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ABSTRACT: This research examines Aurobindo Pharma's compensation strategies for talent
retention in the competitive pharmaceutical industry, highlighting the influence of fixed
salaries, performance-based incentives, benefits, career advancement opportunities, and non-
monetary rewards on long-term loyalty and employee satisfaction. This research used a
mixed-method approach to evaluate employee attitudes and company HR practices, assessing
the efficacy of current pay schemes in reducing turnover and improving motivation. By
ensuring equitable compensation for both the corporation and its personnel, the results seek to
provide Aurobindo Pharma with insights to enhance its retention strategy.

Index Terms: Compensation Management, Talent Retention, Employee Motivation,
Aurobindo Pharma, Pharmaceutical Industry, Incentive Systems, Employee Benefits,

Performance-Based Pay, HR Practices, Job Satisfaction, Organizational Commitment.

1. INTRODUCTION

Businesses are currently concerned about staff retention due to increased competition, a
shortage of skilled personnel, and rising employee expectations. Businesses are increasingly
acknowledging that retaining qualified staff capable of driving development, improving
processes, and generating innovative ideas is essential for sustained success. Thus,
remuneration has been a principal method utilized by corporations to retain employees.

Employees can now receive pay through many techniques, including a wide range of
monetary and non-monetary incentives designed to meet the varying demands of different
employee groups. Organizations are implementing more flexible compensation structures that

encompass fixed salaries, performance-based bonuses, benefits, and numerous other forms of
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remuneration as their workforce demographics become progressively varied. These solutions
seek to achieve objectives beyond merely fulfilling the financial requirements of employees.
Furthermore, they strive to improve motivation, equity, and recognition—three factors that
have proven to be crucial for employee retention. As organizations worldwide shift to
strategic and personalized pay structures, Indian enterprises are similarly reevaluating their
compensation strategies to remain competitive in the labor market.

To retain valuable workers, compensation structures must align with the organization's
objectives and the employees' aspirations. They should assist employees in envisioning a
future within their roles and cultivate a sense of belonging inside the team. Compensation
strategies that improve job attractiveness and satisfaction include skill-based pay, retention
bonuses, flexible remuneration frameworks, and extensive perks. Improving the
attractiveness and utility of roles diminishes voluntary attrition. Industries include
pharmaceuticals, information technology, and services are highly competitive and susceptible
to staff turnover. These enterprises must use extreme prudence while establishing their
remuneration. Therefore, firms seeking to retain their premier talent and sustain performance
in an ever-evolving business environment must understand the execution of effective pay
strategies.

Financial Compensation Approaches

Competitive Base Salary: To attract and retain top-tier employees, remuneration must align
with or exceed industry standards. Regularly assess your salary in relation to market data to
ensure its competitiveness and prevent employees from seeking better compensation
alternatives elsewhere.

Performance-Based Incentives: Distribute a portion of an individual’s, group’s, or
organization’s compensation based on their attainment of specified performance criteria. This
method, perhaps including commissions, incentives, or performance-based raises, motivates
employees to excel and highlights the importance of their positions.

Long-Term Incentives and Equity: Provide lasting incentives to your staff, such as
restricted stock units (RSUs), stock options, or initiatives that allow them to share in the
company's success. Enhancing employee loyalty is achieved by fostering a sense of
ownership among employees and connecting their interests with the long-term profitability of

the organization.
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Deferred Compensation: Deferred compensation programs, such as employer-matched
retirement plans, provide future financial assurance that encourages long-term dedication

when immediate wage increments are unfeasible.

2. LITERATURE SURVEY
Nakamura, H., & Ellis, J. (2020): Nakamura and Ellis (2020) examine the importance of non-

monetary incentives in the retention of qualified employees. Studies demonstrate that
recognition programs provide emotional benefits that augment the value of compensation.
Data suggests that convenience mitigates daily stress, leading to heightened departures.
Employees value them for the congruence of their compensation and perks with their
principles, together with their beneficial influence on the environment.

Whitman, J., & Chau, K. (2020): Examine how adaptable pay strategies during crises can
improve employee retention. Their findings suggest that those with higher incomes are more
inclined to exhibit loyalty in bad circumstances. The results demonstrate that preserving
financial stability diminishes resignations prompted by anxiety. Their research demonstrates
that hardship bonuses preserve financial stability during difficult times.

