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Abstract Original Research Article

Employee retention and engagement remain critical challenges in contemporary organizational management, especially as workforce
dynamics continue to evolve in complexity. Despite growing attention, there is a lack of unified frameworks that holistically capture
how multiple organizational factors collectively impact retention and engagement. This study seeks to address this gap by developing
a conceptual model that explores the multidimensional nature of organizational drivers—Ileadership style, organizational culture,
compensation and rewards, career development opportunities, and work-life balance—and their unified influence on employee
retention and engagement. The study employs a qualitative methodology based on a comprehensive review of secondary data,
including scholarly articles, books, journals, reports, and historical literature. Findings reveal that these organizational drivers play
distinct yet interconnected roles in shaping employee perceptions, commitment, and long-term retention. The proposed framework is
supported by Social Exchange Theory and the Job Demands-Resources Model, establishing a theoretical base for future empirical
testing. Recommendations include leadership development, inclusive culture building, robust reward systems, and flexible work
arrangements. The study concludes that a strategic and multidimensional approach is essential to address retention and engagement
challenges. However, limitations exist due to the conceptual nature of the research, necessitating future empirical validation.
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1. INTRODUCTION Nigerian studies often examine variables in isolation or address
retention and engagement separately, neglecting their
combined determinants. Drawing insights from consumer
engagement research, such as the effects of influencer
marketing and evolving online platforms on motivation and
trust (Mohammed & Sundararajan, 2024; Sundararajan &
Mohammed, 2024), this study proposes a unified conceptual
framework rooted in Social Exchange Theory (Blau, 1964;
Cropanzano & Mitchell, 2005). It hypothesizes that fair
leadership, meaningful rewards, developmental opportunities,
cultural alignment, and Al-driven innovation collectively foster
employee loyalty and involvement. By integrating these
variables into a coherent model, this research both bridges
fragmented literature and equips Nigerian organizations with a
holistic basis for inclusive, sustainable HR practices, thereby
advancing theory and guiding future empirical validation.

Employee retention and engagement are increasingly
critical in organizational management as company’s worldwide
grapple with disengagement and turnover that erode
operational efficiency and financial performance (Gallup,
2023; Harter, 2021). In response, multidimensional
strategies—spanning leadership  reforms,  enhanced
compensation, and flexible work policies—are being
implemented, with digital transformation, Al, and data-driven
decision-making further reshaping employee experiences
(Mohammed & Madhumithaa, 2024). These challenges are
particularly pronounced in Nigeria and similar emerging
economies, where weak HR systems, inadequate leadership,
and limited career development hinder employee retention and
engagement (Okolie & lIrabor, 2017). Furthermore, existing

Yesudhason, M. (2025). Examining the dimensions of organizational drivers: A conceptual framework for enhancing employee
B NG retention and engagement. ISA Journal of Business, Economics and Management (ISAJBEM), 2(5), [34-40]



https://isapublisher.com/isajbem/
file:///B:/ISA%20Publisher/office.isapublisher@gmail.com

1.1 PROBLEM STATEMENT

Employee retention and engagement have become
major concerns for organizations globally, given the increasing
volatility in talent mobility and changing employee
expectations. Despite efforts to improve compensation,
training, and work environments, many organizations still
experience high turnover and low engagement, threatening
productivity and continuity (Gallup, 2023). In Nigeria, these
issues are compounded by poor leadership practices, rigid
workplace systems, and limited developmental opportunities
(Okolie & Irabor, 2017). The failure to integrate employee-
centered strategies into organizational systems has led to rising
disengagement, particularly among skilled workers.

Existing studies often treat retention and engagement
separately or focus on isolated drivers, neglecting their
interrelationships (Anitha, 2014; Saks, 2022). Although
leadership, culture, and rewards are individually recognized as
important, limited research has developed an integrated
framework linking these multidimensional drivers to a
unidimensional outcome of employee retention and
engagement. Agile performance management approaches in
tech firms have shown promise in enhancing employee
motivation and commitment (Sundararajan, Mohammed, &
Senthil Kumar, 2022, 2023), but these innovations are scarcely
extended to other sectors. Additionally, digital transformation
and reskilling efforts continue to reshape workforce
expectations, emphasizing the urgency to develop adaptive and
holistic HR strategies (Mohammed, 2024; Mohammed &
Madhumithaa, 2024).

