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შედარებით ახალი, მაგრამ ძლიერი სადაზღვევო კომპანიის, „უნისონის“, ადამიანური 
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კომპანიების თანამშრომლების ჯგუფური ინტერვიუთი განვახორციელეთ. რადგან 

გადინების პრობლემა უფრო მწვავე თანამშრომლების იერარქიულად დაბალი დონის 

საფეხურზეა, ჩვენს რესპოდენტებსაც წინა ფლანგზე მომუშავე თანამშრომლები 

წარმოადგენდნენ. 
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Abstract 

The deficiency and ignoring the importance of employee retention strategies leads to one of the 

most crucial problem called high employees turnover rate. That is not problem only for Georgia, 

but for worldwide. For example, there was voluntary turnover rate as high as 23.7% in USA, 2006.  

The main research objective was to underline causing reasons of this problems and give 

recommendations using experience of Georgian companies. First, we made literature review and 

determine factors, which affect significantly employees’ motivation, satisfaction and 

dissatisfaction levels. Using science literature, we discussed employee retention strategies and 

motivation theories, which don’t lose their actuality for last decades. 

After that, we started making research with following methodology: we conducted semi-

structured interview with human resources managers of one of the biggest employer, “TBC Bank” 

and recently established, but strong insurance company “Unison”. In addition, we were interested 

in employee’s position, what they expect and demand from their employer and what factors affect 

the most their satisfaction and motivation levels. We conducted group interviews with these 

employees, mostly working in front positions. 

As a result of research, most of problems turned out with less-experienced company “Unison”, 

and considerably better situation was with “TBC bank”. Using the results and theoretical 

knowledge, the following problems were emerged: low motivation, engagement, development 

opportunity and satisfaction levels. 

In the last part of the research, we provided solutions for noted problems and gave 

recommendations, how to make effective employee retention managing system. We used 

theoretical knowledge as well as experience of “TBC Bank”. 
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