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ABSTRACT

It was not uncommon to stay at the same job, with
the same employer, for your entire working career
back in the day. However, nowadays, today’s
workforce trends have shifted significantly. The
researchers are curious to look for way to check
make this trend.The purpose of this study therefore
is to examine the relationship between employee’s
retention strategies and employee’s performance of
some selected small and medium scale business in
south-south Nigeria. The population of the study is
some selected fast food operating in South-South
Nigeria, the population element are 181
management staff and supervisors. This study
applied cross-sectional survey design since it is
meant to produce a precise representation of
situations. The paper used purposive sampling for
the selection of the respondents. Questionnaires
were distributed to the respondents for statistical
analysis. The study utilized Statistical Package for
the Social Sciences (SPSS) to analyze the data
collected. The generated data was analyzed and
presented using both descriptive and inferential
statistical technique. To determine the strength and
direction of the relationship between variables, the
researchers used Pearson’s Product Moment
Correlation coefficient. The hypotheses were tested
at a 95 percent confidence interval and 0.05 level of
significance. The result showed a positive strong
significant  relationship  between  Employees
retention strategies and organizational performance.
The study revealed a number of findings which
showed a strong positive relationship between
employee’s retention strategies and organizational
performance. And the following recommendation
were made.The managers of fast food in South-
South region must incorporate retention strategies
and ensure that employees are properly trained so
that they can perform their task effectively, The
management of fast food in South-South Nigeria
should create the opportunity for every employees

to undergo training and developmental programme
to enable them adapt to any direction the
organization is moving without affecting their
performance, management of fast food must
consider a proper remuneration and recognition of
employees to ensure they perform their task, the
leadership must reward employee by giving some
benefits in the form of health insurance, low or no-
interest loans, opportunities to repossess the
company’s depreciated assets through balloting and
auctioning,  acknowledging and  rewarding
employee contributions by having employees or the
month/year awards and recognizing extended stays
by organizing long-service awards.

Keywords: Employees Retention Strategies,
Organizational Performance, Adaptive
Performance,  Training and  Development,
Recognition and Reward

. INTRODUCTION

It was not uncommon for employee to stay
at the same job, with the same employer, for entire
working career back in the day. However,
nowadays, specifically due to the impacts of
employee’s high taste, today’s workforce trends
have shifted significantly. For employers, this shift
has resulted in a highly competitive job market as
employees are pursuing a new jobs, shifting
priorities, and making important career decisions.
In order to attract, engage and retain employees,
organizations as a matter of fact must invest in
improving the knowledge and skills of employees.
employee retention is investment on employee
training and career development. Organization
always invests in the form of training and
development on those workers from whom they
expect to return and give output on its investment.

Employee retention has a significant
impact on organizational performance, whereas
poor employee retention can be a costly problem
for any business. In today's competitive
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organizations’ pressing issue is employees'
retention (Singh, 2019; Ma et al., 2018). As new
technologies are discovered, and to guide such a
challenging and frantic environment where change
is almost alleged daily, it will take actual skill and
knowledge. Therefore, products and services are
ensured through frequent outputs because of top
employees' retention (Kossivi et al., 2016). Also,
retention becomes crucial for every organization.
Padhi et al. (2020) found that employee retention
tends to increase organizational performance.
Current employees are also encouraged by
retention to hold on to their job in the organization.
For effectiveness and efficiency of employees in
their different job duties, they have been in the
service for a long.

Retaining  employees  benefits  the
organization's performance as employee strategies
such as training programs and monetary benefits
and reward may increase employees' longevity
(Kossivi et al.,, 2016). Retaining employees
improves profitability as employee productivity
provides goods and services, resulting in the
organization's ability to increase revenue and utilize
resources (Ivana, 2020). Based on literature, leaders
are an essential source who create employee-
retentionstrategies (Ivana, 2020). As leaders select
employee-retention strategies to retain employees,
leaders can use strategies that address employees’
needs (lvana, 2020). Leaders may keep in mind that
retention strategies are not universal (Ivana, 2020).

Recognition is one of the most effective
non-financial factors of employee retention.
Employees who feel appreciated are more likely to
stick with an organization in good times and
bad.The rate at which employees leave
organizations has increased and organizations with
retention policies are able to reduce employee
turnover. Employee retention is vital for employers
to compete in their industry and profit
(Subramaniam et al., 2019). Researchers have
supported the idea that employee-retention
strategies such as rewards and compensation help
organizational leaders do better in their industry as
employees are willing to support the company in
remaining competitive and improving profits
(Subramaniam et al., 2019).