In practice, many Nigerian organizations rely on outdated HR
models that prioritize financial incentives while neglecting
work-life balance, leadership quality, and career development.
For example, companies may offer competitive pay but fail to
address toxic culture or rigid managerial styles, leading to
burnout and turnover. The absence of an integrative approach
that combines all key drivers—leadership, culture,
compensation, development, and balance—creates a gap
between organizational intentions and employee experiences.
Mohammed (2024) highlights this challenge in Kano State’s IT
sector, where inadequate investment in up-skilling undermines
retention, even in innovation-driven industries.

Addressing this problem is both timely and essential.
Theoretically, this study fills a significant gap by offering a
conceptual framework that unifies diverse organizational
drivers into one model of employee retention and engagement.
Practically, it provides managers and policymakers with tools
to design more responsive, effective HR strategies. By
examining underexplored combinations of organizational
factors in a rapidly evolving work environment, the study
contributes to sustainable workforce management in Nigeria
and similar economies. It also aligns with the global trend
toward digitally adaptive and people-centered management
practices (Mohammed & Sundararajan, 2024).

1.2. BACKGROUND OF THE PROBLEM

Employee retention and engagement have become
critical to organizational sustainability as businesses worldwide
face high turnover and widespread disengagement—a
phenomenon even affecting well-resourced, tech-savvy
companies (Gallup, 2023; Saks, 2022). While research
highlights factors like leadership style, organizational culture,
compensation, career development, and work-life balance as
key drivers, these are often studied in isolation (Anitha, 2014).
In Nigeria, the problem is worsened by weak HR systems,
limited growth opportunities, poor managerial practices, and a
narrow focus on financial incentives (Okolie & Irabor, 2017;
Mohammed & Madhumithaa, 2024). Despite evidence that
agile performance management in IT firms and up-skilling
initiatives in emerging economies improve engagement and
retention (Sundararajan et al., 2023; Mohammed, 2024), there
remains a lack of an integrated, context-specific framework.
This study addresses that gap by proposing a holistic
conceptual model—spanning leadership, culture,
compensation, career development, and work-life balance—to
unify understanding of these interrelated drivers and inform
effective HR practices in Nigeria and similar developing
contexts.

1.3 SIGNIFICANCE OF THE STUDY

This study is significant both academically and
practically, as it develops an integrative framework that
collectively examines how leadership style, organizational
culture, compensation and rewards, career development, and
work-life  balance influence employee retention and
engagement—bridging a major gap in current HRM and
organizational behavior literature and guiding future empirical
and theoretical work; practically, it equips managers and HR
professionals, especially in developing economies grappling
with productivity and retention challenges, with a holistic,
evidence-based diagnostic tool to move beyond piecemeal
solutions, implement adaptive policies aligned with modern
workforce  expectations, and enhance organizational
performance; to achieve this, the study seeks to explore how
leadership style and organizational culture foster retention and
engagement, examine the effects of compensation and rewards,
and analyze the contributions of career development
opportunities and work-life balance—addressing key questions
about each driver’s role in shaping employee commitment in
contexts like Nigeria.

