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Abstract

Employee retention refers to the practice of keeping employees around for as long as possible, or at least until
a project is finished. Workers of yesteryear are very different from those of now. There are wonderful chances
available to them as well. They jump ship to a new employment the moment they're unhappy in their current
position. Effective human resource management in the banking industry might be the key to retaining employees
for the long haul, both psychologically and physically. Factors impacting staff retention in public and private
banks are the focus of this research. The study used an analytical research methodology and surveyed 150 bank
employees (75 from public and 75 from private banks) utilising a five-point Likert scale questionnaire as its
main data collection tool. Compensation, work-life balance, professional advancement chances, and leadership
styles are among areas where public and private banks differ significantly, according to the results. The
leadership and management support of public bank employees is more highly valued than monetary
compensation and career progress by private bank employees. But in all fields, employees had comparable
impressions of company culture and training possibilities.
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I.  INTRODUCTION

Employee retention is crucial since it entails organisational issues such training time and money, knowledge
loss, insecure employees, and a high cost of candidate recruitment. For that reason, it may be rather
expensive for a business to lose a crucial employee. Some estimates put the cost of replacing a middle
manager at five times his salary for most companies. Smart businesses know how important it is to hold on
to their best employees. Even if things have changed in recent years, talent retention is more important than
ever in the Indian setting. In India's main cities, you may find adequate opportunities for the greatest, second
best, and third best in the company. Key employee retention and reducing employee turnover have never
been more important to companies.

Employee turnover may cost a business money in terms of recruiting and administrative costs, but it can
also cost money in terms of quality control from leaving personnel and decreased productivity until new
employees are brought on board due to delays and poor quality. It's likely that these costs will never turn a
profit. A corporation must now choose how to retain its valuable employees productive and loyal after
investing much in their recruitment and training. Maintaining client relationships and keeping costs down
for hiring and training employees are both made possible by employee retention. When a firm loses an
experienced worker, it usually ends up costing a pretty penny. Employee satisfaction and loyalty are directly
correlated to good leadership and efficient management practices. Achieving success with these methods



http://www.ijetsm.com/

International Journal of Engineering, Technology, Science and Management (IJETSM) e — ISSN: 3108 - 3234
Volume 2 Issue 2, February 2026 WWW.ijetsm.com

should result in satisfied customers and employees, which in turn should boost business and individual
fortunes. In the viewpoint of the employer, employees are an investment. Finding out if an applicant is
highly motivated, driven, and has a great work ethic are the main goals of an interview. Employees are
more than just a financial asset, despite popular belief. In order to move business plans and organisational
goals forward, a high level of emotional investment is necessary.

In order to be competitive in an ever-changing market, companies need to understand what their employees
need and find ways to keep them around for longer. Therefore, this study was carried out to uncover the
necessity of staff retention in the Banking Industry of India. Employee retention was found to be more
strongly impacted by a variety of factors, such as job satisfaction, incentives, training, and career
progression opportunities.

Il. REVIEW OF LITERATURE

Bwana, Yahaya et al., (2022) This research looked at the effects of monetary incentives, work atmosphere, and
advancement prospects on employee retention. The study's methodology was descriptive cross-sectional
research, and the researcher used a quantitative approach. The results were derived from 93 participants. We
used both descriptive (using percentages and frequencies) and inferential statistics (regression analysis) to
examine the data we gathered from the structured questionnaire. The study concluded that there is a favourable
and statistically significant correlation between the availability of promotion chances and the retention of
employees. Moreover, the study shows that banks pay bonuses and other advantages to their employees, yet
most employees are unhappy with the salary they are offered. Financial incentives were also discovered to have
a favourable and significant association with employee retention. In addition, the study discovered a strong
correlation between a favourable work atmosphere and employee retention rates.

Khalid, Zaid et al., (2020) the objective of this research is to determine what variables influence staff
retention in Pakistan's banking industry. The critical factors are diagnosed using an Interpretive Structural
Modelling (ISM) approach. The structure of a hierarchical model displays the mutual interactions among
the identified factors. After reviewing the literature and reaching a consensus amongst experts in the
banking industry and academics, seven variables have been identified as significant obstacles to staff
retention. Their drive and dependency powers are also used to categorise these identified elements.