According to Okafor, Ifekwem and Adeyi
(2019) employee retention strategy is defined as
policy put in place, supported by actions taken by
the organization to prevent the organization‘s
skilled employees from leaving their jobs. By
implication, it can be thought of as the practice that
anorganization uses to retain its employees
throughout their career. Effectivelyimplementing
employee retention strategies increases loyalty,

engagement and reduces employee turnover rates
(James and Mathew, 2012). A better understanding
of why employees leave or want to leave the
organization informs the effective retention
strategies to be adopted (James and Mathew, 2012).

Many studies conducted on employee
retention strategies and organizational performance
use leadership style, reward management, job
rotation, work environment, job security, etcas
proxies for employee retention strategies with
positive and significant results in their various
location and that most of the methodology
employed in the previous studies were faulty while
some are qualitative based in  nature
(Taplin&Winterton, 2007; Michael &Chipunza,
2009, and Okafor, Ifekwem&Adeyi (2019).
However, there are some others employee retention
strategy that have not been considered in the other
research considered during this article and they are
training and development and recognition and
reward. Thus, this study will contribute to body of
knowledge by evaluating the effects of these two
employee retentions strategies on organizational
performance in fast food restaurant in South-South
Nigeria.

1.1 STATEMENT OF THE PROBLEM

To optimize employees performance, there
must be strategy of training and development,
which will radically impassivity and enhance their
retention. This is to ease the job-related knowledge
learning, skills and employees’ behavior through
planned effort. For this purpose, to be achieved by
organizations, they need to invest in the employees
in their establishment to obtain the required skills,
knowledge and abilities that would empower them
in a work environment that is rapidly changing.
Another strategy that will help organization in
retaining their employees is recognition and
reward. Agarwal (1998) defines reward as
something the employees get because of their
contributions and performance to enhance the
organization’s realization of objectives and goals. T

Armstrong (2006) stated that purposely
strategy for reward is to develop practices and
policies that would entice, motivate, and retain
high-quality employees. As Taplin et al. (2003)
explained, organizations’ reward systems have
positive relationships with employees' satisfaction
with their jobs and retention. That is to say,
training, development, recognition and reward
compared to other competitors can entice,
encourage, and retain high-quality employees
(Cardy&Lengnick-Hall, 2011).
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Employees are valuable assets in an
organization. Organizational leaders rely on
employees to make organizations successful by
providing goods and services to stakeholders,
meeting deadlines, and using employee skills and
knowledge to drive innovative ideas (Basnyat& Chi
Sio, 2020; Ivana, 2020). Although organizational
leaders depend on employees to help sustain the
organization, leaders face challenges retaining
employees across industries because the job market
is competitive (Diah et al., 2020; Ivana, 2020).
Employees have many options to find employment
elsewhere to improve salary, opportunities for
work-life balance, meaningful job tasks, and

Organizational retention

promotion (Basnyat& Chi Sio, 2020; Diah et al.,
2020). More importantly, organizational leaders
realize employees' importance because they retain
valuable skills and knowledge to sustain the
organization (lvana, 2020).

1.2 Conceptual Framework

The below figure shows the conceptual
framework of this study. The predictor variable is
employee’s retention strategies and, recognition
and reward, while the criterion variable is
organizational performance with measures as task
performance, and adaptive performance
(Rabindra&Lalatendu, 2017).

Emplovee Performance

Strategies

Training and
Development

Recognition and Rewards

Task Performance

Adaptive Performance

Figure 1: Conceptual framework for employee retention strategies and organizational performance.

1.3 The objectives of the study

The purpose of this study therefore is to determine

the following

1. To determine the effect of Training and
Development on task performance

2. To determine the effect of Training and
Development on adaptive performance

3. To determine the effect of Recognition and
Rewards on task performance

4. To determine the effect of Recognition and
Rewards on adaptive performance

1.4 RESEARCH QUESTIONS

This study will be guided by the following research
questions:

1. To what extent does Training and
Development affect task performance?

2. To what extent does Training and
Developmentaffect adaptive performance?

3. To what extent does Recognition and
Rewardsaffect task performance?

4. To what extent does Recognition and Rewards
affect adaptive performance?

1.5 RESEARCH HYPOTHESIS

From the research questions raised for the study,
we further hypothesize as follows:

Ho:. There is no significant relationship between
Training and Development and task performance
Hqo There is no significant relationship between
Training and Development and adaptive
performance

Hgz: There is no significant relationship between
Recognition and Rewards and adaptive
performance

Hos: There is no significant relationship between
Recognition and Rewards and task performance

1. LITERATURE REVIEW

2.1 Employee Retention Strategies

Skilled employees are more confident of
their value, and they seek the best opportunities in
the best work environment to practice their skills.
Employers on the other hand, need to retain the
best skills if they will remain relevant in their
industries (Naz et al., 2020). Employers doing
whatever they can to keep, the best skills, tend to
attract the best skills and lead in their respective
industries. Employee retention strategies include all
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the measures an employer applies to managing their
human resources, with the aim of retaining the best
skills for a longer time.