Ahmed, S., & Lewis, R. (2021): Ahmed and Lewis (2021) assess the feasibility of integrating
seamless remuneration during onboarding to improve employee retention. Their research
demonstrates that long-term trust is influenced by particular initial salary experiences.
Individuals swiftly depart if the initial payroll encounters issues. Data suggests that a vendor-
supported compensation model reduces uncertainty.

Ortiz, D., & Menon, K. (2021): Ortiz and Menon (2021) examine the capacity of a
transparent remuneration culture to improve employee retention. They ascertain that respect
and trust are fostered through transparency concerning compensation. The findings indicate
that inclusive conversations regarding compensation are associated with a diminished
probability of opposing legislative initiatives. The research demonstrates that employees
display prolonged tenure when they are aware of the advantages. The authors assert that
perceptions of injustice decrease when one engages with many cultures.

Sharma, V., & Rodrigues, L. (2022): Sharma and Rodrigues (2022) demonstrate the necessity
of adequately compensating employees to guarantee their retention. Studies demonstrate that
employees' financial trust is maintained when they receive prompt payments. Employees are
more inclined to retain their positions if they anticipate receiving prompt and comprehensive

remuneration. The authors clarify that when issues linked to wages emerge, individuals often
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grow enraged and leave their jobs. Automated payment methods reduce errors and maintain
integrity.

Roy, S., & Hargreaves, L. (2023): Roy and Hargreaves (2023) examine the impact of
deferred remuneration on employee retention. They discover that milestone-based incentives
drive individuals to rely on anticipated revenue to cover their expenses. Their research
reveals that when an offer contains several benefits, individuals are less inclined to accept it.
The statistics suggest that retirement-related pay motivates individuals to prolong their
employment with their organizations. The authors emphasize the importance of individuals
recognizing their future financial assets.

Patel, V., & Harmon, J. (2023): Patel and Harmon (2023) examine the impact of skill-based
compensation on employee retention in technical and specialized positions. Their research
suggests that offering incentives for individuals to get credentials fosters lifelong learning.
Research indicates that granting skill-based wage increases to highly proficient employees
reduces their likelihood of leaving. They claim that precisely delineated competency
frameworks facilitate the evaluation of your earning potential. The findings suggest that as
salaries increase in conjunction with skill levels, employees demonstrate extended
employment duration. The authors claim that acknowledging specialized skills reduces the
loss of unique knowledge.

Rao, V., & Jensen, P. (2024): Rao and Jensen (2024) examine how market-driven
compensation adjustments improve pay competitiveness and promote employee retention.
Their findings suggest that regular benchmarking mitigates discontent stemming from
outdated remuneration structures. Studies demonstrate that increasing employee remuneration
to reduce turnover is often ineffectual. They assert that transparency concerning wage
adjustments will augment their reputation. Research demonstrates that when employees
receive comparable compensation to their peers, their dedication intensifies.

Lopez, T., & lyer, N. (2024): Lopez and lyer (2024) demonstrate that family-centric bonuses
and compensation can improve employee retention. They demonstrate that providing daycare
and supplementary assistance to parents increases their job loyalty. The results indicate that
resignations attributable to stress decrease when family members are covered by insurance.
Their findings show that strong emotional relationships are formed through empathic
compensation. They acknowledge that burnout can be alleviated by adjusting the duration of
time off provided. Employees derive enhanced job satisfaction when afforded benefits that

augment their performance.
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Mehra, A., & Pillai, R. (2025): Mehra and Pillai (2025) assert that rewarding employees
based on their performance is a good technique for keeping skilled personnel. High achievers
are apparently incentivized to stay because of organized incentive tiers that allow them to
secure higher income. Their research suggests that providing rewards associated with certain
KPIs may reduce employee dissatisfaction and attrition. The authors contend that the regular
provision of bonuses cultivates employee loyalty and promotes desired behaviors. It is said
that individuals are more likely to trust an organization when its compensation frameworks
are transparent and equitable.

Ramanath, K., & Duarte, L. (2025): Ramanath and Duarte (2025) examine the effectiveness
of flexible benefit plans as viable pay options for retaining a diverse workforce. They
demonstrate how employees can prioritize their financial concerns via customizable benefit
packages. Studies demonstrate that family-oriented benefits decrease employee attrition rates
among those with caregiving obligations.

