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Abstract. The article examines the impact of management practices on
employee job satisfaction and organizational commitment. A comparative analysis of
roles in the information technology (IT) and retail sectors reveals different work
patterns and varying levels of employee turnover. It is shown that factors such as
meaningful work, autonomy, and job satisfaction significantly influence employees’
decisions to remain with an organization or change workplaces. The study focuses on
positions characterized by high levels of turnover and professional burnout.

Various methods were applied for comparison. In retail, a charitable fundraising

campaign and a short survey were conducted to determine whether employees perceive
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their activities as meaningful and aligned with their personal values. In the IT sector,
personnel engagement practices were analyzed in both startups and large corporations,
focusing on decision-making autonomy, recognition of professional expertise,
psychological safety, learning opportunities, workload intensity, and work-life
balance. Both emerging and established IT companies were considered, without
emphasis on a single managerial strategy.

The results indicate that engagement factors vary significantly depending on the
type of work and industry. In retail, socially meaningful initiatives foster a sense of
personal contribution and strengthen employees’ connection to the organization, but
they do not always automatically increase satisfaction, attendance, or service quality.
In IT companies, engagement increases substantially when autonomy, learning
opportunities, psychological safety, and recognition of professional capabilities are
provided. Excessive managerial control in large corporations reduces engagement,
while overloading in startups can hinder creativity and increase turnover.

The study concludes that sustaining employee satisfaction and retention requires
a differentiated management approach. Universal managerial solutions are insufficient.
In the retail sector, initiatives based on meaningful work should be combined with clear
role design and operational support. In the IT sector, managers should support decision-
making freedom, recognition of expertise, psychological safety, and long-term skill
relevance while controlling workload and limiting micromanagement. Such
approaches contribute to improved employee retention and long-term organizational
performance.

Keywords: workforce engagement, job satisfaction, employee retention,
organizational commitment, decision latitude, people management, business

performance.
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AHoTanisi. Y cTarTi JOCHIKYETHCS BIUIMB YIPABIIHCHKUX MPAKTHUK Ha
3aJI0BOJICHICTh ~ pOOOTOI0O Ta  OpraHizamiiiHy  NPUXWIBHICTh  MPAaIiBHUKIB.
[TopiBHsUTBbHUN aHai3 posie y cdepl iHPopMaIHHUX TEXHOJOTIH 1 po3apiOHOT
TOPTiBJl BUSBIIAE€ PI3HI TPYAOBI MOJENl Ta BIAMIHHI PIBHI IUIMHHOCTI KaJpiB.
IToka3aHo, 10 Taki YMHHUKH, SK 3MICTOBHICTH IIpalli, aBTOHOMIsI Ta 3aJ0BOJICHICTh
po0OTOI0, CYTTEBO BIUIMBAIOTH HA PILICHHS MPALIBHUKIB 3aJIMIIATUCS B OpraHizarlii
abo 3wmiHtOBaTH Miciie poOoTu. OO0’€KTOM MOCHTIDKEHHS € TOCaiu, s SKUX
XapaKTEepPHI BUCOKI PIBHI IUTMHHOCTI Ta PO eCIHHOTrO BUCHAXKCHHS.

Jlns mopiBHSAHHS OyJlO 3aCTOCOBAHO Pi3HI METOAU. Y PO3APIOHIN TOpriBii
IIPOBEJICHO OJIAroAiiHy KaMIIaHiio 31 300py MOKEPTB 1 KOPOTKE ONMUTYBAHHS 3 METOIO
3’siCyBaHHS, UM CIPUIMAIOTh IPALIBHUKHU CBOIO AiSUTBHICTD SIK 3HAUYILY Ta Y3TOKEHY
3 BJIaCHUMM ILIHHOCTAMH. B IT-cekTopl mNpoaHami30BaHO MNPAKTUKU 3aTyYEHHS
NEpPCOHANy B cCTapTamax 1 BEJIMKUX KOpHopamisix 3 (OKycOM Ha aBTOHOMIIO B
OPUMHATTI pillleHb, BU3HAHHS NMPOQeCciiHOI €KCHEPTHOCTI, MCUXOJIOTIYHY Oe3MeKy,