2. REVIEW OF LITERATURE

Employee retention and engagement have long been
explored separately within organizational behavior, yet studies
increasingly show their interdependence through shared
drivers—Ileadership, culture, rewards, development, and
work-life balance. For instance, Anitha (2014) tied engagement
and retention to leadership, work environment, and team
cohesion, a theme echoed by Saks (2022) who highlighted
supportive leadership and organizational backing as key to
talent preservation. Transformational leadership, characterized
by trust-building, motivation, and shared vision, consistently
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shows strong positive effects on engagement and retention—
creating emotional bonds and discretionary effort—whereas
transactional or authoritarian styles correlate with higher
turnover Similarly, supportive cultures emphasizing
collaboration, recognition, and innovation reduce intentions to
quit (Kumar & Pansari, 2016; Deal & Kennedy, 2000).
Compensation systems that blend financial and intrinsic
rewards foster both short-term and sustained commitment
(Gupta & Shaw, 2014; Mohammed & Madhumithaa, 2024),
while career development and agile performance management
significantly decrease turnover in knowledge-intensive sectors
(Mohammed, 2024; Sundararajan et al., 2023). Flexible,
family-friendly work arrangements enhance dedication and
reduce burnout across cultures (Haar et al., 2014), aligning with
broader evidence that work-life policies mediate well-being
and performance. Digital-era research further highlights the
compounded effect of combining innovation, inclusion, and
flexibility to strengthen post-pandemic employee relations
across sectors (Mohammed & Sundararajan, 2024), while HR
analytics and transparent promotion systems enabled by digital
tools improve engagement and trust (Sundararajan et al., 2022).
Influencer marketing's emphasis on authentic communication
has also shaped internal expectations of transparency,
impacting organizational retention practices (Sundararajan &
Mohammed, 2024). Despite clear evidence of interrelated
drivers, existing studies often examine them in isolation or
within specific industries, leaving a gap in understanding their
combined influence on the unified outcome of retention and
engagement. This paper addresses that gap by proposing a
comprehensive model that integrates these organizational

drivers to predict and enhance employee retention and
engagement across diverse contexts.

2.1 CONCEPTUAL FRAMEWORK

The study’s conceptual framework examines how
multidimensional organizational drivers—Ileadership style,
organizational culture, compensation and rewards, career
development opportunities, and work—life balance—act as
independent variables influencing the unidimensional outcome
of employee retention and engagement, drawing on both Social
Exchange Theory (SET) and the Job Demands—Resources
(JD-R) model. Under SET, reciprocal exchanges arise when
employees receive organizational inputs like supportive
leadership, fair rewards, and work-life support, leading them to
reciprocate through loyalty and engagement (frontiersin.org).
Meanwhile, JD-R theory posits that these organizational
drivers function as job resources that buffer job demands and
foster work engagement—which in turn reduces turnover
intentions (frontiersin.org). Empirical evidence shows that job
resources such as autonomy, feedback, development
opportunities, and social support not only enhance engagement
but also contribute to retention through motivational pathways
and gain spirals (pmc.ncbi.nlm.nih.gov). Together, these
theoretical and  empirical  perspectives  support a
multidimensional-to-unidimensional  pathway in  which
synergistic organizational drivers cultivate a unified attitudinal
and behavioral response—heightened engagement and reduced
turnover—thus providing a robust foundation for predicting
employee outcomes.

Linking of Social Exchange Theory (SET) and Job Demands-Resources (JD-R) Theory with Organizational Drivers (IV) and
Employee retention and engagement (DV)

Organizational Drivers &
(IV&)

— —

R T —

Leadership Style Organizational Culture

Compensation and Rewards Career Development Work-Life Balance

—

Social Exchange Theory

—
l\f

-

JD-R Theory

_—

Employee Retention and
Engagement &(DV&)

Fig 1: Social Exchange Theory (SET) and Job Demands-Resources (JD-R) Theory with Organizational Drivers (V) and
Employee retention and engagement (DV)
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2.2 EXPLANATION OF LINKAGES

This study integrates Social Exchange Theory (SET)
and Job Demands—Resources (JD-R) theory to explain how
organizational  drivers—leadership style, organizational
culture, compensation and rewards—shape employees’
perceptions of fairness and support, triggering reciprocal
engagement and retention through psychological contracts,
while career development opportunities and work-life balance
function as critical job resources that buffer job demands,
reduce burnout, and fuel motivation and long-term
commitment. SET posits that when employees perceive high-
quality exchanges—fair leadership, healthy culture, equitable
rewards—they feel compelled to reciprocate with loyalty and
engagement (sajip.co.za). Meanwhile, JD-R theory frames
career development and work-life balance as resources that not
only help manage demands but actively drive engagement,
which in turn decreases turnover intentions (frontiersin.org).
Collectively, these theories suggest that strategically aligning
all organizational drivers fulfills employee expectations and
equips them to thrive, resulting in a unified outcome of
enhanced retention and engagement.