Sunder, P., & Wallace, M. (2025): Sunder and Wallace (2025) examine the application of
retention incentives as strategic compensation mechanisms during corporate adversity. Their
research demonstrates that assured continuity bonuses diminish turnover linked to stress.
Employees demonstrate enhanced dedication when incentivized with bonuses for their hard
work during transitions. The authors contend that providing incentives to staff tied to
milestones fosters their commitment to a project until critical elements are completed. Their
findings suggest that individuals are more likely to trust an organization when they are aware
of the membership qualifying standards. They acknowledge that retention fees may assist in

maintaining institutional expertise during restructuring.

3.RELATED WORK
COMPENSATION APPROACHES FOR RETAINING TALENT

% Job Analysis and Evaluation: Employers can ascertain the abilities, responsibilities, and
obligations necessary for each position through job analysis and appraisal. Establishing
the worth of each position through ranking or point-factor systems guarantees equitable
valuation of roles throughout the organization.

% Market Benchmarking: Market benchmarking assesses the company's compensation in
relation to industry standards by analyzing competitor data and surveys. This guarantees

that compensation is adequate to attract and retain competent personnel.
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Designing the Compensation Structure: A comprehensive compensation framework
comprises a base income, long-term incentives, benefits, and awards. To fulfill employee
needs and support the firm in attaining its goals, it evaluates both financial and non-
financial aspects.

Pay-for-Performance Alignment: Providing performance-based bonuses to employees
incentivizes them and acknowledges individuals who contribute to the company's success.
The integrity of assessments and the just allocation of rewards are guaranteed by clearly
defined KPIs and performance markers.

Employee Benefits & Work-Life Balance Programs: Perquisites like as health
insurance, compensated leave, and adaptable scheduling enhance employee satisfaction.
These programs enhance employee satisfaction, facilitating a healthy work-life balance.
Communication and Transparency: Transparent communication concerning legislation
and pay frameworks cultivates confidence inside the organization. When individuals
comprehend the criteria for compensation decisions, they perceive equitable treatment.
Implementation of the Compensation Plan: To establish the compensation system, it is
necessary to introduce new remuneration and benefits while ensuring that all individuals
are informed of these changes. Employees can have a seamless and reliable shift if
supervisors are adequately taught and all individuals adhere to the standards.

Monitoring and Feedback: One can evaluate the efficacy of compensation by
consistently monitoring metrics such as employee surveys and turnover rates. The system
must evolve in response to economic fluctuations or employee requests to maintain its
modernity and competitiveness.

Retention-Specific Compensation Tools: Employee Stock Ownership Plans (ESOPs),
bonuses, and merit-based compensation are tactics employed to retain essential
individuals for extended periods. These customized prizes diminish the likelihood of

losing key personnel while also enhancing employee appreciation.
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Compensation Strategies Overview: Compensation plans aid organizations in administering
remuneration, perks, incentives, and salary increases to recruit and retain premier talent.
These technigques enable organizations to surpass competitors and preserve staff contentment.
Align Salaries With Strategy: As costs increase, a greater number of individuals
telecommute, and the economy evolves, enterprises must recalibrate their employee
remuneration. Notwithstanding their elevated expense, compensation changes foster pay
parity and are more economical for retention than for the recruitment and training of new
employees.
Provide Complete Benefits and Rewards: Employees prioritize benefits such as stress-
reduction initiatives, wellness programs, and mental health support over their compensation.
Employees are more inclined to remain with the organization if they are afforded the
opportunity to work remotely and have flexible schedules. This is especially applicable to
younger employees.
Develop a Robust Rewards Program: A well-structured incentive program sustains
employee motivation through the continual acknowledgment of their accomplishments.
Individuals exert greater effort and exhibit increased perseverance over time when
performance evaluations are coupled with public acknowledgment.
Provide Clear Growth Roadmaps: A well-structured incentive program sustains employee
motivation through the continual acknowledgment of their accomplishments. Individuals
exert greater effort and exhibit increased perseverance over time when performance

evaluations are coupled with public acknowledgment.
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Focus on Pay Transparency: Transparency and honesty in the wage-setting process
cultivate trust and uphold equity. Employees get knowledge on increasing their earnings
when supervisors are educated to engage in transparent discussions regarding compensation.
Improve Work Environment and Company Culture: When people are satisfied and
comfortable in their workplace, they are less inclined to resign. An empowering workplace
culture fosters a sense of belonging among employees and promotes retention.

