioners aiming to mitigate the negative effects of high attrition rates.
Key Words – Employee Retentions, Attrition Rate, Retention Strategies, Job Satisfaction
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CHAPTER I
INTRODUCTION

Background Information of the Study
This research will explore about the effective talent retention strategies to reduce the attrition rate of Ooredoo Myanmar Limited. “Idem Est Research expects the Myanmar telecommunications industry to remain steady thanks to the defensiveness nature of the industry, amid the political uncertainties and an uncertain economic outlook due to the lack of investments, foreign embargo” (Fevre, 2023). 
The employees have been very important resources to any organization. In recent years, organizations have added “Human Resource” besides land, capital and technology as the key factor for building and developing the country. Employees are precious commodity that forms a significant part of an organization’s value. Competitive companies worldwide rely on their employees to provide innovative, advantageous and original solutions to problems the company may have. Nowadays, the local companies are extremely facing with the employment movement from one company to another. Many organizational leaders are well aware of these difficulties, recognizing the need to retain talented and committed employees who will contribute significantly to the success and achievement of the organization. Every organization has profits and they are trying to gain more market shares. The competitive nature of the pharmaceutical industry in Myanmar; Employee job satisfaction and a customer relationship management approach are critical to business success.
The challenge for most organization today is the creating of an effective employee retention strategy that will help in retaining employees that are viewed as basic in attaining organizational objectives Employees are deemed to be part of the intangible assets of an organization. Sustainable competitive advantage requires satisfaction of employees for retention to the knowledge base of an organization. Employee satisfaction is supremely important in an organization because it is what productivity depends on. If employees are satisfied, they would produce superior quality performance in optimal time and lead to growing profit. Satisfied employees are also more likely to be creative and innovative. Satisfied employees contribute to enhancing long term success and organizational effectiveness (Zehir, 2012). 


In these days, according to the Myanmar current situation, the potential talents are shrinking and almost lack of potential in the market. Most of the young and talented potentials are out of the country. These reflect that the attrition rate is getting increased year by year.
The attrition rate refers to the situation when an employee departs from an organization for any reason, and either the replacement process takes a significant amount of time or the vacant position is not filled at all. This can result in a reduction in the overall size of the organization, adversely affecting its health, the work environment, and the satisfaction of the remaining employees. The attrition rate is a key metric for understanding the health of an organizations and how well you are retaining the talents. By understanding the attrition rate, company can identify the areas where they to improve to reduce the attrition rate. A high employee attrition rate can have several significant impacts on an organization. When a substantial number of employees leave, it can lead to a reduction in the overall size of the workforce. This can strain the remaining employees, as they may have to take on additional responsibilities to cover the workload of their departed colleagues. Consequently, this increased burden can diminish job satisfaction and morale among the remaining staff. Moreover, the organization's productivity and efficiency can suffer, as the departure of experienced employees often leads to a loss of valuable knowledge and skills. The time and resources required to recruit and train new employees can be considerable, further diverting attention and resources from core business activities. The cost of losing good employee is high and it costs average 33% of an employee’s yearly salary for their exit. (Taylor, 2024)
Additionally, a high attrition rate can damage the organization's reputation, making it more challenging to attract and retain top talent. Potential employees may view the high turnover as a sign of underlying issues within the company, such as poor management, inadequate compensation, or a toxic work environment. Ultimately, a persistently high employee attrition rate can undermine the overall health and stability of the organization, affecting its long-term success and growth.
The researcher will show the effective talent retention strategies to reduce the attrition rate through collection data from website, book, articles and other research.
Problem Statement
The purpose of this study is to decrease the attrition rate of the Ooredoo Myanmar Limited with the effective talent retention strategies. Ooredoo Myanmar Limited is one of the leading telecommunication companies in Myanmar. OML, founded in 2014 and based in Yangon, is one of the leading telecom operators in Myanmar with high quality assets and a large customer base. Ooredoo Myanmar offers mobile telecommunications and Internet services to commercial and residential customers in the country. Since September 2022, Ooredoo Asian Investments Pte Ltd. (Singapore) (“OAI”), the parent company that owns 100 percent of Ooredoo Myanmar Ltd. (“OML”), and 100 percent of Ooredoo Myanmar Fintech Ltd. (“OMFL”) to Nine Communications Pte. Ltd. (“Buyer”) for an enterprise value of approximately USD 576 million and total equity consideration of USD 162 million. 

Given the recent changes in ownership, the current state of the country, and concerns regarding security, employees are increasingly seeking other opportunities, including relocating abroad. This sense of insecurity stems from apprehensions about their current job stability, compensation, and benefits. Consequently, during this transitional period, there has been a noticeable increase in employee turnover. 

Minimizing employee attrition is of paramount importance for a multitude of reasons. Firstly, it ensures stability within the workforce, which in turn fosters a sense of continuity and reliability throughout the organization. High turnover rates can significantly disrupt workflow, resulting in decreased productivity and heightened costs associated with the recruitment and training of new employees.
Additionally, retaining experienced employees helps preserve valuable institutional knowledge, which might otherwise be lost due to frequent turnover. This knowledge is crucial for maintaining the organization's operational efficiency and competitive edge. Secondly, low attrition rates contribute significantly to a positive work culture and boost employee morale. When employees feel secure in their roles and perceive ample opportunities for growth and advancement within the company, they are more likely to remain engaged, motivated, and loyal to the organization. This increased engagement not only enhances overall performance and innovation but also improves customer satisfaction.
Ultimately, all these factors contribute to the long-term success and sustainability of the organization, underscoring the critical importance of minimizing employee attrition.
 Research Objectives
The main objectives of this study is to investigate the effectiveness of talent retention strategies on the attrition rate of the Ooredoo Myanmar Limited. The specific objectives are
1. To identify the influencing factors of Ooredoo Myanmar Limited in Yangon, Myanmar
2. To describe the relationship between influencing factors on employee attrition of Ooredoo Myanmar Limited in Yangon, Myanmar
3. To analyze the influencing factors on employee attrition of Ooredoo Myanmar Limited in Yangon, Myanmar

 Research Questions
· Main Research Question:
 “What are the most effective strategies for reducing employee attrition rate in Ooredoo Myanmar Limited?
· Sub Questions: 
· What are the influencing factors of Ooredoo Myanmar Limited in Yangon, Myanmar?
· What is the relationship between influencing factors on employee attrition of Ooredoo Myanmar Limited in Yangon, Myanmar?
· Which factors are the most influencing factors on employee attrition of Ooredoo Myanmar Limited in Yangon, Myanmar?

 Scope & Limitation of the Study
Scope
This study focuses on talent retention strategies aimed at reducing the attrition rate within a telecom company. The research examines retention strategies such as compensation, career development, work environment, recognition programs, and work-life balance and their impact on employee satisfaction and attrition rates. Data will be collected from employees across various departments within the company through surveys and interviews, with an emphasis on high-turnover departments. The study is geographically limited to the region where the telecom company operates, and findings are primarily intended to benefit organizations within the telecom sector.
Limitations
The study’s findings are limited by several factors. Due to its focus on a single telecom company, the results may not be generalizable to other industries or companies with different organizational cultures. Self-reported data collected through surveys and interviews may introduce response bias, which could impact data reliability. Additionally, the study’s timeframe may not allow for observation of the long-term effects of retention strategies, and external factors such as economic conditions and labor market changes are beyond the study’s control. The study may also face access constraints with certain employee groups, such as remote or newly hired employees, potentially affecting data comprehensiveness.