2.3 RESEARCH GAP

Most existing research on employee retention and
engagement examines them separately or treats organizational
drivers—Ilike leadership, culture, compensation, career
development, and work-life balance—as isolated constructs,
resulting in fragmented insights. Few conceptual studies adopt
a multidimensional framework that shows how these factors
interact to influence retention and engagement combined.
Moreover, the literature is dominated by quantitative methods,
with limited qualitative or theory-driven models, especially in
developing contexts where cultural dynamics differ from the
Global North. In particular, research integrating robust
theoretical lenses—such as Social Exchange Theory and the
JD-R model—is scarce, leaving a gap in understanding how
unified organizational support systems bolster long-term
employee commitment and emotional investment. This study
fills these gaps by proposing a conceptual framework that
holistically connects multiple organizational drivers to unified
employee outcomes and applies it within developing
economies.

Table 1: Identified Research Gaps and Their Implications

S/N | Identified Research Gap Implications

1 Lack of integrated conceptual models linking multiple | Calls for a holistic framework that reflects the interplay
organizational drivers to both retention and engagement of multiple organizational dimensions

2 Predominance of empirical and quantitative studies with limited | Justifies the need for a conceptual and theory-driven

theoretical depth study to deepen understanding

3 Limited use of dual-theory frameworks (e.g., SET and JD-R) in | Enhances the explanatory power by synthesizing
explaining organizational influence on employee outcomes complementary theoretical perspectives

4 Insufficient research focused on emerging economies and sector- | Supports the contextualization of organizational behavior
specific cultural contexts research in local environments like Nigeria

Source: Author’s Review, 2025

2.4 MODEL OF THE STUDY

This study presents a robust conceptual model
depicting how organizational drivers—Ileadership style,
organizational culture, compensation and rewards, career
development opportunities, and work—life balance—interact as
independent multidimensional factors to shape the unified
outcome of employee retention and engagement. Drawing
from Social Exchange Theory, elements such as supportive
leadership, cohesive culture, and fair rewards cultivate
perceptions of reciprocal obligation, prompting employees to
respond with loyalty and increased emotional investment

(emerald.com). Concurrently, the Job Demands—Resources
(JD-R) Theory frames career development and work-life
balance as essential job resources that not only help manage job
demands but also boost motivation, reduce burnout, and
reinforce engagement, thereby reducing turnover intention
(en.wikipedia.org). Empirical reviews demonstrate that when
these drivers work synergistically, they fulfill psychological
contracts, buffer stress, and activate pathways that collectively
enhance retention and engagement as a single, cohesive
outcome. This integrated, theory-driven framework advances
understanding of how organizations can strategically align
internal supports to foster long-term employee commitment.
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ORGANIZATIONAL DRIVERS

Leadership Style Organizational Culture

Compensation & Rewards

Career Development

o Work-Life Balance
Opportumities

\’ Employee Retention and //

Engagement

Figure 2: Conceptual Model of Organizational Drivers (1V) and Employee Retention and Engagement (DV)

Linkages between Organizational Drivers (1V)
and Employee Retention and Engagement
(DbV)

The model illustrates that multiple organizational
drivers—Ileadership style, organizational culture, compensation
and rewards, career development opportunities, and work—life
balance—converge to shape the unified outcome of employee
retention and engagement. Leadership fosters trust and
motivation through vision and support; a robust culture
promotes belonging; equitable rewards affirm employee
contributions; career development builds loyalty; and work—
life balance reduces burnout by harmonizing professional and
personal needs. These five drivers are visually differentiated in
the model, yet together they flow toward a single outcome,
emphasizing that sustained commitment arises not from any
one factor but from their collective influence. Grounded in both
Social Exchange and JD-R theories, the framework
underscores how interconnected organizational practices foster
long-term employee engagement and reduce turnover.