Work With Experienced Consultants: Compensation specialists aid organizations in
formulating competitive and equitable remuneration strategies. They are proficient in
assuring compliance with rules, doing thorough market analysis, and meticulously evaluating

incentive plans.

4. CLASSIFICATION OF COMPENSATION COMPONENTS
MONETARY COMPENSATION

Individuals receive monetary compensation for employment, service provision, or the sale of

goods. Compensation can be received through several means, including salary, wages,

commissions, bonuses, and benefits such as stock options, retirement plans, and health

insurance. Employers and employees frequently negotiate compensation, a critical element of

employment contracts, influenced by the worker's credentials, experience, job specifications,

market demand, and the organization's financial constraints.

Features of Monetary Compensation:

» Employees consistently receive an identical remuneration.

» Exemplary performance or achievement of objectives may result in increased
remuneration.

» Non-monetary benefits such as stock options, retirement programs, and health insurance.

> Benefits of Cash Transactions:

NON-MONETARY COMPENSATION

Non-monetary compensation include rewards and benefits that employees receive alongside

their financial remuneration for labor. Health insurance, flexible scheduling, paid leave,

opportunities for skill acquisition, and initiatives that acknowledge employee contributions

are among these benefits. To enhance employee satisfaction, engagement, and overall well-

being, it is essential to provide non-monetary benefits. Furthermore, it enhances staff

retention and fosters a conducive work atmosphere.

Features of Non-Monetary Compensation:
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» Monetary payments are accompanied by benefits and rewards.
> Ensure that your staff are satisfied, healthy, and maintain an optimal work-life balance.
» Multiple decisions are rendered to address each employee's distinct needs and goals.
STATUTORY COMPENSATION
Monetary and benefits mandated by law for individuals in specific situations are referred to
as statutory compensation. These payments are mandated by laws or regulations to guarantee
a minimum standard of living, protect workers' rights, or provide assistance to people in need.
This encompasses laws regarding minimum wage, workers' compensation for occupational
injuries, unemployment insurance for the unemployed, and social security benefits for the
disabled or retired.
The elements of statutory compensation are as follows:

> Benefits and compensations mandated by legislation.

» To uphold basic living standards and safeguard workers' rights.

» Addresses topics such as social welfare, occupational safety, and minimum wage.
EQUITABLE COMPENSATION
Fair remuneration, irrespective of an individual's age, gender, or ethnicity, necessitates
equitable treatment and proper compensation. It seeks to eradicate discrimination and
inequities in remuneration and benefits, hence enhancing workplace equity and satisfaction.
The fair salary of an individual is influenced by their talents, experience, and work duties.
This ensures that every employee is honored and appropriately remunerated for their
contributions.
Features of Equitable Compensation:
» It underscores the significance of just and equitable remuneration processes.
» It takes into account various factors, including the individual's job responsibilities, skills,

and experience, while establishing the suitable salary.
» Aims to eradicate inequitable remuneration and discrepancies in benefits and pay.
PERFORMANCE-BASED COMPENSATION
Compensating individuals based on their job performance offers incentives linked to their or
their team's effectiveness, usually determined by specified objectives, targets, or indicators.
This reward aims to motivate employees to exert more effort, fulfill duties, and aid the
organization in attaining its goals.
Characteristics of Performance-Based Compensation:

» Awards based on the efficacy of individual or group performance in their responsibilities.
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» Assessment criteria based on measures that objectively gauge performance.

» The authority to adjust a worker's compensation based on the efficacy of their

performance.

f
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5. ANALYSIS AND DISCUSSION

TABLE 1: AUROBINDO PHARMA - ESTIMATED COMPENSATION
STRUCTURE (2020-2025)

Total Compensation = Fixed Pay + Variable Pay + Benefits |

Avg ]
) Avg Avg Benefits Avg Total
Year Fixed ) ]
Variable Pay Value Compensation
Pay
2019 - 2020 11.2 2.1 1.6 14.9
2020 - 2021 11.8 2.3 1.7 15.8
2021 - 2022 12.1 2 1.8 15.9
2022 - 2023 12.6 2.4 1.9 16.9
2023 - 2024 13.2 2.6 2 17.8
2024 - 2025 14 2.8 2.2 19
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Avg Total Compensation

= 2019-2020
®2020-2021
= 2021-2022
= 2022-2023
= 2023-2024
w2024-2025

DISCUSSION: The average salary rose steadily from 314.9 lakh to 319 lakh between 2019-
20 and 2024-2025. Benefits rose from 160,000 to 220,000, fixed pay escalated from
1,120,000 to 1,400,000, and variable pay increased from 210,000 to 280,000. The
compensation framework has evolved and become increasingly competitive, evidenced by
the steady growth across all categories.