 Organization of the Study
This study is organized into five chapters, each covering key aspects of the research on talent retention strategies and their effectiveness in reducing attrition rates within a telecom company.
Chapter one introduces the background and context of the study, including an overview of the telecom industry and the challenges it faces with employee retention. It presents the problem statement, research objectives, and research questions that guide the study. Additionally, it discusses the significance of the study and its potential contributions to the field, along with a summary of the study’s scope, limitations, and organization. In chapter two, literature review explores existing theories, concepts, and empirical studies related to employee retention and attrition. It examines key factors influencing turnover, such as job satisfaction, organizational commitment, compensation, career development, work-life balance, and recognition. This chapter also discusses various talent retention strategies and frameworks used in previous research, establishing a theoretical foundation for the study and identifying gaps that this research aims to address. Chapter three includes outlines the research design and methodology, detailing the study’s approach to data collection and analysis. It includes the research design (quantitative, qualitative, or mixed-methods), sample selection criteria, and data collection instruments such as surveys and interviews. It also describes the data analysis techniques used to assess the effectiveness of retention strategies on attrition rates. Ethical considerations, such as participant confidentiality and data protection, are discussed as well. The fourth chapter presents the findings of the study, analyzing the data collected through surveys and interviews. Quantitative results are displayed using tables and figures, while qualitative data is analyzed to identify themes and insights. This chapter interprets the results in light of the research questions and objectives, discussing the effectiveness of different retention strategies and factors influencing employee retention in the telecom company.
The final chapter summarizes the main findings and conclusions of the study, highlighting the most effective retention strategies identified. It discusses the implications of the findings for the telecom company and offers practical recommendations to improve employee retention and reduce attrition rates. Additionally, this chapter addresses the limitations of the study and suggests areas for future research to build upon the insights gained.









                                            	     CHAPTER II
LITERATURE REVIEW

2.1 Introduction & Importance of Subject Area
The term "attrition," as defined in the dictionary, refers to the process of gradually weakening or eroding something, often by consistently attacking it, with a particular focus on diminishing the strength or confidence of an adversary. However, in the context of the corporate and industrial world, the concept takes on a more specific meaning. The attrition rate, commonly referred to as the "churn rate," is a crucial metric used by organizations to measure and evaluate the frequency at which employees voluntarily exit a company. Additionally, this term is extended to assess the rate at which customers discontinue their association with a business, providing a broader understanding of retention challenges across various domains.

2.1.1 Types of Attrition
There are 5 types of attrition. Understanding these types helps organizations analyze attrition patterns and implement strategies to mitigate their negative impacts. (BasuMallick, 2021)

(1) Attrition Due to Retirement
This type of attrition occurs when employees leave the organization upon reaching the retirement age or deciding to retire early. It is a natural and predictable form of turnover that typically affects older, long-tenured employees. Retirement-based attrition presents both challenges and opportunities for organizations. Challenges include the loss of experienced talent, institutional knowledge, and leadership, which can impact operations and mentorship within teams. On the other hand, it creates opportunities for succession planning, promoting younger employees, and bringing in fresh talent with new perspectives. To manage this type of attrition effectively, organizations often implement knowledge transfer programs, mentorship initiatives, and phased retirement options to ensure a smooth transition and minimize the impact on productivity.
(2) Voluntary Attrition
Voluntary attrition occurs when employees choose to leave an organization of their own accord. This type of turnover is driven by the employee's decision and can result from various personal or professional reasons such as career advancement, compensation issues, job dissatisfaction, relocation or personal cases and pursuit of education. This attrition presents the challenges to the organization like loss of talents, increased cost per hiring, operational disruption, reputation risk. Effectively managing voluntary attrition requires organizations to understand the root causes and take strategic steps to retain valuable employees.

(3) Involuntary Attrition
Involuntary attrition occurs when employees leave an organization due to decisions made by the employer rather than by the employees themselves. This type of turnover is typically not under the control of the employees and can arise from various organizational or individual performance-related factors. Common cause of involuntary attrition are – poor performance, misconduct, restructuring or downsizing, Economic challenges, Automation or technology changes. The viral impacts of involuntary attrition on organizations are decreasing the moral of remaining employees, reputation risk and legal and compliance issues. Involuntary attrition, while sometimes unavoidable, should be managed thoughtfully to maintain organizational stability, employee trust, and a positive reputation.

(4) Internal Attrition
Internal attrition occurs when employees leave their current roles within an organization to take on new positions in a different department, location, or function within the same company. Unlike external attrition, where employees exit the organization entirely, internal attrition represents a reshuffling of talent within the organization. Key characteristics of internal attrition are role transition, promotion, department transfer, geographic relocations. Internal attrition demonstrate the challenges and benefits to organization. Challenges due to internal attrition are role vacancies, knowledge transfer and team dynamics. On the other side, the benefits of internal attrition are talent retention, skill development, cost saving and employee engagement. Internal attrition can be a positive force within organizations, fostering employee growth while meeting business needs, as long as it is managed strategically and supported by strong workforce planning.

(5) Demographic – Specific Attrition
Demographic-specific attrition occurs when employee turnover is disproportionately concentrated within certain demographic groups, such as age, gender, ethnicity, or seniority. This type of attrition can highlight patterns that may indicate systemic issues or unique challenges faced by specific groups within the workforce. The common reasons of that kind of attrition are age-related turnover, gender disparities, cultural and ethnic factors, seniority based turnover. Demographic-specific attrition provides valuable insights into workforce dynamics, enabling organizations to develop targeted strategies that foster a diverse, inclusive, and satisfied workforce.

2.1.2 Top Causes of High Attrition Rate
(a) Compensation & Benefits
Compensation is a critical factor influencing employee satisfaction, significantly impacting both attrition and retention rates. While it is not the only reason employees remain with an organization, competitive pay ensures that team members feel valued and appropriately rewarded for their efforts and contributions.
Studies suggest that approximately 80% of the improvement in turnover rates can be attributed to employees’ positive reactions to higher wages. When employees perceive their compensation as being below market standards or feel it does not adequately reflect their experience and contributions, they are more likely to explore alternative job opportunities. Thus, fair and competitive pay structures are essential for fostering employee loyalty and reducing attrition. (Sachs, 2024)
Herman (2005) emphasizes that compensation helps define job roles and responsibilities while aiming to influence current and future employee performance. It serves various objectives, primarily attracting, retaining, and motivating high-potential employees. However, achieving these objectives is subject to constraints such as maintaining equity, cost control, and compliance with legal requirements, including wage and salary legislation (Steven & Loring, 1996).
From an employee's perspective, compensation is significant because it reflects their personal and market value to the organization (Steven & Loring, 1996). Employers also recognize the importance of compensation as a communication tool, conveying expectations and rewarding goal achievement (about.com, 2009). Additionally, compensation, as noted by Yale and Donald (2002), rewards performance relative to others, encourages year-to-year improvement, measures success or progress regularly, and balances rewards with risk while providing opportunities for capital accumulation. Consequently, compensation is a critical concern for both employees and employers alike.

(b) Growth & Development
Today's workforce places a high value on career growth and development opportunities. Employee engagement often declines when individuals feel they lack the chance to acquire new skills, take on greater responsibilities, or advance within the organization. This stagnation can lead to dissatisfaction and, ultimately, higher attrition rates.
Research indicates that over 90% of employees would remain in their jobs longer if their employer actively invested in their professional development. To address this, organizations can implement continuous learning programs, provide mentorship opportunities, and establish clear career progression paths. These initiatives enable employees to envision a long-term future within the company, fostering engagement, loyalty, and reduced turnover.
(c) Company Culture 
A positive, inclusive, and supportive workplace culture is a cornerstone of employee loyalty and high performance. Conversely, a toxic culture characterized by poor communication, lack of recognition, unfair practices, and excessive internal competition often pushes employees to seek opportunities elsewhere.
Nearly half of decision-makers and organizational leaders identify a positive workplace culture as essential for enhancing productivity, retention, and employee engagement. Companies that proactively foster a healthy culture—one that emphasizes collaboration, diversity, inclusion, and work-life balance—can significantly reduce turnover and retain top talent. By prioritizing these elements, organizations create an environment where employees feel valued, motivated, and committed to long-term success.
(d) Stress
Excessive workplace stress, often arising from factors such as overwhelming workloads, unrealistic expectations, limited autonomy, poor management practices, and inadequate support systems, poses significant challenges for organizations. Prolonged exposure to such stress can result in employee burnout, diminished productivity, and a range of mental and physical health issues. These negative outcomes not only impact individual well-being but also increase the risk of employees leaving the organization.
To mitigate the effects of chronic stress, it is essential for organizations to address its root causes and create a supportive work environment that promotes balance, fairness, and employee well-being.