MOKJIMBOCTI HaBYaHHS, 1HTCHCHBHICTh HAaBaHTAXKEHHS Ta OajgaHC MDK pPoOOTOMO 1
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NPUBATHUM KUTTSIM. Po3risHyTto sk wmojoxi, Tak 1 3pimi IT-kommanii, 06e3
30CEPEIKEHHS Ha €JMHIN YIPABIIHCHKINA CTpaTerti.

OTpumaHni pe3ybTaTH CBIYATh, 10 YUHHUKH 3a]Ty4YE€HOCT] ICTOTHO BapitOIOTHCS
3QJIEKHO BiJI TUIy poOOTH Ta raiys3i. Y po3lpiOHIM TOPTiBji COIIATBHO 3HAYYII
iHIIIaTUBU  (POPMYIOTH BITUYTTS OCOOMCTOTO BHECKY W TOCHIIOIOTH 3B SI30K
npaimiBHAKA 3 OpraHi3aili€lo, OJHAK HE 3aBXIW aBTOMATUYHO NPHU3BOASATH 0O
3pOCTaHHsl 3aJ0BOJIEHOCTI, BIJIBIIyBAHOCTI 4M SIKOCTI oOciyroByBaHHs. B IT-
KOMIIaHISX 3a71y4eHICTh ICTOTHO 3POCTa€ 3a YMOB HaJIaHHS aBTOHOMIi, MOXJIMBOCTEH
JUIST HAaBYaHHS, TICUXOJIOTIYHOI Oe3MeKkW Ta BHU3HAHHS TpodeciiHuX 3110HOCTEH.
HanMipHuii ynpaBiaiHCBKHII KOHTPOJIb Yy BEIMKHX KOPIIOpAlisiX 3HHXKYE pIBEHb
3aITy4€HOCTI, TOA1 K MEPEBAHTAKEHHS B CTapTarax MOXe CTPUMYBATH KPEaTUBHICTh
1 TOCUJTIOBATH TUTMHHICTH KaJIPiB.

3po0JIeHO BUCHOBOK, L0 3a0€3M€YeHHs CTIMKOI 3a/J10BOJIEHOCTI Ta YTPUMaHHS
nepcoHany norpedye audepeHiioBaHOTO MIAX0My 0 YNpaBIiHHA. YHIBEpCalbHI
YIOPABIIHCHKI PIIIEHHS € HEeAOCTaTHIMU. Y pO3ApiOHOMY CEKTOpl 1HILIATHUBH,
3aCHOBaHI Ha 3MICTOBHOCTI Mpalli, MalOTh MOEAHYBATHUCS 3 YITKUM MPOEKTYBAHHAM
posiel 1 omeparniiHo miATpuMKow. B IT-cekTopi ympaBiiHISIM — JIOLUIBHO
OIATPUMYBATH CBOOOAY MPUNHATTS PIlI€Hb, BUSHAHHS €KCIIEPTHOCTI, ICUXOJIOTTYHY
0e3neKy Ta JOBIOCTPOKOBY pEJIEBAHTHICTh HAaBMUYOK, BOJHOYAC KOHTPOJIIOIOUU
HAaBAaHTAXXEHHA Ta OOMEXYIOUM MIKPOMEHEKMEHT. Takli MIaXoau CHPUSIOTH
OIJBULIEHHIO yTPUMaHHS NpPAIiBHUKIB 1 JOBIOCTPOKOBIM PE3yJIbTATUBHOCTI
opraHi3arii.

