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Abstract

Nowadays, employee retention has become one of the most important challenges for
modern organizations. In many cases, the main reason for employee turnover is precisely their
motivational state. A motivated employee remains loyal to the organization and actively contributes
to its development, while those who cannot find sufficient incentive, development opportunities, or
recognition will sooner or later come to the decision to leave. In the Georgian private sector, where
small and medium-sized enterprises predominate, formal human resource management systems are
largely underdeveloped. As a result, salary remains the primary tool for employee retention and
motivation, which in the long run contributes to increased demotivation and the risk of voluntary
turnover. Despite the importance and relevance of this issue, the relationship between employee
motivation and staff turnover remains empirically underexplored in the Georgian private sector. This
study aims to address precisely this gap by investigating the impact of employee motivation on staff
turnover in the Georgian private sector. For this purpose, 167 employees of Georgian private sector
organizations completed structured online questionnaire, and the collected data was subsequently

analyzed using descriptive statistics and percentage analysis.

The results of the study confirmed two hypotheses. It was revealed that employees with low
motivation are much more likely to express a decision to leave their jobs than highly motivated
employees, and it was also revealed that organizations that rely primarily on salary as the sole
mechanism for employee retention consistently face higher levels of voluntary turnover than
organizations that use combine motivational approaches. At the same time, career development and
recognition are the most desired factors for employees, although they are the least satisfied. This
study confirms that to improve employee retention, organizations should forget about the salary-

based approach and implement various systems of career development and recognition.

Keywords: Employee motivation, Staff turnover, Private sector, Georgia, Career development,

Employee retention strategies.