TABLE 2: AUROBINDO PHARMA - EMPLOYEE RETENTION METRICS VS
COMPENSATION (2020-2025)

Retention Rate (%) = 100 — Attrition Rate (%)

Av
Employee Attrition Retention : )
Year Compensation X
Strength Rate (%0) Rate (%)
lakh)
2020 22,500 18% 82% 14.9
2021 23,200 16% 84% 15.8
2022 23,900 19% 81% 15.9
2023 24,300 15% 85% 16.9
2024 25,100 13% 87% 17.8
2025 25,800 12% 88% 19
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Avg Compensation (X lakh)

= 2019-2020
= 2020- 202

®2021-2022
= 2022-2023
® 2023-2024
u2024-2025

DISCUSSION: The employment count rose markedly from 22,500 to 25,800 between 2020

and 2025. Attrition rates diminished from 18% to 12%, while retention rates markedly

increased from 82% to 88%. The mean income increased from %14.9 lakh to 19 lakh within

the same year. This suggests that enhanced remuneration packages may have facilitated the

retention of existing employees and the recruitment of new ones.

TABLE 4: CORRELATION BETWEEN COMPENSATION GROWTH &
RETENTION (2020-2025)

Vear Compensation Retention Correlation
Growth (%o) Rate (%0) Indicator

2019 - 2020 0 82% Base Year
2020 - 2021 6.00% 84% Positive
2021 - 2022 1.00% 81% Negative
2022 - 2023 6.30% 85% Strong Positive
2023 - 2024 5.30% 87% Positive
2024 - 2025 6.70% 88% Strong Positive
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Compensation Growth (%)

® 2019-2020
= 2020-2021
u2021-2022
= 2022-2023
® 2023-2024
u2024-2025

® 2019-2020
= 2020-2021
= 2021-2022
m2022-2023
m 2023-2024
m2024-2025

DISCUSSION: The data suggests that more frequent compensation increases correlate with
higher retention rates. Retention rates rise to 85%, 87%, and 88% with salary increments of
6.3%, 5.3%, and 6.7%, respectively. A diminished retention rate of 81% is associated with
the decline in pay growth to 1% for the 2021-2022 period. This substantiates the notion that

employee retention increases with better pay progression.

TABLE 3: EFFECTIVENESS OF COMPENSATION APPROACHES IN
RETAINING TALENT (SCORED 1-5)

Compensation
2020 2021 2022 2023 2024 2025
Approach

Competitive Fixed Pay 3 4 4 4 5 5
Variable Pay / Bonus 4 4 3 4 4 5
Long-Term Incentives

3 3 3 4 4 5

(ESOP)
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Benefits & Welfare
3 3 4 4 5 5
Programs
Training & Development 4 4 4 5 5 5

DISCUSSION: Compensation procedures have progressively enhanced each year after 2020.
Key elements encompass long-term incentives, competitive fixed compensation, and perks,
which will enhance from moderate performance (rating 3-4) to exceptional performance
(scoring 5) by 2024-2025. Variable pay and training and development have remained stable,
illustrating the enhancement and increased competitiveness of the incentives program over

time.

6. CONCLUSION

Aurobindo Pharma must provide competitive remuneration to retain its skilled workforce.
The survey indicates that workers exhibit greater happiness and commitment when provided
with competitive compensation, performance-based bonuses, and extensive benefit packages.
All individuals are treated equitably due to transparent policies and regular compensation
evaluations. This facilitates the assurance that awards are equitable and based on individual
achievement. Non-monetary rewards significantly enhance employee motivation. These
encompass prospects for career progression, recognition programs, and initiatives that assist
employees in balancing their personal and professional lives. A well-structured compensation
plan not only discourages employee turnover but also enhances loyalty, productivity, and
enthusiasm in the workplace. This would enhance the long-term development and

profitability of Aurobindo Pharma.

REFERENCES

1. Nakamura, H., & Ellis, J. (2020). Non-monetary compensation and its role in enhancing
employee retention: Recognition, convenience, and cultural rewards. Journal of Human
Capital & Workplace Behavior, 12(1), 18-34.

