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Introduction.
Retention of employees refers to the ability of a business firm or an organization to keep the employees. Employee retention can also be viewed as a strategy where an organization attempts to retain employees at different levels of the organization. Employee retention is very important in every organization because it ensures that organizational long-term and short-term goals are achieved within the required amount of time. According to the bureau of labor statistics (2020), seventy-two percent of the organizational values are brought by employees. Therefore, allowing employees to turn over leads to the loss of important skills, knowledge, and experiences. The executive is responsible for ensuring employee retention is at a maximum level. An increase in the number of better job opportunities, availability of online jobs, off-shoring and increase in co-operate recruitment leads to employee turn over which leads to losses within an organization since a lot of time and effort have to be put in to get replacements for the employees that left the work and training the new employees. Employee turn over refers to the number of employees that leave a particular organization and are replaced by novel employees.  According to research done by (Ambitions, 1995), at least nineteen percent of employees leave their organizations for new jobs.
Employee turnover may be due to the following reasons. Firstly, lack of career growth and progress may cause an employee to change careers or move to a newer organization that appreciates their efforts. Secondly, working overtime with no extra pay kills the motivation of some employees thus encouraging them to move to other business organizations. Moreover, a lack of feedback or recognition and support from project managers shows the employees that the organization is not investing in their jobs hence they lack the motivation to continue working. Also, the absence of rewards for work-well-done and compensation for sick leaves or work accidents makes the employee think that their well-being is not guaranteed in that particular organization. Besides, if an organization does not offer opportunities for promotions and room for decision making for some management employees may cause those employees to move to new firms and organizations. According to (Michaels et al, 1982),  observing the commitment of an employee to the organization and their expectations from that particular job highly assists the management of an organization to determine whether the employees are highly satisfied with their jobs and whether they have the intention of quitting their job in the near or far future. Therefore, every organization should come up with proper retention strategies to ensure that little or no employees leave the organization. 
 A retention strategy is defined as a set of rules and policies that an organization adheres to reduce the rate of employee turnover and increase the rate of retaining important employees. The main objective of a retention strategy is to ensure that the prospects of all workers are considered without tampering with both the long-term and the short-term goals of the organization, and ensure that the return on investment is maximized. Organizational strategies for retention have the following five drivers: To enable the fulfillment of the employees towards taking that job, to offer opportunities where employees can grow intellectually, psychologically, and in their careers, to empower responsible and hardworking employees through the provision of rewards and promotions, to ensure collaboration between employees of all levels within the organization, and to encourage organizational processes to lead to successful organizational operations. Based on a research by (Deery et al, 2015), the most organization uses a strategy of incorporating the features of the organization, personal dimensions of employees, strategies of the organization and, conflict with employee work-life difficulties to determine whether the job satisfying them, determine how to improve employee commitment to the organization and, how to reduce turnover of employees. Also, these strategies may ensure that employees can grow their careers, where their cultural and social values are respected, get constant training and health benefits, and have proper working environments. Therefore, this research paper focuses on analyzing the factors influencing employee retention in an organization. 
Significance of the research
Understanding the significance of the research on employee retention plays an important role in a business organization. That is, it is a motivator for the success of an organization, and understanding proper programs for employee retention ensures that vital employees stay within the organization. Therefore, this research is important because of the following: Firstly, it helps the organization determine ways of boosting their productivity and maintain responsible and hard-working employees. That is, the higher the number of employees retained by an organization, the higher the productivity of the organization since the level of operational activities is also increased. According to (Malik et al, 2013), an increase in the rate of employee retention leads to an increase in organizational productivity while an increase in the rate of employee turn-over reduces the general rate of productivity. 
Secondly, it may help organizations improve their process of recruitment.  Retention begins at a very early stage in an organization. Determining what employees expect from a particular job and the commitment they had with the previous organization may help the human resource department determine whether a person is suitable for that particular firm. According to a study by (Deery, 2009), every organization, whether in a public sector or the private sector needs to find employees that have similar interests with the organization so that they can voluntarily stay with the organization because they would need little or no convincing.
Moreover, this research would help the most organization understand how to improve the morale of their employees. For instance, developing team-building activities, rewards, paying for extra hours, offering promotions for those who deserve it, and providing paid leaves will show the employees that the organization cares about them. Therefore, providing supportive conductions in workplaces will improve socialization amongst employees and participation in the work-ethic activities that improve commitment (Weiss, 1999).