2.1.3 Impact of High Attrition Rate
The attrition rate is an essential metric for organizations as it provides valuable insights into the health and stability of their workforce and customer base. Its importance lies in the following aspects:
1. Workforce Management: High employee attrition can indicate dissatisfaction, poor workplace culture, or inadequate engagement strategies, signaling the need for immediate intervention. Monitoring attrition rates helps organizations identify trends and underlying causes, allowing them to develop targeted retention strategies.
2. Cost Implications: Employee turnover is expensive, considering the costs associated with recruiting, onboarding, and training new hires. A high attrition rate can significantly impact an organization's financial resources, making it essential to monitor and mitigate.
3. Business Continuity: Frequent employee departures disrupt workflows, reduce team efficiency, and can lead to knowledge gaps, impacting the overall productivity of the organization.
4. Customer Retention: In the context of customer attrition, understanding the churn rate helps businesses pinpoint reasons why customers discontinue their engagement. This insight enables the development of strategies to improve customer satisfaction, loyalty, and retention.
5. Brand Reputation: A high attrition rate can negatively impact an organization’s reputation among potential employees and customers, making it challenging to attract talent or build a loyal customer base.
6. Strategic Decision-Making: Regular analysis of attrition rates allows companies to assess the effectiveness of policies, compensation structures, employee benefits, and customer service strategies, ensuring they align with long-term organizational goals.
By focusing on attrition rates, businesses can proactively address challenges, enhance employee and customer satisfaction, and strengthen their competitive position in the market.
2.1.4 Calculation of Attrition Rate
The attrition rate is a key metric used to quantify the percentage of employees who leave an organization, either voluntarily or involuntarily, during a defined time period. This measure provides valuable insights into workforce stability, enabling companies to identify trends and address factors contributing to employee turnover. By tracking attrition rates, organizations can develop strategies to improve retention and maintain a more engaged and productive workforce.
 The formula for calculating the employee attrition rate involves dividing the number of employees who left the organization (churned employees) during a specific time period by the average number of employees during that same period. The result is then multiplied by 100 to express the attrition rate as a percentage. (Dennis, 2024)


Formula
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2.1.5 What is Retention Strategies?
A 2023 LinkedIn survey of over 2,200 HR and learning development professionals, as well as employees using learning services, found that 93% of organizations globally express concerns about employee retention. (Biela-Weyenberg, 2024).
Employee retention reflects an organization's capacity to retain its workforce and minimize turnover. Strategies to enhance retention include offering competitive compensation, fostering a positive workplace culture, providing flexible working arrangements, recognizing top performers, and emphasizing work-life balance. These measures help build a supportive environment that encourages employees to stay. Retaining skilled employees is critical for organizational success. Companies with high retention rates can reduce costs associated with recruitment and training while retaining valuable institutional knowledge. This enables them to execute tasks more efficiently, innovate, and stay competitive. Retention strategies help minimize turnover and foster a stable, experienced workforce, which ultimately supports long-term business growth. (Kieckhaefer, 2024)
Employee retention can be improved through implementation of high-involvement work practices. It is also argued that more use of high-involvement practices at workplace will also enhance the cost of employee leaving. This argument is coherent with the resource-based view which suggests that by producing value in a rare and unique approach, organizations can accomplish sustainable competitive benefit.
The employee retention strategies were an integral part of the overall business strategy of the organization. They further elaborate that productivity decreases every time employees leave the company. In earlier studies by Sigler (1999), retention was focused on talented employees that can be a source of advantage for an organization. Coetzer et al (2017) found out that substantial expenses are incurred when key employees quit. 
Davy et al., (1991) clearly stated the relationship between job security, job satisfaction and retention and highlighted that the results of insecurity among workforce results into job dissatisfaction. Abraham (1994) when comparing effectiveness of teaching, it is evidenced that faculties with high and medium level of satisfaction were more effective than those with low level of job satisfaction. Koh and Goh (1995), highlighted the significant factors that affect turnover intentions which were job satisfaction with respect to career growth, identity of company and financial rewards and results showed that the higher satisfaction over these factors causes lower turnover intentions. Vijaya Mani (2010) in a study to analysis. Employee job satisfaction and motivation used scorecard. It is found that if employees are dissatisfied, it is struggle for the employer to retain the knowledgeable people in the organization. Noltemeyer and Patrick (2014), it is proved in this study that there are certain responsibilities which accounts for job satisfaction. These are responsibility, work, good supervisor and employee recognition.
More organizations have now realized that retention represents a competitive advantage and has become a strategic issue. Employee retention can best be explained by using Maslow’s Hierarchy of Needs theory and Herzberg’s two factor theory.

2.1.6 Effective Retention Strategies in Telecom Industry
Effective retention strategies in the telecom industry focus on addressing specific employee needs and creating a positive work environment. Key approaches include offering competitive salaries and benefits, providing career development opportunities, fostering a healthy work-life balance, and recognizing employee achievements. Additionally, promoting a culture of inclusivity, continuous learning, and offering flexibility are essential for keeping top talent engaged. Tailored retention programs that focus on skill development and career advancement can also help reduce turnover in this competitive sector.

2.2 Theoretical Concept & Principle
2.2.1. Herzberg’s Two-Factor Theory
· Concept:
Herzberg’s Two-Factor Theory categorizes factors influencing employee satisfaction into hygiene factors and motivators: (Kurt, 2022)
· Hygiene Factors: Salary, work conditions, job security, and company policies. These factors prevent dissatisfaction but do not necessarily motivate employees.
· Motivators: Recognition, career growth, and meaningful work. These factors lead to higher satisfaction and retention.
· Principle:
Improving hygiene factors reduces dissatisfaction, while enhancing motivators boosts employee engagement and retention.
· Application to the Study:
Retention strategies such as salary improvement address hygiene factors, while recognition and career development enhance motivators. This dual approach is critical in reducing attrition.

2.2.2. Maslow’s Hierarchy of Needs 
Maslow's hierarchy of needs, introduced by Abraham Maslow, outlines a motivational framework consisting of five levels: physiological needs (basic survival needs like food and shelter), safety needs (security and stability), love and belonging (relationships and community), esteem needs (recognition and self-worth), and self-actualization (personal growth and potential fulfillment). According to this theory, individuals are motivated to satisfy these needs in sequence, with higher-level needs becoming a focus only after lower-level needs are adequately met, leading to greater satisfaction and motivation. (Hopper, 2024)
Maslow's Hierarchy of Needs: Developed by Abraham Maslow in 1943, this theory postulates a hierarchy of human needs, with safety, love and belonging, esteem, and self-actualization needs at the top and basic physiological needs (like food and shelter) at the base.
[bookmark: _Toc183382305] [image: ]
[bookmark: _Toc183384308][bookmark: _Toc183384328][bookmark: _Toc183384467]Figure 2.1  Maslow's Hierarchy of Needs
The Two-Factor Theory of Herzberg: This theory, which was first presented by Frederick Herzberg in 1959, makes a distinction between motivators like achievement, responsibility, and recognition that increase motivation and satisfaction and hygiene factors, like pay, job security, and working conditions that, when sufficient, prevent dissatisfaction.
David McClelland created the McClelland Theory of Needs, which postulates that people are driven by three fundamental needs: affiliation (the need for wholesome relationships), power (the drive to influence others), and achievement (the drive to succeed).
Expectancy Theory: Victor Vroom developed the theory in the 1960s. It states that people are driven to take specific actions because they believe that their efforts will result in a particular performance level, which will then lead to a desired consequence or reward. 
The goal-setting theory, which was developed by Edwin Locke and Gary Latham, states that setting and achieving specific, difficult goals raises motivation and performance levels, as long as the goals are acknowledged, backed by feedback, and encouraged by organizational policies.
Self-Determination Theory: Developed by Edward Deci and Richard Ryan, this theory places an emphasis on intrinsic motivation by stating that people become motivated when they feel related to others, competent, or have control over their actions. Self-Determination Theory provides a comprehensive framework for understanding the underlying motivations behind human behavior and offers insights into how to promote intrinsic motivation and well-being in various contexts, including education, work, and personal development. (Ryan, 2023)

