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Abstract

Retaining your best employees when the economy is unstable is not easy. Companies
need special strategies to make their employees feel at home and productive. The study
in this research uses the literature method. The results show that employee retention
strategies include adjusting salaries and benefits, providing opportunities for
employees to grow, improving employee welfare and creating a comfortable working
atmosphere. These strategies not only make employees more loyal, but also help
companies survive economic problems. In the end, companies that care about their
employees will be stronger in the face of fierce business competition. In essence, taking
good care of your employees is an important investment in your company's future.
Keywords: Strategy, Employee Retention, Fluctuation, Economy.

Introduction

In an era of globalisation and increasingly complex economic dynamics,
companies face increasing challenges in maintaining quality human resources.
Economic fluctuations, characterised by significant changes in economic indicators such
as inflation, currency exchange rates, and economic growth, have a directimpact on the
stability of company operations and employee welfare. (Dhandayuthapani & Shalini,
2024)..

Global economic volatility has become an increasingly prominent phenomenon
in recent decades, creating significant challenges for businesses and individuals around
the world. Key characteristics of this volatility include sharp fluctuations in financial
markets, instability in currency exchange rates, drastic changes in commodity prices,
and uncertainty in economic growth between countries. Factors contributing to this
volatility include intensified globalisation, rapid technological advances, geopolitical
changes, and unexpected events such as global pandemics or natural disasters. (Kapoor
etal., 2023).. As aresult, companies and governments must constantly adapt to the fast-
changing economic environment, while individuals face greater uncertainty in terms of
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employment, investment and long-term financial planning. This global economic
volatility not only affects developed countries, but also has a significant impact on
developing countries, creating complex challenges in the effort to maintain economic
stability and improve global welfare. (Ayudo & Budiono, 2023)..

The work paradigm shift has undergone a significant transformation in recent
years, accelerated by technological advancements and socio-cultural shifts. The
traditional concept of a fixed-location office job has been replaced by a more flexible
and dynamic model. Trends such as remote working, the gig economy and automation
have changed the way people view and perform their work. Companies increasingly
value work output over physical presence, encouraging a more output-orientated work
culture. Work-life balance is becoming a top priority, with employees seeking greater
flexibility and autonomy in organising their schedules. (Loncan, 2024). Digital skills and
adaptability are becoming increasingly important, while lifelong learning is becoming a
necessity to stay relevant in an ever-changing labour market. This new paradigm also
brings challenges such as social isolation, blurred work boundaries, and the need for
better self-management. However, these changes also open up new opportunities for
innovation, creativity and increased productivity, reshaping the way we understand and
value work in the modern era. (Bharadwaj, 2023).

Economic fluctuations have a significant and diverse impact on employees,
creating a work environment full of uncertainties and challenges. During periods of
economic downturn, employees often face the risk of layoffs, reduced working hours,
or pay cuts, which can cause severe financial and psychological stress. This instability
can result in decreased motivation, productivity, and loyalty to the company. On the
other hand, in times of economic growth, employees may enjoy opportunities for salary
increases, bonuses, or promotions, but also face pressure to improve performance and
adapt to rapid changes in their industry. (Salsabil & Cahyo, 2023). Economic fluctuations
can also affect employees' decisions regarding career changes, further education, or
retirement planning. Furthermore, economic uncertainty can impact employees' mental
well-being, causing anxiety about their job security and financial future. As a result,
employees are required to be more flexible, continually upskill and develop emotional
resilience to deal with unpredictable changes in their work environment. (Mazikana &
Hove, 2024)..

Given the complexity of the above issues, this research examines effective
employee retention strategies in the face of economic fluctuations. By understanding
the dynamics between economic conditions, company policies, and employee needs,
this research is expected to provide valuable insights for companies in designing and
implementing adaptive and sustainable retention strategies.
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Research Methods

The study in this research uses the literature research method. Literature
research method, also known as literature study or literature review, is a research
approach that focuses on analysing and synthesising information from various relevant
written sources. (Hidayat, 2009); (Afiyanti, 2008).

Results and Discussion
Employee Retention

Employee retention is an effort made by a company or organisation to retain
qualified and valuable employees to stay with the company for a long period of time.
This concept includes various strategies and practices implemented by human resource
management to create a positive work environment, provide career development
opportunities, offer competitive compensation and benefits, and build good
relationships between employees and the company. (Reed, 2024). The main objectives
of employee retention are to reduce turnover, retain valuable knowledge and skills
within the organisation, and minimise the cost and time required to recruit and train
new employees. (Fatmawati, 2020).