To retain talented employees, it is
important that employers provide a work
environment that will encourage the employees to
stay. Naz et al. (2020) noted that employee
turnover affects the organizations negatively
because turnover may involve losing talented
employees. Providing a conducive environment
that will encourage the employees to stay should be
one of the focuses of employers. Business leaders
need to retain the best talents to achieve their goal,
some of them develop and apply different strategies
to achieve their goal of employee retention. Some
strategies are discussed below.

2.1.1 Training and Development

Employees who have stayed long in a
particular position may lose their drive and the
excitement associated with their work. Employees
may begin to look for opportunities to increase
their skills. If there are no opportunities for training
and development, they may start looking for more
challenging opportunities outside.

Training and development opportunities
have a positive effect on young employees and may
influence their willingness to be loyal to an
organization (Akther& Tarig, 2020). It is important
to note that training and development should not
stand alone. Organizations need to have an
employee support system like an employee
retention strategy or policy together with training
and development to encourage employee loyalty to
the organization (Nguyen, 2020). Alrazehi et al.
(2021) and Manzoor et al. (2021) noted that though
training and development encourage employee
performance and productivity, a lack of employee
support in an organization may make the
employees leave the organization. It is important
that organizational leaders set up employee
retention strategies which may include creating
training opportunities for their employees.

Training and development may increase
employee drive and improve performance when in
an employee-supported environment. A support
system may include opportunities for advancement
after an employee is trained. When there are
opportunities for growth with an improved skill or
qualification, this can motivate employees to stay
with the organization. Improved skill should come
with an opportunity to apply what has been learned
to an advanced responsibility. Without a supportive
environment, training and development may equip
employees with skills to seek other opportunities in

other organizations that offer better employee
support.

2.1.2 Recognition and Rewards

When people are recognized for their
contribution to an organization, it can boost their
morale and encourage them to perform better. An
organization that recognizes the contributions of its
employees and rewards them accordingly may have
loyal employees that will last for some time.
Rombaut and Guerry (2020) noted that rewarding
the outstanding performance of an employee
motivates them to perform better, in addition, team
recognition as well, can encourage employees or
groups of employees to perform better and can
encourage them to stay with the organization.
Employee motivation has been linked to the
recognition of employee performance and the
reward of performance. Rai et al. (2018) noted that
when the efforts of employees are recognized
through adequate engagement and duly rewarded,
the employees are motivated to perform better.

Performance recognition of employees for
achievements attained could result in employees
choosing to stay because they are satisfied with
their work. Younies (2020) noted that when there is
a planned system of performance recognition and
reward, employees are likely to be attracted and
may be motivated to stay. A well-structured system
of employee recognition and reward system in an
organization can be a motivating factor that will
attract qualified and experienced workers and
where these policies are applied may result in
employee retention..

2.1.3 Employee performance

Employee Performance involves the art of
completing a given task within the defined
boundaries (Lgbal, Ljaz, Latif, &Mushtaqg, 2015).
According to Miller and Broamiley (1990),
employee performance involves the employee’s
ability to achieve his/her assigned goals. It is a
function of knowledge, skills, abilities, and
motivation directed towards achieving a formal job
responsibilities (Campbell & Kennedy, 1999).
Based on the above definition, it is a combination
of employee’s skills, resources and capabilities
used efficiently and effectively in order to achieve
a given task towards the attainment of the goals of
the organization.

Performance is defined as the record of
outcomes produced on a specified job function or
activity during a specified time period.
(Bernadrdin&Russel, 1998). As such, it is the
people's obligations and activities that their work
comprises of, which ought to be done in the correct
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manner taking into cognizance the qualified
employees’ capacities to do them (Katua, Mukulu,
&Gachunga, 2014). Employee’s performance can
be characterized as performing various exercises
and responsibilities that their work comprised.