Self Determination Theory emphasizes the importance of creating environments that support autonomy, competence, and relatedness to foster intrinsic motivation and psychological well-being. Organizations can enhance motivation by providing opportunities for choice and decision-making (autonomy), offering challenges and opportunities for skill development (competence), and fostering positive relationships and a sense of community (relatedness).
Self-Determination Theory (SDT) is a framework in psychology that explores the motivation behind human behavior and the conditions that promote or hinder self-motivation and personal growth. Developed primarily by psychologists Edward Deci and Richard Ryan, SDT posits that people have three innate psychological needs:
Autonomy: The need to feel in control of one's own actions and choices. Autonomy involves having a sense of volition and endorsement for one's behaviors rather than feeling pressured or coerced.
Competence: The need to feel effective in one's interactions with the environment, to experience mastery, and to achieve desired outcomes. Competence involves feeling capable and skillful in handling tasks and challenges.
Relatedness: The need to feel connected to others, to care for and be cared for by others, and to experience a sense of belongingness and emotional security within social contexts.
According to SDT, these needs are essential for intrinsic motivation—the inherent desire to engage in activities because they are inherently satisfying and enjoyable. When these needs are satisfied, individuals are more likely to experience intrinsic motivation, which in turn leads to higher levels of persistence, creativity, and well-being. (Laguerre, 2024)
Principle:
Employees are motivated to stay when their needs are met at progressively higher levels.

Application to the Study:
This framework explains why strategies addressing both basic needs (e.g., salary) and higher needs (e.g., career growth and recognition) are essential for retention.
2.2.3 Job Embeddedness Theory
 Concept:
Job embeddedness theory explores the extent to which individuals feel connected to their jobs, organizations, and communities, influencing their decision to stay or leave. It highlights three key dimensions: links (connections with others), fit (alignment with job and community values), and sacrifice (perceived cost of leaving). These factors collectively enhance retention by creating a network of psychological, social, and professional ties that make leaving the organization less appealing. The theory underscores the importance of fostering a supportive environment to improve employee commitment and reduce turnover. (Team, 2024)
 Principle:
High job embeddedness reduces turnover as employees are anchored to the organization.
 Application to the Study:
Retention strategies that foster strong workplace relationships align employee goals with organizational values, and offer benefits make employees less likely to leave.

2.3 Variables of the Study
2.3.1 Dependent Variable

Employee Retention (Attrition Rate):
This is the primary outcome variable. The study aims to measure how retention strategies influence the reduction in employee turnover or attrition rate within OML. 
Employee retention can be improved through implementation of high-involvement work practices. It is also argued that more use of high-involvement practices at workplace will also enhance the cost of employee leaving. This argument is coherent with the resource-based view which suggests that by producing value in a rare and unique approach, organizations can accomplish sustainable competitive benefit.
The employee retention strategies were an integral part of the overall business strategy of the organization. They further elaborate that productivity decreases every time employees leave the company. In earlier studies by Sigler (1999), retention was focused on talented employees that can be a source of advantage for an organization. Coetzer et al (2017) found out that substantial expenses are incurred when key employees quit. 
Davy et al., (1991) clearly stated the relationship between job security, job satisfaction and retention and highlighted that the results of insecurity among workforce results into job dissatisfaction. Abraham (1994) when comparing effectiveness of teaching, it is evidenced that faculties with high and medium level of satisfaction were more effective than those with low level of job satisfaction. Koh and Goh (1995), highlighted the significant factors that affect turnover intentions which were job satisfaction with respect to career growth, identity of company and financial rewards and results showed that the higher satisfaction over these factors causes lower turnover intentions. Vijaya Mani (2010) in a study to analysis. Employee job satisfaction and motivation used scorecard. It is found that if employees are dissatisfied, it is struggle for the employer to retain the knowledgeable people in the organization. Noltemeyer and Patrick (2014), it is proved in this study that there are certain responsibilities which accounts for job satisfaction. These are responsibility, work, good supervisor and employee recognition.
More organizations have now realized that retention represents a competitive advantage and has become a strategic issue. Employee retention can best be explained by using Maslow’s Hierarchy of Needs theory and Herzberg’s two factor theory.

Operational Definition: Retention is measured by factors such as turnover rates, employee tenure, and employee satisfaction levels regarding the organization's policies.

2.3.2 Independent Variables
These are the talent retention strategies implemented by the company. They directly influence the dependent variable.
1. Salary Improvement:
· Impact of competitive and regularly reviewed salary structures on employee retention.
· Measured through satisfaction with salary and employee perceptions of pay fairness.
2. Career Development:
· Availability of promotions, training, and skill-building programs.
· Measured by employee satisfaction with career growth and perceived opportunities for advancement.
3. Recognition:
· Use of formal and informal recognition mechanisms to appreciate employee contributions.
· Measured through satisfaction with recognition initiatives and alignment with employee expectations.
4. Organizational culture
5. Work-life Balance