KiouoBi cioBa: 3amydeHHS poOouOoi CHIIM; 3aJ0BOJIEHICTH POOOTOIO;
yTpUMaHHS TPAIiBHUKIB, Oprafi3aliiiHa MpPUXWIbHICTh;, TMPUUHATTS PIIICHbD;

YIOPABIIHHS JIFOIbMU; PE3YyJIbTaTUBHICTH O13HECY.

Problem statement. A unique challenge unfolds inthe technology sector.
Creativity problem-solving and collaboration are often required by tech professionals.

Despite the attractive salaries and adaptable schedules boredom and fatigue lead many
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employees in tech firms to leave their positions. Large corporations may restrict
autonomy hindering employees’ motivation to improve. Workers often feel fatigued
and less committed when excessive workload and frequent changes are experienced in
new businesses. Managing individuals without considering purpose freedom and job
identity poses a challenge (issues). People often have similar methods for participation.
Variations between jobs are frequently overlooked. Maintaining employee satisfaction
proves challenging for businesses. Employee happiness is often difficult to achieve.
Many organizations struggle to create a fulfilling work environment. Significance is
present in this issue for both researchers and managers (importance). Understanding
factors that drive employee engagement is essential in research. Advice on fostering
employee involvement is not something that managers can overlook. Workers can be
retained productivity can be enhanced and company performance can be improved
through this approach. Maintaining employees and fostering positive work
environments should not be underestimated. Enhancements to the workplace and
satisfaction levels among staff are crucial for overall success.

Analysis of recent research and publications. Research examines the levels of
happiness and commitment among employees in various professions. In the study
conducted by H. Ryk it is noted that IT workers exhibiting a sense of connection to
their roles and perceiving fairness from their employer tend to have higher retention
rates. Insight gained is beneficial for comprehending IT-related careers, but it does not
encompass all job types [1, p. 124]. G. Abdryakhimov investigates the qualities that
contribute to the effectiveness of IT professionals [2, p. 81]. Key factors identified
include a sense of control effective self-management and a desire for success. Working
independently is not depicted as unimportant. No conclusion is provided by the study
on whether these factors contribute to increased happiness or reduce the likelihood of
employee turnover. It’s unclear how these aspects influence worker morale.
Understanding if these elements lead to greater satisfaction is essential for
organizations. Research indicates that employee satisfaction and job retention are

influenced by workplace conditions. Job satisfaction is favoured when a positive
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atmosphere is provided particularly within online retail businesses [3, p. 10]. The study
lacks focus on employees' perspectives regarding their roles. Various research
examines job satisfaction and the desire to resign. Happiness in the workplace is valued
while job autonomy enhances this experience [4, p. 9]. Evidence highlights the
significance of freedom within the analysis. Variations in jobs and industries can occur.
Distinct differences are often observed among them. Not all sectors are identical in
nature. Contentment in one’s role enhances workplace engagement. Levels of
involvement are influenced by clear guidelines and support systems. Valuable insights
exist for managers yet variations in involvement across different occupations are not
reflected [5, p. 160]. Effective human resources are important. Workers are more likely
to be retained when support is provided by HR to foster happiness and engagement [6,
p. 8]. Empowerment is supported in management approaches even when focus on
worker identity is absent. An examination of technology’s influence on human
resources in various sectors was conducted. Improvements in work processes and
training using Al are recognized [7, p. 320]. Feelings regarding job satisfaction
personal objectives or self-perception were not included in the analysis. Understanding
the reasons behind individuals choosing to stay or depart remains challenging [8, p. 5].
Clarity on this issue often eludes us. Many struggles with identifying those motivations.
Research indicates that employees who find joy in their work tend to have greater job
longevity. In the hospitality sector a correlation exists where satisfied workers display
a higher tendency for retention. It is not uncommon however for some workers to be
unhappy and leave their positions. Evidence supports the notion that satisfied
employees tend to remain in their positions although it focuses solely on a specific kind
of job [9, p. 9]. Different forms of work were not considered in this analysis. Happy
workers may not always be retained in every role. Supporting employee development
plays a crucial role in retention (retaining staff). Improvement in job skills leads to
enhanced performance for both employees and the organization. It is not true that
growth in capability does not benefit the overall success of the business [10, p. 6].