According Sonnentag and Frese (2002)
defined employee performance from two aspects
vis-a-vis action (or behavioral aspect) and an
outcome aspect. The action or behavioral pertains
to what the individual does at work that is relevant
towards achieving the organizational goals, while
the outcome aspect relates to the consequences of
result pertaining to active behavior or action. An
employee’s job performance depends on or is a
consequence of some combination of ability, effort,
and opportunity which can be in terms of outcomes
or results produced (Mulanya&Kagiri, 2018). It is
the job related activities expected of a worker and
how well those activities were executed.

2.1.4 Task Performance

Task performance is defined as behaviour
related to the achievement of projected, specified,
or formal role commitments as part of
organizational members (Campbell, 1990). It refers
to observable things people do that are relevant to
the goals of the organization (Campbell, McHenry
& Wise, 1990). It indicates personal performance
of the tasks required on the job. In the words of
Motowildo and Kell (2012), task performance
includes activities that directly transform raw
materials into goods and services. In other words, it
comprises input from employees needed for the
production of goods and services. Task
performance includes activities that contributes to
the organization’s technical core
(Sonnentag&Frese, 2002).

2.1.5 Adaptive Performance

Adaptive performance involves
employee’s ability to acclimatize and provide
necessary support to the job profile in a dynamic
work situation (Hesketh, & Neal, 1999). It involves
the degree to which employee cope with, respond
to and/or support changes that affect their roles as
individuals by exhibiting adaptive behaviours
(Griffin, Neal & Parker, 2007). Allworth and
Hesketh (1999) defined adaptive performance as
behaviours demonstrating the ability to cope with
change and to transfer learning from one task to
another as job demands vary. Adaptive
performance reflects the need to clearly address
employees’ adaptability to the changes in the work
environment

2.1.6 Theoretical Foundation
This study is anchored on social exchange theory
and the expectancy theory discussed below

2.1.7 Social Exchange Theory

Social exchange theory postulates
reciprocity as a necessity for social exchange. As
reciprocity, employees are less likely to
intentionally underperform a given task. The theory
provides the conceptual underpinnings for
understanding employee’s workplace attitude and
explanations of employee’s performance (Ladkin&
Taylor, 2010). The primary tenet of the social
exchange theory is how the relationship that exists
between the parties leads to trust, loyalty, and
mutual commitments (Obicci, 2015). The rules tend
to be reciprocal and interdependence, so that the
action of one party necessitates the action of the
other party. For example, when an employee is
given an adequate onboarding experience in an
organization, he/she is motivated to reciprocate the
experience with better performance that will
enhance the success of the organization.

2.1.8 The Expectancy Theory

The expectancy theory is based on the
assumption that people are motivated to behave in
ways that produce desired and valued outcomes
(Kreitner&Kinicki, 2007). The expectancy theory
according to Gerhart and Fangb (2014) is based on
the law of effect which states that behaviour that is
rewarded will be repeated. Accordingly, if
employees’ are well educated and oriented during
their onboarding process, employees will be more
committed to the organization and put on
behaviours that will enhance their performance.

2.1.9 Empirical Review

Ebegukilgbinobael ta (2022).Examine the
relationship between employee retention strategies
and organisational performance. A well-structured
self-administered questionnaire on a five-point
Likert rating scale was administered to 180
respondents, of whom 158 were retrieved and
evaluated as the primary data collection strategy.
The data were evaluated with the help of social
science statistical software (SPSS). A two-tailed
Chi-square (x2) analytical methodology
(error=0.05 per cent) was utilized to investigate the
precise relationship between employee retention
strategy and performance. The degree of
association between the dependent and independent
variables in this study was also determined using
Cramer's V analytical approach. According to the
findings, employee retention strategies and
organizational performance are inextricably linked.
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As a result of the findings, it is proposed that firms
implement performance-based employee retention
strategies

Awolaja,  AyodejiMuyideen  (2023).
Examined the relationship between employee
retention strategies and organizational performance
of academic staff in selected private universities in
Osun State, Nigeria. The strategies for retaining
highly qualified staff in the universities in relation
performance were reviewed. The study used a
survey research design. The questionnaire was
administered to three hundred and eighty-seven
(387) respondents while only three hundred and
fifteen (315) were completed and returned. For data
classification, descriptive statistics of tables and
percentages were used as well as inferential
statistics of ordinary least square (OLS) in
hypothesis testing. The results revealed that
opportunities  for advancement, competitive
compensation plan and good work-life balance
positively affect the performance of academic staff
in the selected private universities. The study
recommends that the management of private
universities should invest heavily in the areas of
opportunities  for advancement, competitive
compensation plan and good work-life balance for
their employees in other to reduce labour turnover.