Employee retention is influenced by a variety of interrelated and complex
factors. Some of the main factors that influence employee retention include:
competitive compensation and benefits, career development opportunities and
continuous learning, work-life balance, positive organisational culture, quality of
leadership and management, recognition and reward for performance, comfortable
and safe working environment, good interpersonal relationships with colleagues, clarity
of roles and responsibilities, and compatibility between employees' personal values and
the Company's values. (Bentum, 2023). In addition, external factors such as labour
market conditions, career opportunities in other companies, and the economic situation
can also influence employees' decisions to stay or leave the company. Understanding
and managing these factors well can help companies improve employee retention rates
and retain their best talent. (Alavi, 2022).

Employee retention is critical to a company's success and sustainability.
Retaining qualified and experienced employees can provide a variety of significant
benefits, including: maintaining operational stability, retaining company-specific
knowledge and expertise, increasing productivity and efficiency, reducing recruitment
and training costs for new employees, maintaining good relationships with customers
and business partners, and building the company's reputation as a desirable place to
work. (Shani & Senthilkumar, 2020). In addition, loyal employees tend to be more
committed to company goals, more innovative, and can contribute to the development
of a positive organisational culture. High levels of employee retention can also improve
overall employee morale and motivation, which in turn can lead to improved company
performance and competitiveness in the market. Therefore, investing in an effective
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employee retention strategy is an important step for companies to ensure long-term
growth and sustainable success. (Yadav, 2020).

Economic Fluctuations

Economic fluctuations refer to changes or variations that occur in the economic
activity of a particular country or region over a period of time. This phenomenon is
characterised by the rise and fall of various economic indicators such as gross domestic
product (GDP), inflation rate, unemployment rate, commodity prices, and stock market
indices. Economic fluctuations can be cyclical, which means they occur repeatedly in a
certain pattern, or they can be caused by external factors such as natural disasters,
changes in government policies, or global economic shocks. (Adamska-Chudziriska &
Pawlak, 2024).. Understanding economic fluctuations is crucial for policymakers,
businesses, and the general public as it can affect decision-making, financial planning,
and investment strategies. Analysis of economic fluctuations helps in predicting future
economic trends and developing strategies to manage risks and capitalise on
opportunities arising from changing economic conditions. (Sinta et al., 2023)..

Economic fluctuations can be divided into several main types, each with different
characteristics and impacts on the economy. Firstly, there is the business cycle or
economic cycle, which consists of expansion, peak, recession and recovery phases,
usually lasting several years. Second, there are seasonal fluctuations, which occur
regularly over a period of one year, often associated with seasonal changes or specific
consumption patterns. Third, short-term or random fluctuations, which are caused by
unexpected events such as natural disasters or political turmoil. Fourth, long-term
trends, which describe the overall direction of movement of the economy over a longer
period of time, are usually associated with structural changes in the economy. (Yue,
2021). Fifth, cyclical fluctuations, which are recurring patterns in economic activity
unrelated to seasonality. Finally, there are structural fluctuations, which result from
fundamental changes in the structure of the economy, such as a shift from an industrial-
based economy to a service-based economy. Understanding these different types of
fluctuations is important for comprehensive economic analysis and informed decision-
making in the context of business and public policy. (Posthuma et al., 2021)..

Economic fluctuations can have a significant impact on companies and
employees. For companies, periods of economic expansion can increase demand for
products or services, drive revenue growth, and open up new investment opportunities.
Conversely, during a recession, companies may face declining sales, smaller profit
margins, and difficulties in obtaining credit, which may result in reduced production,
delayed expansion, or even business closure. For employees, the impact can be felt
directly on job security and income. (Thalgaspitiya, 2020).. In times of economic growth,
employees may enjoy increased salaries, bonuses, or promotional opportunities.
However, during economic downturns, they may face salary freezes, reduced working
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hours, or even termination. Economic fluctuations can also affect the value of
employees' savings and investments, and influence their decisions regarding spending
and long-term financial planning. (Bharadwaj, 2023). Therefore, both companies and
employees need to have flexible strategies and financial reserves to deal with various
economic scenarios, as well as continuously improve efficiency and skills to remain
competitive in various market conditions.

Employee Retention Strategy

Employee retention strategy is a crucial aspect of human resource management
that aims to retain quality employees and reduce turnover rates. One of the key
strategies is to create a positive and supportive work environment. This involves
building an inclusive corporate culture, valuing the contributions of each employee, and
promoting work-life balance. (Barik et al., 2024).. Companies can implement policies
such as flexible working hours, health and wellness programmes, and comfortable and
ergonomic workspaces. In addition, open communication between management and
employees is essential to build a sense of trust and engagement (Indrasari & Pamuj,
2024). (Indrasari & Pamuji, 2023)..