Examining how employees feel or the reason for their longevity is overlooked by this
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concept. Insights into worker sentiments and their motivations are not considered.
Understanding these factors can be crucial for a more holistic view. Studies indicate
that financial incentives skill development and positive feedback encourage employee
retention [11, p. 4]. Attention has mostly been directed toward monetary rewards and
company policies rather than identifying the factors that contribute to job satisfaction.
Satisfaction with work is often overlooked in these analyses. Research on banking
reveals factors influencing job attrition. High workloads combined with limited career
advancement opportunities lead individuals to consider resignation. Many do not desire
to leave their positions under ideal conditions suggesting that improvements could
enhance retention [12, p. 228]. Many professionals do not seem to perceive that
engagement impacts their decisions to stay in their positions. Effective practices at
work can enhance employees’ engagement and satisfaction. Participation in activities
and skill development is valued. Employees do not feel disconnected due to a lack of
opportunities [13, p. 1078]. Happy workers contribute positively to workplace culture.
Research focuses solely on specific job categories. Various job types are not taken into
account in these studies. A comprehensive understanding of different roles is essential.
Government positions reflect a similar situation. Increased involvement and job
retention often result from management support. Individuals generally do not feel
disengaged due to a lack of encouragement from their supervisors [14, p. 6].

Research indicates that content and engaged employees tend to remain in their
positions for extended periods. Many studies have focused on a limited job type or a
few factors influencing workers. Insights regarding the combined effects of feeling
valued having autonomy and enjoying one’s job are lacking. Understanding various
job types is essential. Knowledge about different roles should be acquired. It’s not
enough to be unaware of job diversity. Employment opportunities vary greatly and
merit attention. An examination of stores and tech firms is provided in this article. The
concept of feeling that one’s work is important is highlighted. Workers are not
guaranteed greater happiness or retention simply because they enjoy their roles or have

the freedom to make selections.
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Identification of previously unresolved aspects of the general problem.
Certain aspects of ensuring worker satisfaction and loyalty remain ambiguous. Factors
influencing job contentment are often assessed through numerous studies. The
examination typically neglects other elements that may contribute such as workplace
environment or autonomy in decision-making. How these elements function in unison
is not illustrated. For bosses utilizing the findings becomes challenging. Understanding
the connection between feeling valued having freedom and experiencing pride in one’s
work is often unclear. (context unclear) Research typically focuses on freedom or
support while purpose tends to be overlooked. A sense of significance is not perceived
as crucial. Pride in one’s work is often discussed; however, its connection to job
satisfaction and retention remains vague. Key factors are researched independently
lacking a clear correlation with overall happiness in employment. Several reasons
create gaps. Research is frequently confined to examining a single business type. It is
not the case that multiple surveys provide various figures reflecting people’s
engagement levels. Assistance in math is provided yet little is gained regarding the
occupation or the individual’s identity. Measuring purpose is considered more
challenging than assessing compensation. Comparing purpose across various jobs
remains a complicated task. Adding meaningful work to our understanding of
engagement proves to be challenging. Engagement is often overlooked in this context.
Many people do not find it easy to integrate substantial tasks into their current views.
An exploration of unknown aspects is presented in this writing. Goals freedom and job
satisfaction are linked to happiness and work retention. Two distinct settings are not
examined: stores and computer-related positions such as startups and large
corporations. Four questions are targeted by the study. In stores curiosity and concern
can be heightened by goals. Changes in freedom and feelings of being valued do not
lessen the level of care individuals exhibit in computer jobs. Caring in retail varies from
that in computer jobs. Differences are noted in how employees feel supported.
Companies should focus on fostering strong connections with their staff. Motivation

and appreciation should not be overlooked as they significantly impact performance in
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both sectors. Encouraging open communication can also enhance workplace morale.
Employees in all fields deserve acknowledgment for their efforts.