1. RESEARCH METHOD
The method for carrying out the research
is determined by the intention of the researcher, the
type of research to be conducted and the form the
responses are expected to take. The three main

research methods are qualitative, quantitative, and
mixed methods (Rutberg&Bouikidis, 2018). When
the intent is to collect and examine a phenomenon
using numeric data, then the quantitative research
method can be adopted. Data is collected in an
organized manner in a quantitative research method
and is typically used to explore the correlations
between  variables. (Basias&Pollalis, 2018;
Saunders et al., 2016). Therefor the methodology is
research design.Ahiauzu and Asawo (2016)
observed that the research design is influenced by
the study purpose, the unit of analysis and time
frame. Consequently, based on the purpose of the
study, the study was a correlational study that
examines the relationship between organizational
retention strategies and employee performance.This
study was a cross-sectional and the unit of analysis
was the managers and the supervisors fast food
Restaurants in south-south, Nigeria.

3.1.1 Population of the Study

Population is the total of elements from
which the survey sample is selected. The target
population of this study was managerial employees
and supervisorsof six (6) selected fast food
Restaurants in South-South, Nigeria. The ten (10)
fast foodRestaurants were selected for this study,
because they are very popular and have existed
over 5 years in operation in South-South, Nigeria.
From the pay roll, we discovered that they have
181 managerial staff in South-South Nigeria. Thus,
the details are shown in the Table 3.1 below.

Table 3.1 Population for the Study

Fast food Restaurants Number of Staff Sample size
Z1
Chicken Republic 30
Kilimanjaro 39 27
Pepperoni 10 7
HCUE 27 17
De Choice 13 9
The Promise 15 10
Genesis 17 12
Skippers 14 10
The Best 9 6
Chicken calypso 7 5
Total 181 124

Source: from the field work 2025

Sample Size and Sampling Technique of the
Study

A sample is an element drawn from a
target population, which indicates a representation
of an entire population. To get the sample size of
this study we will adopt the Taro Yamene (1967)

sample size determination formula since the
population is known.The Taro Yamene’s formula is

stated as:
N

n= 1+N(e)?
Where:
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n = the sample size that will be determined n= 18712
N = the population of the study 14+361(0.05)
e = Level of Significance = (0.05) n=——- =124

Applying the Taro Yamane’s formula, we have:

Table 3.2 Result of Reliability Analysis

Variable Cronbach’s Alpha
Training and Development .868

Recognition and rewards 876

Employee Engagement .874

Task Performance .867

Adaptive Performance .866

Contextual Performance .867

Source: SPSS (Version 21) Output based on 2025 field survey data.

Data Presentation
Table 4.1a: Distributed and Retrieved Questionnaire.

Questionnaire Frequency Percent %
Distributed 124 100.00
Not Distributed - 00.00
Not retrieved 3 2
Retrieved 121 98
Discarded Response 1 0.8
Useful Response 120 97
Source: Field Survey Data, 2025.

Table 4.1a above shows the copies of retrieved while 3(2%) copies were not retrieved.
questionnaire distributed, retrieved, discarded and However, out of the retrieved questionnaire,
useful response of the studied fast food Restaurants 1(0.8%) copies were discarded because it was not
in south-south, Nigeria. 124 (100.00%) copies of fill properly while 120(97%) copies were correctly
questionnaire were administered and 121(98%) filled and thus were suitable for data analysis.

copies of the questionnaire distributed were

Table 4.2 Gender of Respondents

Frequency  Percent Valid Percent  Cumulative Percent

Male 50 41.83 41.83 41.83
Valid Female 74 58.17 58.17 100.0
Total 124 100.0 100.0

Source: SPSS Output, Version 21.0 2025

Table 4.3 Age Bracket of Respondents

Frequency Percent Valid Percent ~ Cumulative Percent
Valid 31 - 40yrs 50 24.84 24.84 79.74
41 yrs and Above 74 20.26 20.26 100.0
Total 153 100.0 100.0

Source: SPSS Output, Version 21.0 2025
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Table 4.4 Education of Respondents

Frequency Percent Valid Percent Cumulative Percent
SSCE 36 235 23.5 235
OND 39 255 25.5 49.0
HND 21 13.7 13.7 62.7
BSC 34 22.2 22.2 85.0
Other 23 15.0 15.0 100.0
Certificates
Total 153 100.0 100.0
Source: SPSS Output, Version 21.0 2025
Length of Service by Respondents
Frequency Percent Valid Percent ~ Cumulative Percent
Valid 5. 10yrs 50 20.3 20.3 85.6
Over 10yrs 74 144 144 100.0
Total 124 100.0 100.0

Source: SPSS Output, Version 21.0 2025

V. BIVARIATE ANALYSIS

The bivariate level of analysis presents
evidence which illustrates the strength of the
relationship between the dimensions and the
measures of the criterion variable, organizational
performance namely: Task performance, adaptive
performance and cognitive performance. The tests
for this section are two-tailed and as such
emphasizes on no particular direction. The
assessment of the bivariate relationships are carried
out using the Spearman’s rank order correlation

with the precision for error fixed at 0.05 given the
choice of the confidence interval of 95%.