Moreover, this research is significant because it helps the organization manage employee turnover. Even though there is no common way for comprehending the concept of employee turnover, the organization can still manage to control the levels of turn over. According to research by (Sullivan et al, 2013), employees are attracted to an organization based on chances of growing their careers, securing promotions in the future, obtaining experiences, and mentoring. Moreover, he argues that employees are likely to leave an organization for greener pastures if their physical, mental, and environmental conditions are not taken care of. This is because employee turn-over and retention maintenance have grown to be the greatest issue in every organization (Rizwan et al, 2014).
Besides, this research may help the organization attract quality employees. Quality employees refer to those workers within the organization that possesses leadership skills, have good verbal communication and written skills, are intelligent, have an active listening skill, are honest, ambitious, hard-working, and have a strong work ethic. Good quality employees create a conducive environment for working, are highly productive, and help reduce the cost needed for the training of employees. Therefore, to attract quality employees, the executive of a company should evaluate the culture of the organization to attract employees that are comfortable with the culture. Moreover, the organization can make clear the goals, mission, vision, and value statements known in application websites, so that employees can know what is expected by the organization before they apply for the job.  Based on a study by (Herman, 2005), attracting good employees has been a hard task since the 1990s. This is because people were moving from job to job as they please due to the availability of a lot of jobs. Therefore, organizations experienced a lot of difficulties getting good employees and when they got them, they would easily move to a new job or organization that provided better benefits or pay. This made the rate of competition in the retention of employees high. Therefore, organizations can offer better benefits to attract and retain employees, such as health and life insurance, paid leaves and vacation and, potential promotions.
Research methods and context.
A research methodology is a collection of methods, practices, procedures, and rules that are used in carrying out research work in the field.  This part of the research describes the procedures and methodologies that were employed in this study. It gives details about the site, the study design, methods, and tools of data collection, as well as how the data was collected (Mugenda, 2008). It also gives details on the tools in the implementation of the strategies to ensure employee retention. 
A research model represents the structural design to help understand the factors that influence employee retention. This research involved the utilization of a descriptive research methodology, to assist the researcher collect evidence to help analyze collected data and come up with favorable results. Survey research involves researching by use of a survey to gather data from a sample of the overall population collected over a specific period. Therefore, this research study aims at evaluating the factors that influence the retention of employees in an organization. The specific objectives of the research include: to establish the effect of workplace culture on employee retention, to establish how training influences, employee retention, to assess how the availability of motivation influences employee retention, to analyze how job performance influences employee retention and, to assess how work engagement influences employee retention.
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Population.
Population refers to a group of units counted in a census or from which a sample is drawn. It may be a collection of people, events, animals, and objects that cat as part of a research. The data for the performance of this research was collected from (where) through the use of questionnaires distributed to everyone within the organization. A total of 162 samples were collected which comprised 27 items related to the five strategies of improving employee retention. 107 participants were male and 55 participants were female. The participants were of ages 31 to 50 with the educational qualifications of a bachelor's degree and master's degree. The participants had working experience of one to six years. The list of employees was collected from the human resource department of (where)
Data collection method.
Data were collected through the administration of questionnaires. A questionnaire refers to a form, with a list of questions whose main purpose is to help gather information for research purposes. Questionnaires are most favorable because it is inexpensive, are practical, they offer a quick way to get results from the participants, easy scalability and comparability, and easy analysis and visualization of the results. Questionnaires were distributed through work emails to all stuff that was eligible to participate in the research. The questionnaire involved seven sections: demographic information, ecological factors, work environment factors, health and safety factors, organizational culture, training, and the conclusion sector. The questionnaire involved a combination of open-ended and closed-ended questions that helped in getting a high response rate and enable the participants of the research to express their personal opinions about the questions.  
Data analysis methods.
Data analysis refers to the process of examining, cleaning, altering, and modeling of collected data with the aim of mining useful information and knowledge that may help come up with informed decisions and conclusions. Data analysis is useful because it helps an organization or a business firm comprehend the challenges and problems facing the organization by developing structures and visualizations that help in the interpretation of the data. From the data collected in this research, the analysis involved the following steps: First, it involves the preparation of a grid where the data from the questionnaires will be written. Secondly, developing a coding system to check the comprehensiveness and completeness of the questions and answers from the questionnaires. The data in the grid is summarized by determining what proportion of the population answered what questions. That is, determining the frequency of the demographic for a particular characteristic. The data was then presented in figures and tables and the frequencies were determined using the Statistical Programming for social science software. (Agresti, 2003)

Conclusion.
In conclusion, maintaining a favorable environment in an organization can help reduce the rates of employees leaving organizations for better jobs. Therefore, proper inspiration and motivation, work engagement, providing a favorable working culture, and providing training can help improve employee retention. Determining the favorable type of data collection technique helps in simplification of the research process. 
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