2.4 Review of Empirical Study
This chapter reviews empirical studies on employee retention strategies and attrition rates. The focus is on analyzing evidence related to salary and compensation, career development opportunities, rewards and recognition, work life balance and flexibility. This review identifies existing gaps and provides a foundation for the proposed research framework.
2.4.1 Salary and Compensation
· Empirical Evidence:
· Hassan et al. (2013) found that competitive salaries are a major determinant of employee retention in the telecom sector, as financial rewards provide employees with a sense of security and value.
· Nguyen et al. (2016) reported that when salaries are perceived as fair and aligned with industry standards, employees are less likely to seek alternative employment.
· Graham & Cascio (2020) highlighted that salary dissatisfaction is among the top reasons for attrition, particularly in industries with a competitive talent pool.
· Compensation and rewards are critical Human Resource Management (HRM) strategies that have a direct impact on employee satisfaction and motivation. Compensation refers to the financial and non-monetary rewards that employees receive in exchange for their efforts. Rewards, on the other hand, encompass both intrinsic and extrinsic advantages given to employees in appreciation of their success. Together, these variables have a substantial impact on employee attitudes, dedication, and retention.
· Given the high turnover rate in the hospitality business, remuneration structures must be competitive in order to recruit and retain qualified staff. According to Milkovich and Newman (2016), typical pay packages comprise a basic salary, bonuses, allowances, and non-monetary benefits like as health insurance, retirement plans, and paid time off. Fair remuneration is critical for hotel staff, who frequently work in physically demanding and customer-facing professions, in order to preserve morale and drive them to offer excellent service.
· There are two major types of compensation: direct financial compensation and indirect financial compensation. Wages, salaries, commissions, and bonuses are examples of direct financial compensation, whereas indirect financial compensation includes non-cash advantages such as health insurance, retirement benefits, paid time off, and other perks. Both are important in determining employee satisfaction. Employees who believe they are adequately rewarded for their talents, experience, and job responsibilities are more likely to be pleased and dedicated to their firm.
· In service-oriented businesses such as hospitality, rewards programs are frequently utilized to recognize and promote outstanding performance. Extrinsic rewards, like as bonuses, employee of the month awards, or extra time off, may be effective motivators for workers to achieve in their professions. Intrinsic rewards, such as personal recognition, opportunity for promotion, and meaningful work, can all help to increase job happiness. According to Herzberg's Two-Factor Theory (1959), intrinsic rewards are frequently more effective at increasing long-term employee satisfaction than extrinsic rewards because they meet an employee's psychological demands for performance, acknowledgment, and progress.
· The equity theory also contributes to our understanding of how salary influences employee happiness. Employees compare their pay to that of their counterparts, both within the business and in the broader sector. If individuals believe they are being rewarded properly in comparison to others, their contentment rises. Perceptions of inequality, on the other hand, might result in unhappiness, decreased motivation, and increased turnover. In the hotel sector, where employees frequently work in groups and interact directly with coworkers, views of fair remuneration are critical.
· In the business also confronted issues in developing pay systems that adequately compensate employees for their efforts, especially since hotel personnel frequently work long hours, including evenings, weekends, and holidays. According to research conducted by Lee and Way (2010), employees in the hospitality sector frequently name remuneration as one of the key reasons affecting their decision to stay or quit a business. This emphasizes the significance of creating compensation packages that reflect the industry's specific demands, such as providing extra pay for night work or paying retention bonuses during busy seasons.
· Recruitment theory provides justifications for how businesses locate and pick candidates to fill open jobs inside their businesses. It is the process of locating and luring qualified candidates for the position. According to Rao (2009), the sources of recruitment can be divided into two distinctive groups: internal and external sources (including Walk-ins into external recruitment). The best candidates for open positions can be found within a company. Internal sources include the existing workforce of an organization, employee referrals, former employees and previous applicants. Someone within the company is upgraded, transferred, promoted, or occasionally demoted as the new position becomes available. This method of hiring looks for potential candidates for open positions among those who are already employed by the company (Sarma, 2008). 
· Current employees can be informed of an open position by internal advertisements, email or in person. Employee recommendations are one of the oldest sources of hiring, and Rashmi (2010) claims that they can reduce costs to the organization by up to 70% compared to other sources. Present employees are well aware of the skills, qualifications, behaviour and experience of their friends or acquaintances as well as of the work necessities; and thus make a match between the vacancy and a candidate. Therefore, most of the time applicants through employee referrals have a positive feel to an organization and are aware of the organizational culture; and would likely be a great asset for the company (Rao, 2009). Utilizing internal resources is a very wise decision for a business, it may be argued. Patel and Rana (2007) assert that it fosters loyalty and is more dependable than external hiring. It also takes less orientation and training and is quicker and cheaper than the external.  
·  External recruitment means that candidates are brought from outside, hence, it supplies a suitable pool of applicants. There are much more external sources than internal; and it is important to identify them. External recruitment can be expensive and timeconsuming; however, it is possible to reduce these disadvantages to some extent with the help of good planning (Patel & Rana, 2007). Organizations utilize a variety of recruitment strategies to entice the top candidates. There are differences between each company's needs and each job's requirements. Finding the best candidate for the job, according to (Kanagavalli et al., 2019), would be made possible by using an appropriate methodology in the recruitment processes. 
·  Eight steps typically make up the selection procedure: (1) initial screening interview, (2) application form completion, (3) employment tests, (4) comprehensive interview, (5) conditional job offer, (6) background check, (7) medical exam, and (8) offer of a permanent position. The selecting process is displayed in Figure (2.2). Following the hiring procedure is the selection phase (Ekwoaba & Ikeije, 2015). It is appropriate to develop a strong selection process once the correct applicants have been found, together with the appropriate skills and dexterities. The main objective of this procedure is to guarantee that qualified people are hired. The qualifications of the applicants might be matched with the organizations' objectives. Sultana (2014) exhorts businesses to make sure their hiring procedures are impartial and compliant with the law. Each step helps an employer to get better knowledge about a candidate, his or her abilities, motivation, background and additional information which is useful for making a decision. The steps in the selection process follow in nature, just like the recruitment process does. However, not every employer uses every step, omitting some of them due to high costs or unnecessary data (DeCenzo & Robbins, 2009).  It will be proper for an organization to refrain from certain transgressions like prejudice. This implies that the decision to target a group of people should not be based on factors such as gender, ethnicity, religion, or culture (Nalla & Varalaxmi, 2014). Usually, diverse, successful businesses are linked to the idea of diversity. Additionally, it is appropriate for businesses to concentrate on a number of legal frameworks while conducting their hiring and recruitment processes. 
· Implications for the Study:
The importance of salary as a hygiene factor aligns with Herzberg’s Two-Factor Theory. This study will explore whether improving salaries in the telecom sector can mitigate attrition effectively.
2.4.2 Career Development Opportunities
 Empirical Evidence:
· Khan et al. (2017) found that organizations offering robust career advancement opportunities experience significantly lower turnover rates, as employee value growth and progression.
· Baruch & Rousseau (2019) noted that training programs, leadership development, and mentorship increase employee loyalty by demonstrating organizational investment in individual growth.
· Lee et al. (2021) discovered that a lack of career development opportunities leads to disengagement, which is a precursor to turnover.
 Implications for the Study:
Career development is essential for retaining talent, particularly in the telecom industry where technological advancements require continuous upskilling. The study will evaluate the extent to which career growth opportunities influence retention in the organization.


2.4.3 Rewards and Recognition
 Empirical Evidence:
· Deci et al. (2001) emphasized that recognition boosts intrinsic motivation, leading to higher job satisfaction and retention.
· Suleiman et al. (2015) found that employees who receive regular acknowledgment for their contributions are 50% more likely to stay with their organizations.
· Robinson et al. (2020) argued that both monetary and non-monetary rewards positively impact retention by enhancing employees’ sense of value and belonging.
Implications for the Study:
Recognition programs may serve as a motivator that complements salary improvements. This study will analyze the effectiveness of recognition strategies in reducing attrition.

2.4.4 Work Life Balance and Flexibility
 Empirical Evidence:
· Kossek et al. (2011) highlighted that employees with access to flexible work arrangements report higher job satisfaction and lower turnover intentions.
· Shagvaliyeva & Yazdanifard (2014) found that work-life imbalance is a significant driver of attrition, particularly in high-pressure industries like telecom.
· Bloom et al. (2015) demonstrated that companies implementing flexible working policies experience increased employee productivity and retention.
 Implications for the Study:
Work-life balance is critical in mitigating the stress associated with demanding roles in the telecom industry. This study will investigate how flexible work policies influence employee retention.
2.5 Conceptual Framework
The model identifies five key independent variables: salary and benefit, career development, recognition, Organizational culture and work-life balance. These strategies are expected to directly influence the dependent variables of attrition rate.
-Salary and benefit
-Career development
-Recognition
-Organizational culture
-Work-life balance
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CHAPTER III
     RESEARCH METHODOLOGY

3.1 Research Method
The purpose of this study is to investigate the relationship and effectiveness of talent retention strategies with the employee attrition rate. The study possesses an exploratory nature, characterized by its use of a comprehensive survey design. This design was meticulously crafted to investigate the potential relationships between various independent variables and a specific dependent variable. The independent variables in question encompass a range of employee retention strategies, which include, but are not limited to, attractive compensation and benefits, a positive and supportive company culture, effective and inspiring leadership styles, opportunities for professional development, and systems for rewards and recognition. The central aim of this investigation is to determine whether these independent variables collectively or individually have a significant impact on the dependent variable, which in this context is the rate of employee attrition within an organization. (Olughor, 2014)

3.2 Research Design
The research is a comprehensive descriptive study aimed at examining the actual relationships that may exist between the independent variables and the dependent variable. This approach focuses on providing a detailed and systematic portrayal of the current status of these relationships. By employing descriptive research methods, the study seeks to capture and document the characteristics, patterns, and dynamics of the variables under investigation. The ultimate goal is to gain a deeper understanding of how the independent variables influence or correlate with the dependent variable, thereby offering valuable insights into the nature and extent of these relationships. The target population for this study consists of over 700 employees. The researcher will employ the convenience sampling method to collect data from these employees. This approach involves selecting participants who are readily accessible and willing to participate, allowing for a more practical and efficient data collection process given the large population size. Through this method, the researcher aims to gather sufficient data to explore and analyze the relationships between the study variables effectively. (McCombes, 2024)
3.3 Data Collection Method
This study relies on primary data collection methods, specifically utilizing surveys and questionnaires. These tools are designed to gather firsthand information directly from participants, ensuring that the data reflects the current and specific experiences, opinions, and behaviors of the study's target population. By using primary data, the researcher collects data specific to the problem under study, no doubt about the quality of the collected data and it is possible to obtain additional data during the study period. (Kabir, 2016). In addition, this study will also incorporate secondary data sources. These secondary sources will complement the primary data collected through surveys and questionnaires. By utilizing existing literature, reports, and other relevant sources of information, the researcher aims to enrich the study with additional context, background knowledge, and comparative insights. This dual approach of integrating primary and secondary data sources enhances the comprehensiveness and depth of the study's findings and analysis.