Decision rule: The decision rule which applies for
all bivariate test outcomes is according to Bryman
and Bell (2003), where:

Rho = 00-.19 “very weak”

Rho = .20-.39 “weak”

Rho = .40-.59 “moderate”

Rho = .60-.79 “strong”

Rho = .80-1.0 “very strong”

Relationship between employee’s retention strategy and organizational Performance

Employee’s
retention Organizational
strategy Performance
Spearman's rho Employee’s retention strategy Correlation 1.000 987"
Coefficient
Sig. (2-tailed) : .000
N 124 124
organizational Performance Correlation 987" 1.000
Coefficient
Sig. (2-tailed) .000 .
N 124 124

**_ Correlation is significant at the 0.05 level (2-tailed).

Source: Field Survey Data, 2025.

The empirical result of the Spearman
Rank Order Correlation Coefficient (rho) in table
above indicates that the rank value rho = 0.987,
p=0.000, (p < 0.05). The results showed that there

is a direct, very strong, statistically positive
significant relationship exist between employee’s
retention strategy and organizational Performance.
This means that retention strategy makes a strong
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and unique contribution to explain the variation of
the dependent variable (organizational

performance) in fast food Restaurants in South-
South, Nigeria.

Relationship between Training and Development and Task Performance

Training and Task
Development Performance
Spearman'srho  Training and Development  Correlation Coefficient ~ 1.000 952"
Sig. (2-tailed) : .000
N 124 124
Task Performance Correlation Coefficient 952" 1.000
Sig. (2-tailed) .000 :
N 124 124

**_ Correlation is significant at the 0.05 level (2-tailed).

Source: Field Survey Data, 2025.

The empirical result of the Spearman
Rank Order Correlation Coefficient (rho) in table
above indicates that the rank value rho = 0.952,
p=0.000, (p < 0.05). The results showed that there
is a direct, very strong, statistically positive
significant relationship exist between training and
development and task performance. Therefore,

since the influence is statistically positive and
significant, the null hypothesis is hereby rejected;
we therefore state that training and development
has a very strong, positive significant relationship
with task performance in fast food Restaurants in
South-South, Nigeria.

Relationship between Recognition and Reward and Task Performance

Recognition ~ and Task
Reward Performance
Spearman's rho Recognition and Reward Correlation Coefficient 1.000 967"
Sig. (2-tailed) . .000
N 124 124
Task Performance Correlation Coefficient 967" 1.000
Sig. (2-tailed) .000 .
N 124 124

**_Correlation is significant at the 0.05 level (2-tailed).
Source: Field Survey Data, 2025.

The empirical result of the Spearman
Rank Order Correlation Coefficient (rho) in table
4.13 above indicates that the rank value rho =
0.967, p=0.000, (p < 0.05). The results showed that
there is a direct, very strong, statistically positive
significant relationship exist between informal
recognition and reward and task performance.

Therefore, since the influence is statistically
positive and significant, the null hypothesis is
hereby rejected; we therefore state that reward and
recognition and reward has a very strong, and
positive  significant relationship  with  task
performance in fast food Restaurants in South-
South, Nigeria.

Relationship between training and development and Adaptive Performance

Training and Adaptive
development Performance
Spearman's rho Training and development Correlation Coefficient 1.000 .934™
Sig. (2-tailed) . .000
N 153 124
Adaptive Performance Correlation Coefficient 934" 1.000
Sig. (2-tailed) .000 .
N 124 124

**_Correlation is significant at the 0.05 level (2-tailed).
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Source: Field Survey Data, 2025.

The empirical result of the Spearman
Rank Order Correlation Coefficient (rho) in table
4.14 above indicates that the rank value rho =
0.934, p=0.000, (p < 0.05). The results showed that
there is a direct, very strong, statistically positive
significant relationship exist between Training and
development and adaptive performance. Therefore,

since the influence is statistically positive and
significant, the null hypothesis is hereby rejected;
we therefore state that Training and development
has a wvery strong and positive significant
relationship with adaptive performance in fast food
Restaurants in South-South, Nigeria.