Zafar, Sania & Siddiqui, Danish (2019) The purpose of this research was to examine the relationship
between two dependent variables—work performance and employee retention—and the factors that
contribute to job satisfaction, such as pay raises, bonuses, support from supervisors, possibilities for
professional growth, and working conditions. A comparison analysis is carried out in the banking and
education sectors of Karachi for this objective. We used Structural Equation Modelling and Confirmatory
Factor Analysis to examine data from a sample of 100 employees in each sector. The results show that when
it comes to HR policies, the banking and education industries are very different. Additionally, it has been
discovered that the outcomes for the two industries are different when considering alternative theories. Key
variables of work happiness for performance are advancement opportunities, pay, and career development,
yet these factors are negligible. At the same time, factors such as working conditions, remuneration, and
coworkers do not significantly impact job satisfaction and retention. The results have diverse implications
for managers at banks and educational institutions depending on the significance of the coefficients.
However, human resource policies differ in different types of businesses. Job satisfaction is a key factor in
retaining human talent since it increases the likelihood of good performance from employees and decreases
the intention to move jobs.
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Anitha, Mrs & Velayutham Pillai, V.Nagajothi. (2017) In order to gain a competitive edge, a company
relies on its human resources, which are among its most precious assets. Since HRM necessitates an
efficient method of managing resources, it is thought of being more difficult than other functional areas of
management. Evidence suggests that retaining key personnel is critical to an organization's ability to grow
and achieve its objectives. A fantastic paradigm for retaining employees for extended periods of time exists
in the primary factors that determine employee retention, which include training, motivation, and
development. Human resource management (HRM) strategies and their effects on staff retention in both
public and private sector banks are the focus of this article.

Salman, Atif et al., (2014) in an effort to better understand the elements that contribute to staff retention
and how it affects bank performance in Karachi, Pakistan, this study sets out to do just that. The banking
business in Karachi is grappling with the crucial problem of staff retention in light of the overall economic
development, the scarcity of trained workers, and the high turnover rate in the industry. The banking
industry is vital to Karachi's economy, but the city's financial institutions are struggling to implement
effective policies for employee incentive, training, and advancement. Consequently, today's realisation of
the field's future-related problems necessitates long-term planning. The main data used in this study comes
from closed-ended questions measured using a five-point Likert scale. For this study, the researchers polled
bankers using a purposive sample method. We used SPSS, or the Statistical Package for the Social Sciences,
to look over and assess the data we gathered. We arrived at the research conclusion after carefully analysing
the data from every possible perspective. Among bank employees, this study found that motivation
significantly correlates with retention rates, whereas training and development had little correlation with
retention rates. To help the banking sector retain personnel for longer periods of time, it is recommended
that banks adjust their policies surrounding staff training and development.

I11. RESEARCH METHODOLOGY

Research Design

The present study adopted an analytical research design.

Sampling Technique

The convenience sampling technique was employed to select participants,

Sample Size

Employees from both public and private banking institutions made up the study's population. With 75
participants from state banks and 75 representing commercial banks, a total of 150 employees were chosen
for the sample.

Sources of Data Collection

The study utilized both primary and secondary data sources.

Primary data were collected using a structured questionnaire consisting of 20 items. The items were rated
on a five-point Likert scale, where 1 indicated “Strongly Disagree” and 5 indicated “Strongly Agree.”
Secondary data were collected from relevant journals, published reports, and HR records of banks to support
the analysis and provide additional insights into sector-specific retention practices.
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Variables

The study focused on six key variables that are widely recognized as influencing employee retention in the
banking sector: Compensation & Benefits, Work-Life Balance, Career Growth Opportunities, Leadership
& Management Style, Organizational Culture, and Training & Development.

Statistical Tools

Descriptive statistics such as frequency, percentage, mean, and standard deviation were used to summarize
data, while independent sample t-tests were applied to compare differences between public and private bank

employees.