Formulation of the article’s objectives. An exploration is conducted regarding
the impact of perceived importance autonomy and professional self-image on
employee satisfaction job performance and retention. Various workplace environments
are examined for this purpose. It is not the case that all factors contribute to worker
happiness consistently across different jobs such as roles focused on customer
interaction versus those requiring specialized expertise. Recent discoveries regarding
employee satisfaction and retention are presented in the article. Common perceptions
on these topics are highlighted as flawed. The article does not endorse old ideas about
worker contentment and loyalty. Meaningful work positively influences workers’
attachment to their jobs. The connection between helping the community and employee
engagement is examined. Workers do not feel disinterested in their roles when they
perceive their contributions as impactful and aligned with company values. A strong
desire to exert effort often emerges from this sense of belonging. Exploring the impact
of feeling in control acquiring new knowledge and receiving respect on individuals’
performance in tech is our goal.

Presentation of the main research findings. Job satisfaction and engagement
in the IT sector often hinge on factors beyond financial incentives (work factors). Other
influences are derived from autonomy pride in tasks and the visible impact of one’s
efforts. It is not solely about financial rewards. Insights gained from analysing both
small startups and larger corporations coupled with feedback from employees and
leaders support our previous assumptions. The importance of IT involvement has been
recognized. Engaging deeply in this field does not revolve around constant supervision
or immediate gratification. Involvement factors shift based on company size. Larger
firms are known to generate different workplace dynamics. Smaller organizations may
not lead to excessive stress or burnout. A sense of freedom and purpose often feels
stronger in new ventures, yet challenges can arise from high demands. Large

corporations often provide security, yet they may limit individual decision-making
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resulting in decreased engagement among employees. Job satisfaction among IT

professionals is influenced by the kind of organization in which they find themselves.

Table 1

Key determinants of job satisfaction and engagement in the IT sector

Determinant

Startup companies

Enterprise
companies

Observed impact on engagement

Decision-making

High, informal

Limited, hierarchical

Strong positive effect in startups;

autonomy reduced engagement in enterprises
Worklgad High, variable | Moderate, regulated Burnout risk in startfups; stability in
ntensity enterprises
Learning and skill g Structured, Positive in both contexts, higher
Rapid, informal . . .
development formalized perceived value in startups

Recognition of

Stronger professional identity in peer-

. Peer-based Position-based I
expertise recognition models
Psychological Team-dependent | Policy-dependent Higher innovation Where safety is
safety explicit
Work — life . . .
balance Often unstable More predictable Direct effect on long-term retention

According to Table 1 having the liberty to make decisions and being recognized
for competence are the most significant factors influencing job commitment. Both large
corporations and startups exhibit this trend. In startups a high level of autonomy leads
to positive feelings about work, yet stress is also experienced. Rules in large
corporations can be beneficial, yet they may hinder the development of innovative
concepts. Increased engagement in workplace learning is valuable for individuals in
various settings. However, many individuals do not prefer self-directed learning as it
does not foster personal growth. Factors influencing employees’ concern for their jobs
are linked to the entire workplace environment. Aspects of the workplace are often
considered by individuals. People do not solely focus on a single element when it
comes to work. Figure 1 demonstrates that IT job satisfaction is derived from three
factors: personal decision-making recognizing your contributions and aligning values

with the organization’s goals. The components of satisfaction are often not
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acknowledged. Experiencing a sense of autonomy having your talents recognized and
effectively addressing genuine issues are essential for feeling fulfilled. Increased pay
or higher oversight does not significantly enhance job satisfaction if those three
elements are absent. A sense of security in the workplace is essential. Freedom and

learning are enhanced when safety is prioritized and the likelihood of resignation

decreases.