Relationship between recognition and reward and Adaptive Performance

Recognition and Adaptive

reward Performance
Spearman's rho Recognition and reward Correlation Coefficient ~ 1.000 972"
Sig. (2-tailed) : .000
N 124 124
Adaptive Performance Correlation Coefficient 972" 1.000
Sig. (2-tailed) .000 :
N 124 124

**_ Correlation is significant at the 0.05 level (2-tailed).

Source: Field Survey Data, 2025.

The empirical result of the Spearman
Rank Order Correlation Coefficient (rho) in table
4.15 above indicates that the rank value rho=0.972,
p=0.000, (p < 0.05). The results showed that there
is a direct, very strong, and positive significant
relationship exist between Recognition and reward
and adaptive performance. Therefore, since the

Summary Test of Hypotheses

influence is statistically positive and significant, the
null hypothesis is hereby rejected; we therefore
state that Recognition and reward has a very strong,
and positive significant relationship with adaptive
performance in fast food Restaurants in South-
South, Nigeria.

R Value Sig.  Value/ Decision
s/n  Effects Direction  Probability Conclusion
Value (PV)

There is no  significant Reject

relathnshlp between employee 0.987 +ve 000 Significant

retention strategy and

organizational performance

There is no  significant Reject
HO, relationship between training and 0.952 +ve 000 Significant

development and task

performance

There is no  significant Reject
HO, (rjelationship between training and 0.967 +ve 000 Significant

evelopment and task

performance

There is no  significant Reject
HO; relationship between recognition 0.934 +ve .000 Significant

and reward and task performance

There is no  significant Reject
HO, relationship between recognition 0.972 +ve .000 Significant

and adaptive performance
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V. DISCUSSION OF FINDINGS
5.1Employee’s retention strategy and
organization Performance

From the empirical analysis between
employee’s retention strategies and organizational
performance in this study showed that employee’s
retention strategies have positive significant effect
on organizational performance fast food in South-
South, Nigeria. Human resources are one of the
essential resources needed for an organization. To
support this empirical study Kurdi et al., 2020;
Sawaneh& Kamara, (2019) in their said the
organization’s performance is traceable to the
quality of employees it can attract and retain,
making the employee one of the principal factors in
achieving organizational goals.

Hiring and retaining the best-performing
employees is at the core of an organization’s
performance (lkram et al., 2021). Employee
retention refers to employees staying with an
organization for an extended period because of
measures that the organization has put in place.
Singh (2019) noted that employee retention refers
to keeping the employees of an organization
working willingly with their employer for a longer
time because of different measures being
implemented by the employer. Vui-Yee and Paggy
(2020) noted that losing high-performing
employees to employee turnover would cost the
organization knowledge, skill, and profit. Retaining
experienced and high-performing employees can
give an organization a competitive advantage
(Kumar & Reddy, 2019). Employee retention is
preferred to hiring new employees, especially when
the employees are experienced, innovative, and
highly productive.

Organizations find it challenging to keep
their employees for reasons like: (a) poaching,
where rival organizations seek talents with the
employer organization, promising them sometimes
better benefits, and (b) talented employees
migrating to other countries seeking better
opportunities. Mass migration or relocation of
talented staff for economic reasons will severely
impact the organization’s progress, increasing cost
and causing brain drain, creating an inability of the
organization to plan to replace aged talents early
enough. Retirement can also pose a challenge,
especially when most experienced and talented
employees are at the same level/cohort. (Hussein et
al., 2021; Singh, 2019). Human capital will move
toward organizations that present the best package
for their benefit; as a result, organizations are
saddled with a responsibility to develop strategies
to ensure they retain their experienced and best-
performing employees.

5.2 Training and development and Task
Performance

From the empirical analysis between
training and development and task performance, the
evidence showed that training and development has
a positive significant effect on task performance of
fast food in South-South, Nigeria. According to
Kurdi et al., (2020)Employee retention strategies
are targeted at having employees who will enhance
the organization’s competitive advantage. While
working with employees, business leaders tend to
discover factors that will drive employee retention
or strategies that can be adopted to motivate
employees to retain them. Kurdi et al. (2020) also
noted that retaining employees who will strengthen
the organization’s attractiveness will reduce the
cost associated with managing new employees.
Because employee retention is challenging for
organizations, human resources activities should
include developing strategies to retain talented
employees (Hussein et al., 2021; Kurdi et al.,
2020).