3.4 Ethical Consideration
This study adhered to strict ethical guidelines to ensure the well-being and rights of participants. All participants were provided with an informed consent form detailing the study's purpose, procedures, potential risks, and their right to withdraw at any time. Participation was entirely voluntary, and no participant faced coercion or undue influence.
Confidentiality and privacy were maintained by anonymizing all responses and securely storing data in password-protected files accessible only to the research team. The study avoided sensitive or intrusive questions, ensuring a respectful and comfortable environment for participants.




CHAPTER IV
DATA ANALYSIS AND RESULTS

4.1 Description of Populations & Sample
The target population for this study consists of employees currently employed at OML in the Yangon region. This population encompasses individuals across various organizational levels, ranging from entry-level positions to senior management roles. To select participants from this target population, a convenience sampling method was employed. The inclusion criteria required participants to have at least one year of employment with their current organization, ensuring that they possess sufficient experience to contribute valuable insights.
The sample was carefully designed to capture the diversity of organizational structures and job roles within the company, thereby enhancing the relevance and applicability of the findings to similar organizational contexts. However, while the sample reflects the internal diversity of the target population, certain limitations should be acknowledged. The findings are specifically focused on the telecom industry, which may restrict their applicability to other sectors. Additionally, the geographic focus on employees from an organization located in Yangon may limit the generalizability of the results to other regions.
Future research efforts could address these limitations by broadening the scope to include organizations from different industries and locations. Such expansions would provide a more comprehensive understanding of employee retention dynamics across diverse settings and contexts.

4.2 Statistical Analysis and Interpretation of Results
4.2.1 Survey Design
The collected survey data were analyzed using both descriptive and inferential statistics. Descriptive statistics were used to summarize demographic data, including age, gender, education, and tenure, as well as the prevalence of specific retention strategies within the sample organizations.
To examine the relationships between retention strategies and attrition rates, Pearson correlation analysis was conducted. Multiple linear regression analysis was then used to assess the extent to which independent variables, employee benefits, company culture, professional development and reward and recognition predicted turnover intentions. Statistical analyses were performed utilizing Statistical Package for the Social Sciences (SPSS) version 23, as well as Microsoft Excel (2016). These analytical tools were employed to systematically summarize the data, explore patterns and relationships among variables, and draw conclusions based on statistical significance and probability. This approach ensured rigorous and comprehensive analysis of the survey findings to address the research objectives effectively. Survey responses were collected using a 5-point Likert scale, where higher scores indicated greater agreement with the effectiveness of the strategies. Missing data (less than 5% of total responses) were imputed using mean substitution. The reliability of the survey instrument was verified using Cronbach’s alpha, which yielded a score of 0.92, indicating excellent internal consistency.
The findings of these analyses are presented in Chapter 4, with an emphasis on identifying the most impactful retention strategies and their implications for reducing attrition rates.
4.2.2 Statistical Analysis and Interpretation
Table 4.1: Job Satisfaction Factors Rating (Mean Value on 1-5 scales, 1 – not satisfied, 5 – most satisfied)
	Job Satisfaction Factors
	Mean Value

	Salary & Benefits
	4.01

	Career Development
	2.98

	Recognition
	3.02

	Company / organizational Culture
	3.96

	Work- Life Balance
	2.94


Source: Survey data, 2024



Figure (2) Job Satisfaction Factors Rating 



Interpretation: The table (1) & the figure (2) indicates that salary and benefits received the highest satisfaction rating, with a mean score of 4.01. In contrast, work-life balance scored the lowest, with a mean value of 2.94. This disparity highlights a critical area for improvement, emphasizing the need to address and enhance the balance between employee workloads and their personal lives.

Table 4.2: Reasons for considering Attrition (Percentage of Respondents)

	Reasons for Attrition
	Count
	Percentage

	Low Salary
	163
	43.1 %

	Lack of Career Development
	112
	62.7 %

	Stressful Work Environment
	81
	31.2 %

	Poor Work – Life Balance
	66
	25.4 %

	Lack of Recognition
	55
	21.2 %


Source: Survey data, 2024









Figure3: Reasons for Considering Attrition 


Interpretation: The primary reasons for attrition, as indicated in the data, are the lack of career development opportunities, cited by 62.70% of respondents, and low salary and benefits, reported by 43.10%. These are followed by a stressful work environment, which was identified by 31.20% of participants as a contributing factor.


Table3: Ranking of Effective Retention Strategies (Mean Value on 1-5 scales, 1- most important, 5- least important)

	Effective Retention Strategies
	Mean Value

	Improved Salary & Benefits
	2.78

	Career Development
	2.97

	Recognition Programs
	2.98

	Learning & Development Opportunities
	3.10

	Flexible Work Arrangement
	3.15



Source: Survey data, 2024






Figure4:  Ranking of Effective Retention Strategies


Interpretation: Improved salary and benefits, with a mean score of 2.78, are identified as the most effective retention strategy. This is closely followed by career development opportunities, scoring 2.97, and recognition programs, with a mean score of 2.98. These findings suggest that financial incentives, professional growth, and acknowledgment of employee contributions are key factors in enhancing retention efforts.

Table 4.4: Effectiveness of current Retentions Strategies (Mean value on 1-5 scales,1- not effective, 5 – most effective) 

	Effectiveness Rating 
	Mean Value

	Overall Retention Strategies
	3.2



Interpretation: The existing retention strategies are viewed as moderately effective, achieving an average score of 3.2. This indicates room for improvement in enhancing the effectiveness of these strategies to better address employee needs and reduce attrition.




CHAPTER V
CONCLUSION AND RECOMMENDATION

5.1 Findings and Discussion
5.1.1 Key Findings
(a) Job Satisfaction Levels
· Employees reported highest satisfaction with Salary & Benefits (4.01) and Team Environment (3.96).
· The lowest satisfaction scores were observed for Work-Life Balance (2.94) and Career Growth (2.98).
Implication: Although employees value the financial rewards and collaborative nature of their roles, there is notable dissatisfaction with opportunities for career progression and work-life balance. This highlights key areas where improvements are needed to enhance overall employee satisfaction and retention.

(b) Reasons for Attrition
The top reasons for employees considering leaving the organization were:
· Lack of Career Growth (62.7%)
· Low Salary (43.1%)
· Stressful Environment (31.2%)
Implication: Career development has been identified as the most pressing area requiring attention, reflecting employees' desire for growth and advancement opportunities within the organization. However, concerns regarding salary remain substantial, suggesting that, despite moderate levels of satisfaction with pay, many employees feel financially undervalued. Addressing both career progression and salary concerns will be essential to fostering a more engaged and committed workforce.

(c) Preferred Retention Strategies
The ranking of retention strategies, based on mean values, was as follows:
1. Improved Salary (mean rank: 2.78)
2. Career Development Opportunities (mean rank: 2.97)
3. Recognition Programs (mean rank: 2.98)
4. Training Opportunities (mean rank: 3.10)
5. Flexible Work Arrangements (mean rank: 3.15)
Implication: Although improving salaries is the top priority for addressing attrition, career development opportunities and recognition programs are equally critical. Together, these factors play a vital role in enhancing employee satisfaction and retention by addressing both financial and professional growth needs while fostering a sense of value and appreciation within the organization.

(d) Effectiveness of Current Retention Strategies
· The average effectiveness rating of existing strategies was 3.2/5, indicating moderate satisfaction among employees.
Implication: Although employees recognize certain efforts made by management, the current strategies require further refinement to effectively address specific areas of dissatisfaction. Targeted improvements will be essential to align these strategies with employee expectations and enhance overall satisfaction and retention.
5.1.2. Discussion
(a) Alignment with Theories
· Herzberg’s Two-Factor Theory:
· Salary is a hygiene factor, and dissatisfaction with it can lead to turnover. Employees' ranking of salary improvement as the most important strategy aligns with this theory.
· Career growth and recognition are motivators, explaining why these factors, though not entirely dissatisfying, require enhancement to boost engagement.
· Maslow’s Hierarchy of Needs:
· Salary addresses physiological and security needs. Employees prioritize salary improvement to secure their financial well-being before focusing on higher-level needs like career growth or self-actualization.
(b) Industry-Specific Insights
· The telecom industry operates in a highly competitive landscape, characterized by intense market pressures and demanding work environments. This dynamic often requires employees to navigate high workloads and challenging expectations, contributing to the complexity of retention efforts within the sector.
· Employees in the telecom industry often experience burnout due to heavy workloads, which contributes to dissatisfaction with work-life balance and positions stress as a significant factor driving attrition. By addressing these challenges through workload management, wellness programs, and supportive policies, organizations can enhance overall employee satisfaction and improve retention rates.
(c)  Practical Implications
1. Salary Adjustments
Conducting regular salary benchmarking against industry standards can help organizations remain competitive and improve employee retention. Additionally, implementing performance-based pay and bonuses can further enhance employee satisfaction by recognizing and rewarding individual contributions, fostering motivation, and reducing the likelihood of attrition.