6
=5 46 4,7 4,8
- 41
2 3,9 ' 4
24
< 3
=} 2,8 2,9
g
[=]
a
)
©
s

1 I I

0

Low Medium High

Development Level

B Autonomy  H Professional Identity ~ mJob Satisfaction

Fig. 1. Relationship between autonomy, professional identity, and job satisfaction in

the IT sector

In Figure 1 connections between feeling empowered to choose in the workplace
job satisfaction and job enjoyment are clearly illustrated (positive links). Greater
autonomy in work tasks leads to an improved self-image and enhances overall job
perception. Liking your job does not necessarily depend on just having freedom.
Enjoyment of your job peaks when ample freedom is present and satisfaction with your
tasks is felt. Mutual assistance is provided by both parties involved. Limited freedom
at work can hinder job satisfaction. Trust should be extended by managers allowing
choices and acknowledging skills. Working independently is not considered
unimportant as many studies suggest. Having a positive outlook on your job fosters a

desire to remain in that position. A sense of fulfilment is encouraged through engaging
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work. Experiencing dissatisfaction is not conducive to motivation or a lasting
commitment.

Results demonstrate that applying uniform regulations fails to motivate IT
workers. Factors influencing their engagement are tied to the specific company team
dynamics and nature of their tasks. A personalized approach is essential for effectively
addressing their needs. A sense of competence in their role can be fostered by this plan.
Individuals should have the freedom to make choices while their talents need
acknowledgment and appreciation. The significance of their contributions to the
success of the company should not be disregarded. Assistance can enable individuals
to acquire fresh knowledge for maintaining their skills. Growth opportunities and
exposure to new technology should be demonstrated. A study indicates that ensuring
worker safety is crucial not insignificant. Preventing burnout and maintaining interest
is aided when work becomes difficult. Research indicates that engaged and satisfied
employees tend to remain with a company for an extended period. Approaches to retain
employees should not be a one-size-fits-all strategy; rather they must be customized
for each organization.

Employee participation in retail community campaigns led to reduced
absenteeism, improved customer service, more open employee — customer interactions,
and higher motivation, resulting in greater job satisfaction and engagement. Survey
results confirmed this impact, with 80-90% of retail employees feeling their
contribution was meaningful, directly influenced campaign success, and strengthened
their alignment with the company’s mission.

Conclusions. The research examined the influence of purpose, freedom, and
work identity on job satisfaction, engagement, and retention across multiple
employment sectors, including IT and retail. The findings confirmed that the study
approach was effective and that happiness at work cannot be explained by financial
wealth alone: employees’ perceptions of meaning, respect, and emotional well-being
shape satisfaction and long-term engagement, and when these factors are neglected,

workplace satisfaction and performance are likely to deteriorate. In IT, autonomy in
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decision-making is especially critical because knowledge work depends on ownership
of solutions and professional recognition; when choices are constrained or
undervalued, motivation decreases even in otherwise well-paid roles. Continuous
learning strengthens engagement and capability, yet it does not automatically ensure
retention if employees do not experience purpose, trust, and a clear sense of impact.
Company size also moderates these relationships: startups often generate a lively
atmosphere through rapid learning, experimentation, and informal “fun,” but
demanding workloads can increase fatigue and burnout risks, whereas larger
corporations provide stability and procedural safety while sometimes reducing
enjoyment due to limited freedom, slower feedback, or lower perceived trust. In retail,
the mechanisms of purpose and identity are expressed differently because frontline
work is directly tied to human interaction and immediate service outcomes: employees’
sense of helpfulness and connection to the organization increases when they see that
their everyday actions support customers and socially meaningful store initiatives, even
when the positive impact is not instantly visible. As a result, retail engagement is
reinforced not only through culture but through fair and predictable scheduling,
supportive line management, recognition of effort, and clear links between daily tasks
and customer/community value. Overall, the study suggests that effective retention
strategies should align sector-specific drivers — autonomy, learning, and professional
identity in IT, and visible social usefulness, fairness, and supportive supervision in
retail — while treating emotional well-being as a core organizational condition rather

than an optional benefit.
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