3. METHODOLOGY

This study employs a qualitative, theory-guided
conceptual design, synthesizing existing literature and
theoretical insights to develop an integrative framework linking
organizational drivers to employee retention and engagement.
Guided by methodological principles for conceptual research—
such as explicit theory selection, transparent argumentation,
and logical integration of constructs(link.springer.com)—the
approach systematically reviews peer-reviewed articles,
industry reports, and theoretical models (e.g., SET and JD-R)
to identify patterns and relationships among leadership, culture,
rewards, career development, and work-life balance. Drawing
on secondary data from databases like Scopus, JSTOR, and
Google Scholar, the study focuses on high-quality literature
from the past decade, emphasizing insights from both
developed and developing economies and maintaining rigor
through theoretical triangulation. While no primary data are
collected, this methodology enables the construction of a robust
conceptual framework that researchers can empirically test and
practitioners can implement to inform HR strategies—ensuring

academic integrity through critical engagement and proper
citation of all sources.

4. FINDINGS

This chapter presents a comprehensive synthesis of
theoretical and conceptual insights derived from existing
literature, culminating in the development of a unified
framework that links organizational drivers to employee
retention and engagement. The findings underscore the
multidimensional nature of organizational drivers, highlighting
the interrelated roles of leadership style, organizational culture,
compensation and rewards, career development opportunities,
and work-life balance in shaping employees' experiences and
influencing their decisions to remain engaged and committed.
The study consolidates employee retention and engagement
into a unified construct, emphasizing their interdependence and
the reciprocal relationship between organizational support and
employee commitment. The integrated conceptual framework,
informed by Social Exchange Theory and the Job Demands-
Resources (JD-R) Model, offers a strategic tool for
organizational leaders and HR practitioners aiming to enhance
workforce stability and productivity. Furthermore, the study
identifies key gaps in existing research and organizational
practice, including the lack of unified frameworks that integrate
employee engagement and retention as interconnected
outcomes, limited scholarly attention to these concepts within
developing economies, and the tendency to isolate individual
organizational drivers rather than examining their combined
influence. By addressing these gaps, the study contributes to
both theoretical understanding and practical application,
providing a structured foundation for future empirical research
and supporting cross-contextual comparisons, particularly in
underrepresented regions and organizational settings.

5. CONCLUSION

This study conceptualizes the connection between
multiple organizational drivers and the unified outcome of
employee retention and engagement. It develops a
comprehensive model linking leadership style, organizational
culture, compensation and rewards, career development
opportunities, and work-life balance to employee outcomes.
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The research addresses gaps in prior studies that examined
retention and engagement separately, offering a more
integrated theoretical approach through Social Exchange
Theory and the JD-R Model. The findings emphasize that
sustainable retention and engagement require multidimensional
strategies embedded in organizational culture and aligned with
employee needs. This conceptual framework provides valuable
insights for organizational leaders and lays the groundwork for
future empirical validation, supporting the creation of
motivated, loyal, and productive workforces essential for long-
term success.

5.1 Scope for Future Work

This study proposes a conceptual framework that
integrates Social Exchange Theory (SET) and the Job
Demands-Resources (JD-R) Model to examine the interplay
between organizational drivers and employee retention and
engagement. The framework identifies five key organizational
drivers—Ileadership style, organizational culture, compensation
and rewards, career development opportunities, and work-life
balance—as independent variables influencing the dependent
variable, employee retention and engagement. SET explains
that employees reciprocate organizational support through
increased commitment and engagement, while the JD-R Model
highlights how job resources mitigate stress and enhance
motivation. The study employs a qualitative, theory-driven
methodology, synthesizing existing literature and theoretical
perspectives to develop a unified framework applicable to both
academic research and organizational practice. The findings
underscore the multidimensional nature of organizational
drivers and their collective impact on employee outcomes,
emphasizing the need for integrated approaches in human
resource management. The study also identifies gaps in existing
research, particularly the lack of unified frameworks and
empirical studies in developing economies, and offers
recommendations for future research and practical applications
in organizational settings.
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