Career development and training are also important components of an
employee retention strategy. Companies need to provide clear career paths and
opportunities for professional growth. This can include mentoring programmes, job
rotations, and training in new skills. Investing in employee development not only
enhances their capabilities, but also demonstrates the company's commitment to
employees' long-term success. In addition, providing greater responsibility and
opportunities to lead projects can increase employees' sense of ownership and loyalty
to the Company. (Zardari et al., 2023)..

Competitive compensation and benefits remain an important factor in employee
retention. This includes not only industry- and performance-appropriate salaries, but
also a comprehensive benefits package. Pension plans, good health insurance, and
performance bonuses can be differentiating factors. Some companies also implement
employee share ownership or profit sharing programmes to align employees' interests
with the long-term success of the company. It is also important to regularly review and
adjust the compensation package to ensure its competitiveness in the labour market.
(ABDELAZIM, 2024).

Finally, recognising and rewarding employee achievements is an often
overlooked yet highly effective retention strategy. This can be formal such as monthly
or annual employee of the year awards, or informal such as direct praise from managers
for good work. A transparent and fair reward programme can increase employee
motivation and loyalty. (Bhakuni & Saxena, 2023). In addition, involving employees in
decision-making and seeking their input on important projects can increase a sense of
belonging and commitment to the company. By implementing a combination of these
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strategies, companies can create an attractive work environment and retain their best
talent in the long term. (Subedi et al., 2024)..

Challenges and Constraints in Strategy Implementation

Strategy implementation in an organisation often faces various challenges and
obstacles that can hinder its effectiveness and success. One of the main challenges is
resistance to change from members of the organisation. Employees may feel
comfortable with the status quo and be reluctant to adopt new ways of working or
processes. (Haar & Kelly, 2024). This resistance can arise from different levels of the
organisation, from operational staff to middle management. Overcoming this requires
clear and consistent communication of the reasons behind strategic change, as well as
involving employees in the change process. A structured change management
programme and adequate training can also help reduce resistance and facilitate a
smoother transition. (Allen & Vardaman, 2021).

Limited resources, both financial and human, are often a significant obstacle to
strategy implementation. Many organisations may have an ambitious strategic vision
but lack the necessary funds or personnel to make it a reality. This can lead to
incomplete or stunted implementation. In addition, inappropriate resource allocation
can result in some aspects of the strategy being neglected while others receive
excessive attention. To overcome these challenges, organisations need to undertake
careful resource planning, set clear priorities, and may need to seek alternative sources
of funding or undertake internal restructuring to optimise the use of existing resources.
(Buga, 2024).

The lack of alignment between strategy and organisational culture is also a major
challenge. A strategy that is not in line with the values, norms, and practices already
embedded in the company's culture will be difficult to implement. For example, a
strategy that emphasises innovation and risk-taking may face obstacles in an
organisation with a very conservative and risk-averse culture. (lvana, 2020). Overcoming
these challenges requires a long-term effort to change the culture of the organisation
to be more aligned with the strategic direction. This may involve changes in the reward
system, organisational structure, and even in the composition of the leadership team.
(Hasan, 2023).

Finally, the inability to adapt to changes in the external environment can be a
serious obstacle to strategy implementation. Dynamic markets, rapid technological
changes, and regulatory shifts can quickly render an initially relevant strategy obsolete.
Organisations that lack the flexibility and speed to respond to external changes may
find that their strategies are no longer effective or even counterproductive. (Rajput et
al.,, 2023). To address this, organisations need to develop the ability to conduct
continuous environmental scans, have agile decision-making processes, and build
flexibility into their strategic plans. Successful strategy implementation requires an
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adaptive approach and the ability to make quick adjustments based on feedback and
changing market conditions.

Conclusion

Employee retention strategy in the face of economic fluctuations is a crucial
aspect of modern human resource management. In the midst of economic uncertainty,
companies need to adopt a holistic and flexible approach to retain their best talent.
Strategies such as developing competitive and adaptive compensation programmes,
improving employee welfare through relevant benefits, and focusing on career
development and continuous learning have proven effective. In addition, building a
positive and inclusive organisational culture, improving internal communication, and
recognising and rewarding employee performance are also important elements of a
successful retention strategy. These approaches not only help retain employees during
difficult times, but also increase their loyalty and productivity in the long run.

In conclusion, an effective employee retention strategy in the face of economic
fluctuations must be comprehensive, adaptive and centred on the needs of employees.
Companies need to realise that investing in employee retention is not just about
retaining talent, but also about building overall organisational resilience. By
implementing the right strategies, companies can create a stable and supportive work
environment, even in the midst of economic uncertainty. This in turn will result in a more
engaged, productive, and loyal workforce, which can help companies not only survive
but also thrive in various economic conditions. Therefore, an effective employee
retention strategy should be a top priority for any organisation looking to build a
sustainable competitive advantage in an increasingly complex and dynamic
marketplace.
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