Employees who have stayed long in a
particular position may lose their drive and the
excitement associated with their work. Employees
may begin to look for opportunities to increase
their skills. If there are no opportunities for training
and development, they may start looking for more
challenging opportunities outside. Training and
development opportunities have a positive effect on
young employees and may influence their
willingness to be loyal to an organization (Akther&
Tarig, 2020). It is important to note that training
and development should not stand alone.
Organizations need to have an employee support
system like an employee retention strategy or
policy together with training and development to
encourage employee loyalty to the organization
(Nguyen, 2020).

5.3 Reward and Recognition and Task
Performance

It must be said that people love
recognition because of this any organization that
recognizes the
contributions of its employees in service and
rewards them accordingly may have loyal
employees that will last for some time. Rombaut
and Guerry (2020) noted that rewarding the
outstanding performance of an employee motivates
them to perform better, in addition, team
recognition as well, can encourage employees or
groups of employees to perform better and can
encourage them to stay with the organization.
Employee motivation has been linked to the
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recognition of employee performance and the
reward of performance. Rai et al. (2018) noted that
when the efforts of employees are recognized
through adequate engagement and duly rewarded,
the employees are motivated to perform better.
5.4 Training and development and Adaptive
Performance

From the empirical analysis between
training and  development and  adaptive
performance the result showed that formal training
and development has positive significant effect on
adaptive performance of fast food in South-South,
Nigeria. Training and development may increase
employee drive and improve performance when in
an employee-supported environment. A support
system may include opportunities for advancement
after an employee is trained. When there are
opportunities for growth with an improved skill or
qualification, this can motivate employees to stay
with the organization. Improved skill should come
with an opportunity to apply what has been learned
to an advanced responsibility. Without a supportive
environment, training and development may equip
employees with skills to seek other opportunities in
other organizations that offer better employee
support. Alrazehi et al. (2021) and Manzoor et al.
(2021) noted that though training and development
encourage employee performance and productivity,
a lack of employee support in an organization may
make the employees leave the organization. It is
important that organizational leaders set up
employee retention strategies which may include
creating training opportunities for their employees.

5.6 Recognition and reward and Adaptive
Performance

From the empirical analysis between
recognition and reward and adaptive performance
showed that recognition and reward has positive
significant effect on adaptive performance of fast
food Nigeria.Younies (2020) noted that when there
is a planned system of performance recognition and
reward, employees are likely to be attracted and
may be motivated to stay. A well-structured system
of employee recognition and reward system in an
organization can be a motivating factor that will
attract qualified and experienced workers and
where these policies are applied may result in
employee retention. Rai et al. (2018) noted that
when the efforts of employees are recognized
through adequate engagement and duly rewarded,
the employees are motivated to perform better.

VI. CONCLUSION
This study provides evidence of
employee's retention strategies' and organizational

performance in small scale business in South-South
Nigeria. The predictor variable for the study is
employee’s retention strategies and the dimension
are training and development and recognition and
reward while the criterion variable is employee
performance with measures as task performance
and adaptive performance.The researcher survey 10
fast food operating in South-South Nigeria to
determine the effect of training and development
and recognition and reward as a strategy on fast
food firm performanceAccording to the findings,
there is a link between employee retention
strategies of training and development and
recognition and reward and organizational
performance.

Also, employees' retention strategies such
as a training and development and recognition and
reward significantly contribute to organizational
performance. This also suggests that if the
management of fast food firms could focus on
employees training and development and making
sure employees are rewarded and recognized for a
good job will make employees feel safe and
comfortable, employees will help achieve
organizational goals. When implemented, the
findings from this study will be helpful to business
managers in fast food in South-South who are
developing employee retention strategies that will
encourage their experienced employees to stay.
They should be part of the policy document of the
organization and adapted to suit the organization’s
core values.

VILI. RECOMMENDATIONS

Based on the discussion and conclusion above, the

following recommendations are hereby made:

1. The managers of fast food in South-South
region must incorporate retention strategies
and ensure that employees are properly trained
so that they can perform their task effectively,

2. The management of fast food in South-South
Nigeria should create the opportunity for every
employees to undergo training and
developmental programme to enable them
adapt to any direction the organization is
moving without affecting their performance.

3. Management of fast food must consider a
proper remuneration and recognition of
employees to ensure they perform their task

4. The leadership must reward employee by
giving some benefits in the form of health
insurance, low or no-interest loans,
opportunities to repossess the company’s
depreciated assets through balloting and
auctioning, acknowledging and rewarding
employee contributions by having employees
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or the month/year awards and recognizing

extended stays by organizing

long-service

awards.ds.
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