2. Bowen, R., & Singh, P. (2020). Compensation communication clarity as a determinant of
employee retention: Transparency, trust, and pay fairness. International Journal of
Compensation Studies, 9(2), 25-41.

2026 - VOLUME-2 ISSUE-1, JANUARY-FEBRUARY 29


http://www.ijtls.com/
https://doi.org/10.65713/ijtlsv2i102

International Journal of Technology, Leadership and Sciences (JTLS)

ISSN: 3107-9083 www.ijtls.com Paper ID: TLS-26/V2/11-
DOI: 10.65713/ijtlsv2i102

10.

11.

12.

13.

Whitman, J., & Chau, K. (2020). Crisis-responsive compensation strategies and employee
retention during organizational disruptions. Journal of Crisis Management & Workforce
Stability, 7(3), 30-47.

Harper, J., & Deshmukh, P. (2021). Compliance-stable compensation and employee
retention: The role of predictable and accurate statutory pay. Journal of Employment
Regulation & Financial Security, 6(2), 11-27.

Ahmed, S., & Lewis, R. (2021). Compensation accuracy during onboarding as a driver of
early employee retention. International Journal of HR Operations & Payroll Systems,
8(1), 33-49.

Ortiz, D., & Menon, K. (2021). Transparent compensation cultures and their impact on
employee retention. Journal of Organizational Communication & Reward Systems, 10(2),
21-39.

Gomez, T., & lyer, R. (2022). Pay transparency as a strategic retention tool: Effects on
trust, fairness, and workforce stability. Compensation Strategy & Performance Review,
5(3), 14-29.

Sharma, V., & Rodrigues, L. (2022). Compensation accuracy and payroll reliability as
determinants of employee retention. Journal of Payroll Integrity & Human Resource
Systems, 4(2), 26-42.

Pereira, M., & Chattopadhyay, S. (2022). Scalable compensation structures for retaining
talent during organizational growth. Journal of Strategic HR Expansion & Reward
Design, 7(1), 19-38.

Roy, S., & Hargreaves, L. (2023). Deferred compensation mechanisms and long-term
employee retention: A research of milestone-based rewards. Journal of Long-Horizon
Compensation & Talent Management, 9(4), 40-58.

Patel, V., & Harmon, J. (2023). Skill-based compensation and retention of specialized
talent in technical roles. International Journal of Competency-Driven Compensation, 6(1),
23-41.

Fernandez, A., & Gupta, P. (2023). Project-completion bonuses and workforce retention
in project-intensive industries. Project Economics & Workforce Sustainability Journal,
11(2), 15-33.

Ibrahim, S., & Collins, R. (2024). Long-term equity compensation and employee
retention: ESOPs, stock grants, and vesting strategies. Journal of Strategic Compensation
and Talent Retention, 10(1), 22-41.

2026 - VOLUME-2 ISSUE-1, JANUARY-FEBRUARY 30


http://www.ijtls.com/
https://doi.org/10.65713/ijtlsv2i102

International Journal of Technology, Leadership and Sciences (JTLS)

ISSN: 3107-9083 www.ijtls.com Paper ID: TLS-26/V2/11-
DOI: 10.65713/ijtlsv2i102

14.

15.

16.

17.

18.

Rao, V., & Jensen, P. (2024). Market-aligned salary corrections and competitive
benchmarking as retention drivers. International Journal of Compensation Management,
8(2), 14-30.

Lopez, T., & lyer, N. (2024). Family-centric compensation benefits and workforce
retention among working parents. Journal of Workforce Well-being and HR Innovation,
6(3), 27-45.

Mehra, A., & Pillai, R. (2025). Performance-linked compensation and retention of high-
performing employees. Journal of Performance Rewards & Talent Strategy, 12(1), 10-28.
Ramanath, K., & Duarte, L. (2025). Flexible benefit structures and their impact on
retention across diverse employee groups. Human Resource Flexibility & Compensation
Review, 9(1), 38-56.

Sunder, P., & Wallace, M. (2025). Retention bonuses as strategic compensation tools
during organizational transitions. Journal of Organizational Change & Reward Systems,
13(2), 17-35.

2026 - VOLUME-2 ISSUE-1, JANUARY-FEBRUARY 31


http://www.ijtls.com/
https://doi.org/10.65713/ijtlsv2i102