IV. DATA ANALYSIS AND INTERPRETATION

Table 1: Gender of the Respondents

Gender Public Banks Private Banks
Frequency Percentage Frequency Percentage
Male 45 60.0 42 56.0
Female 30 40.0 33 44.0
Total 75 100.0 75 100.0
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Figure 1: Gender of the Respondents

The gender breakdown of the public and private bank respondents is shown in Table 1. Out of 75 employees
questioned at public banks, males made up 60% (45 employees) and females 40% (30 employees).
Similarly, out of a total of 66 employees at private banks, 42 were men and 33 were women.

Table 2: Experience of the Respondents

Experience Public Banks Private Banks
(years) Frequency | Percentage Frequency Percentage
<5 17 22.7 25 33.3
5-10 35 46.7 30 40.0
>10 23 30.6 20 26.7
Total 75 100.0 75 100.0
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Figure 2: Experience of The Respondents

Table 2 shows the breakdown of respondents by their tenure in public and private financial institutions. The
bulk of public bank employees (46.7% to be exact) have 5-10 years of experience, while 30.6% have above 10
years and 22.7% have less than 5 years. Of those who have worked for private banks, 40% have between five
and ten years of experience, while 33.3% have three to five years of experience and 26.7% have ten years or
more.

Table 3: Independent Sample t-test for Retention Factors

Retention Factor Public Banks Private Banks t-value p-value
Mean + SD Mean + SD

Compensation & Benefits 4,12 £0.72 4.45 £+ 0.65 -2.84 0.005
Work-Life Balance 3.85+0.68 4.20 £ 0.60 -3.10 0.003
Career Growth Opportunities 3.90+£0.70 4.35+0.63 -3.25 0.002
Leadership & Management 4.05+0.75 3.80+0.70 2.05 0.043
Organizational Culture 4.15 +0.68 3.95+£0.72 1.95 0.054
Training & Development 3.95+0.66 4.10 £ 0.64 -1.30 0.196

Table 3 displays the mean values and results of an independent sample t-test that compared public and
private banks with respect to staff retention characteristics. In the area of Compensation and Benefits, there
is a notable disparity between private bank employees (4.45 + 0.65) and public bank employees (4.12 +
0.72), as indicated by a t-value of -2.84 and a p-value of 0.005. Likewise, with a t-value of -3.10 and a p-
value of 0.003, the mean score for Work-Life Balance was higher among private bank employees (4.20 +
0.60) compared to public bank employees (3.85 + 0.68). Additionally, there was a significant disparity in
career growth opportunities between public and private banks, with the former reporting a higher mean
(4.35 £ 0.63) and the latter (3.90 = 0.70), as evidenced by a t-value of -3.25 and a p-value of 0.002.

Public banks had a higher rating for Leadership and Management (4.05 + 0.75) compared to private banks
(3.80 = 0.70), and this disparity was statistically significant (t-value = 2.05, p-value = 0.043). Statistical
significance was not found in the differences detected in Organisational Culture (Public: 4.15 + 0.68,
Private: 3.95 + 0.72, p = 0.054) and Training and Development (Public: 3.95 + 0.66, Private: 4.10 £ 0.64,
p =0.196).
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V. CONCLUSION

The results show that there are significant variations between the two banking industries when it comes to
staff retention, which is a complex problem influenced by elements at both the organizational and individual
levels. The competitive salary, improved work-life balance, and greater career progression prospects are
the main considerations that private banks use to retain employees. This reflects the dynamic and
performance-driven nature of the private sector. Public bank employees, on the other hand, are more
satisfied with their leadership and management practices, which highlights the significance of stability,
organized governance, and supporting oversight in public sector organizations. Employees' shared
perceptions of training and development opportunities and organizational culture indicate that these factors
have a universal impact on employees' attitudes and loyalty, according to the study. These results show that
in order to solve the problem of employee turnover, financial institutions need to implement human resource
strategies that are both sector-specific and focused on the needs of their employees.
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