2. Career Development Programs:
Providing well-defined promotion pathways, mentoring programs, and skill-building opportunities can effectively address employees' concerns about career growth. These initiatives not only support professional development but also enhance motivation and engagement, fostering a sense of purpose and long-term commitment within the organization.
Work-Life Balance:
Implementing flexible working arrangements, such as remote work options or adjustable schedules, along with reducing excessive workloads, can significantly alleviate employee stress. These measures promote a healthier work-life balance, enhance job satisfaction, and contribute to improved retention by addressing one of the key drivers of attrition.
Recognition	Initiatives:
 Providing frequent and personalized recognition for employees' achievements can significantly enhance their sense of value and appreciation within the organization. This practice fosters greater engagement, strengthens loyalty, and creates a positive work environment where employees feel motivated to contribute their best efforts.
5.1.3 Summary
The findings indicate that employees place importance on both tangible benefits, such as salary, and intangible benefits, such as opportunities for career growth. By addressing these priorities through well-structured and targeted strategies, organizations can significantly improve employee retention, reduce attrition rates, and create a more engaged and committed workforce within the telecom industry.

5.2 Suggestions and Recommendations
5.2.1. Salary and Benefits Enhancement
Conduct Regular Salary Reviews:
Ensure that salaries are competitive within the telecom industry and are reviewed regularly to reflect market trends, inflation, and individual performance. Salary emerged as the most critical factor for retention. A competitive salary not only helps attract talent but also keeps existing employees satisfied and motivated.
Suggested Actions:
· Benchmark salary packages against industry standards and competitors.
· Introduce performance-based incentives or bonuses tied to individual, team, or company performance.
· Provide additional benefits such as health insurance, retirement plans, and other non-cash perks.
5.2.2 Career Development and Growth Opportunities
Recommendation:
Implement Clear Career Pathways:
Establish transparent promotion tracks and career development programs to ensure employees see potential for advancement within the company. The lack of career growth was a major factor contributing to attrition (62.7%). Employees want opportunities for upward mobility and skill development.
Suggested Actions:
· Offer leadership training, mentoring, and coaching programs for employees at different levels.
· Organize workshops, certifications, and learning modules to foster skill development.
· Create a formalized performance review process that includes discussions about career progression and opportunities for growth.
5.2.3 Recognition and Reward Programs
Recommendation:
Enhance Employee Recognition Programs:
Implement frequent and personalized recognition programs that acknowledge employees' contributions in both formal and informal ways.The importance of recognition is clear from the survey. Many employees feel that their efforts are not adequately appreciated, which leads to disengagement.
Suggested Actions:
· Introduce both formal recognition programs (e.g., "Employee of the Month") and informal methods (e.g., shout-outs in team meetings, thank-you notes).
· Reward both individual and team achievements through non-monetary rewards, such as extra time off or public recognition in company-wide meetings.
5.2.4 Work-Life Balance Improvement
Recommendation:
Offer Flexible Work Arrangements:
Given the dissatisfaction with work-life balance, the company should explore flexible working hours or remote work options to reduce stress and improve overall satisfaction. Employees expressed dissatisfaction with work-life balance (2.94), and offering flexible work arrangements can help employees manage personal responsibilities better, which in turn can improve job satisfaction and retention.
Suggested Actions:
· Introduce flexible working hours or hybrid work models that allow employees to work remotely part-time.
· Offer compressed work weeks or the option for employees to adjust their schedules to accommodate family needs, commuting concerns, etc.
· Promote a culture that values employees' well-being by encouraging time off and setting realistic expectations for work hours.
5.2.5 Strengthening Employee Engagement
Recommendation:
Foster a Culture of Inclusion and Teamwork:
Enhance employee engagement by focusing on creating an inclusive and collaborative work environment where employees feel valued and supported. Positive team environments are important for employee satisfaction (3.96 rating), and building an inclusive company culture can reduce turnover.
Suggested Actions:
· Organize team-building activities and company-wide events that promote collaboration and camaraderie.
· Encourage open communication and regular feedback loops where employees feel their voices are heard and valued.
· Ensure diversity and inclusion efforts are actively implemented to create an environment where all employees feel respected and supported.
5.2.6 Feedback and Continuous Improvement
Recommendation:
Conduct Regular Employee Surveys:
Regularly assess employee satisfaction and gather feedback on the effectiveness of retention strategies. Use the results to refine and enhance your retention programs. The effectiveness of current retention strategies was rated 3.2/5, indicating that employees recognize some efforts but suggest there is room for improvement.
Suggested Actions:
· Implement quarterly or bi-annual surveys to collect feedback on employee satisfaction and perceptions of the company’s retention strategies.
· Set up focus groups or one-on-one meetings with employees to gather deeper insights into their concerns and suggestions.
· Act on feedback promptly to demonstrate the company’s commitment to addressing employee needs.

5.3 Suggestions for Further Research
To deepen the understanding of talent retention and attrition in the telecom industry, further research can explore various dimensions that were not fully covered in this study. The following areas are recommended for future investigation:

5.3.1 Impact of Organizational Culture on Retention
Suggested Research:
· Investigate how organizational culture (e.g., leadership style, communication practices, work environment) influences employee retention in the telecom industry.
· Research could examine whether a positive, inclusive culture reduces attrition and fosters long-term employee loyalty.
Reason:
While this study focused on salary, career growth, and work-life balance, the influence of organizational culture on employee satisfaction and retention could provide deeper insights into intangible factors that contribute to retention.

5.3.2 Cross-Industry Comparison of Retention Strategies
Suggested Research:
· Conduct a comparative study on retention strategies used in the telecom industry versus other high-turnover sectors like IT, retail, and healthcare.
· This research could identify common patterns and unique practices that have successfully reduced attrition in different sectors.
Reason:
A cross-industry comparison will allow telecom companies to benchmark their retention strategies against best practices in other industries, potentially uncovering new approaches to improving employee satisfaction and reducing turnover.

5.3.3 Influence of Job Design and Employee Autonomy on Retention
Suggested Research:
· Study how job design and employee autonomy impact job satisfaction and retention in telecom companies.
· This research could focus on flexible job roles, autonomy in decision-making, and the effect of task variety on employee engagement and productivity.
Reason:
Job design and employee autonomy are critical factors that influence how employees perceive their work. Understanding these elements can help companies design roles that align better with employees' personal and professional goals, thereby improving retention.

5.3.4 Gender and Diversity Factors in Retention Strategies
Suggested Research:
· Study how gender, ethnicity, and diversity factors influence retention strategies in the telecom industry. This research could investigate whether retention strategies are equally effective for diverse groups or if tailored approaches are necessary.
Reason:
Diversity and inclusion are increasingly recognized as essential components of employee engagement and satisfaction. Further research can help identify whether specific retention strategies need to be adjusted to cater to diverse groups of employees in the telecom industry.
These suggestions for further research will contribute to a deeper understanding of the various factors that influence employee retention in the telecom industry. By exploring different dimensions such as organizational culture, employee autonomy, and diversity, future research can provide actionable insights that go beyond traditional retention strategies and contribute to the long-term success of telecom companies.






References

Baruch, Y., & Rousseau, D. M. (2019). Promoting career development and organizational retention: The interplay of individual and organizational initiatives. Human Resource Management Review, 29(1), 123-139.

BasuMallick, C. (2021, March 11). Engagement & Retention. Retrieved from spiceworks: https://www.spiceworks.com/hr/engagement-retention/articles/what-is-attrition-complete-guide/
Biela-Weyenberg, A. (2024, May 20). Employee Retention Stratergy Guide: 25 Ways to keep Top Talent. Retrieved from Oracle: https://www.oracle.com/au/human-capital-management/employee-retention-strategies/
Bloom, N., Liang, J., Roberts, J., & Ying, Z. J. (2015). Does working from home work? Evidence from a Chinese experiment. Quarterly Journal of Economics, 130(1), 165-218. https://doi.org/10.1093/qje/qju032
Charltons. (n.d.). https://www.charltonsmyanmar.com/myanmar-economy/hotels-and-tourism-in-myanmar/. Retrieved from www.charltonsmyanmar.com: https://www.charltonsmyanmar.com/myanmar-economy/hotels-and-tourism-in-myanmar/
Deci, E. L., Koestner, R., & Ryan, R. M. (2001). Extrinsic rewards and intrinsic motivation in the workplace: Revisiting old debates. Psychological Bulletin, 127(6), 627-668.
Dennis, J. (2024, May 6). Employee Attrition Rate: Meaning, Formula and How to calculate. Retrieved from TechnologyAdvice: https://technologyadvice.com/blog/human-resources/attrition-rate/
Fevre, L. (2023). Myanmar Telecommunications Industry Report ,2023-2030. Austrila: Idem Est Productions Pty ltd.
Graham, M., & Cascio, W. (2020). The wage-retention connection: An industry-wide perspective. Journal of Organizational Psychology, 15(3), 101-115

Hassan, R. H. (2013). The role of salary in retaining employees: Evidence from the telecom sector. Retrieved from International Journal of Business and Management: http://www.internationaljournalofbusinessandmanagement.com
Hopper, E. (2024, May 14). Maslow's Hierarchy of Needs Explained. Retrieved from ThoughtCo.: https://www.thoughtco.com/maslows-hierarchy-of-needs-4582571
Kabir, S. M. (2016). Method of Data Collection. In S. M. Kabir, Basic Guideline for Research (pp. 201-275). Bangladesh: Book Zone.
Khanal, J. (2018, November 30). Influence of affective, cognitive and behavioral intention on customer attitude towards coffee shops in Norway:Comparative study of local and international branded coffee shop. Master Thesis.
Khan, S., Farooq, M., & Ullah, A. (2017). Career growth opportunities and employee retention: A study in the telecommunications sector. Pakistan Journal of Management Sciences, 14(1), 24-33.

Kieckhaefer, G. (2024, March 22). What is Employee Retention? Importance, Benefits and Calculations. Retrieved from ORACLE: https://www.oracle.com/au/human-capital-management/employee-retention/
Kossek, E. E., Baltes, B. B., & Matthews, R. A. (2011). How work-life policies impact employee attitudes and behaviors: A meta-analysis. Journal of Applied Psychology, 96(1), 1-21.
Kurt, D. S. (2022, October 17). Herzberg's Motivation-Hygiene Theory:Two-Factor. Retrieved from EDUCATIONLIBRARY: https://educationlibrary.org/herzbergs-motivation-hygiene-theory-two-factor/
Lee, S., Kim, H., & Park, J. (2021). Career development and employee retention: Evidence from high-tech industries. Journal of Vocational Behavior, 128, 103564. https://doi.org/10.1016/j.jvb.2020.103564

McCombes, S. (2024, June 29). Scribbr. Retrieved from Sampling Methods | Types, Techniques & Examples. Scribbr.: https://www.scribbr.com/methodology/sampling-methods/
Olughor, R. J. (2014). Corporate Enterpreneurship and Employee Retention Strategies in Ni Gerian Telecommunication Industry. European Journal of Business and Social Sciences, 23.
Phuc Nguyen, H. N. (2016). Pay satisfaction and employee turnover: A case study in the telecom sector. Retrieved from Journal of Human Resource Management.
Robinson, D., Perryman, S., & Hayday, S. (2020). The impact of employee recognition programs on retention. Employee Relations, 42(2), 231-247.

Sachs, T. (2024, October 3). How to calculate and improve your attrition rate. Retrieved from HiBob: https://www.hibob.com/blog/measuring-attrition/#:~:text=as%20a%20whole.-,How%20to%20calculate%20your%20employee%20attrition%20rate,100%20to%20get%20the%20percentage.
San, A. N. (2019). Consumer Attitude and buying behavior of ABC convenience stores in Yangon . (Doctoral dissertation,MERAL Portal).
Sandhe, A. (2019). The Effect of Consumer Attitude On Purchasing Intention for organic products. International Journal of Reserarch-Granthaalayah, 7(2), 1-9.
Shagvaliyeva, S., & Yazdanifard, R. (2014). Impact of flexible working hours on work-life balance. American Journal of Industrial and Business Management, 4(1), 20-23.
Shein, E. T. (2020). Factors Influencing Online Buying Behavior Of Men's Skincare Products in Myanmar. (Dectoral dissertation ,MERAl Portal ).
Suleiman, T., Rahman, M., & Bakar, A. (2015). Role of recognition in employee motivation and retention: Evidence from the telecom industry. Management Research Review, 38(8), 780-800.

Taylor, E. (2024, May 9). Strategies for reducing employee attriton. Retrieved from driveresearch: https://www.driveresearch.com/market-research-company-blog/9-strategies-for-reducing-employee-attrition/
Team, L. E. (2024, January 10). Job Embeddedness Theory. Retrieved from Lark: https://www.larksuite.com/en_us/topics/meeting-glossary/job-embeddedness-theory
UNWTO. (2020). https://www.unwto.org/tourism-and-covid-19-unprecedented-economic-impacts. Retrieved from www.unwto.org/tourism-and-covid-19-unprecedented-economic-impacts: https://www.unwto.org/tourism-and-covid-19-unprecedented-economic-impacts
Zaw, L. S. (2022). Consumer Attitude and Their Buying Behavior Towards Suzuki Automobile (Doctoral dissertation,MERAL Portal).
Zhang, B., Zhang, Y., & Zhou, P. (2021). Consumer attitude towards sustainability of fast fashion products in the UK. Substainability, 13(4), 1646.
















APPENDIX
Questionnaire
      		Please fill in below your personal data by ticking.

Section A: Demographics
(1)Gender
· Male
· Female
(2) Age Group
· 18-25
· 26-35
· 36-45
· 45 and above
(3) How long have you been work in OML?
· Less than 1 year
· 1-3 years
· 4-7 years
· More than 7 years
(4) What is your current department?
· Commercial
· Technology & Information
· Finance
· Human Resource
· Other (Please Specify): 
Section B: Factors Influencing Retention 
(5) How satisfied are you with the following aspects of your job?
(Rate on a scale of 1 to 5, where 1 = Very Dissatisfied and 5 = Very Satisfied)
· Salary and benefits.
· Career growth opportunities.
· Work-life balance.
· Recognition and rewards.
· Team environment and culture
(6) What are the main reasons you would consider leaving the company? (Select all that apply)
· Low salary and benefits
· Lack of career growth
· Poor work-life balance
· Lack of recognition
· Stressful work environment
· Other (Please Specify):
Section C: Retention Strategies
(7) Which of the following strategies would motivate you to stay longer in this organization? (Rank the options in order of preference, 1 = Most Important)
· Improved salary and benefits
· Clear career progression path
· Flexible work arrangements
· Regular recognition programs
· Training and development opportunities
(8) How effective do you find the company’s current retention strategies?
(Rate on a scale of 1 to 5, where 1 = Not Effective and 5 = Very Effective)
· 1
· 2
· 3
· 4
· 5






Satisfaction Factors	Salary 	&	 Benefits	Career Development	Recognition	Company Culture	Work - Life Balance	4.01	2.98	3.02	3.96	2.94	



Reasons for Attrition
Sales	
Low Salary	Lack of Career Development	Stressful Work Environment	Poor Work - Life Balance	Lack of Recognition	0.43099999999999999	0.627	0.312	0.254	0.21199999999999999	

Effective Retention Strategies
Mean Value	Improved Salary 	&	 Benefits	Career Development	Recognition Programs	Learning 	&	 Development Opportunites	Flexible Work Arragement	2.78	2.97	2.98	3.1	3.15	
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