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ABSTRACT: Large banks like the State Bank of India must retain their best people in the
current tough banking environment. In the face of rising competition from private banks and
fintech companies, faster digital transformations, and higher consumer expectations, it is vital
to retain bright staff to ensure service quality and operational excellence. SBI's hiring
practices are thoroughly examined in this inquiry. It evaluates HR policies, institutional
mechanisms, and company culture that encourage employee loyalty. Leadership training,
wellness programs, performance-based compensation, digital skills, and career promotion are
highlighted in the research. The inquiry analyzes how SBI uses traditional banking principles
and modern HR methods to boost employee engagement and reduce attrition. SBI uses a
comprehensive, employee-centric retention approach that includes internal and external
incentives to retain a consistent and motivated team despite industry-wide issues.
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1. INTRODUCTION
Strong human management practices are needed to attract, train, and retain top talent. An
effective people management approach helps maximize employee utilization. This paper
describes the five main talent management framework components and their rationale.
Reviewing the basics first. Understanding and applying these elements can help organizations
build a productive, strategic staff. Preferred people management strategies can lead to
engaged and loyal staff.
Consider the whole employee lifecycle, from papering your company to applying, recruiting,
onboarding, employee development, and departure.
Talent retention is the purposeful effort to keep employees for a long time. If the person is a
top talent in a hard-to-fill role, this must be done right.
Keep employees from leaving by creating an engaging and welcoming workplace. This is
talent retention. This includes a strong business culture, competitive pay and benefits, and
professional growth. Retaining more productive and reliable personnel gives a company an
edge.

2. REVIEW OF LITERATURE

Mosquera, P. (2025) This Induction is essential for retaining top talent and improving
workplace health, according to this essay. According to paper, a company's initial handling of
new hires affects their long-term perceptions, dedication, and loyalty. Provide precise job
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descriptions, early access to support systems, gradual social integration, and open
communication to boost confidence and reduce fear among new hires. Psychological safety
and organizational affinity are used to explain how planned onboarding builds engagement
and belonging.

Presbitero, A. (2025) This paper examines how cultural intelligence (CQ) affects
multicultural employee retention and engagement. Increasing worldwide mobility makes it
harder for organizations to retain different cultural staff, according to the author. The
evidence shows that employees with high cultural intelligence (CQ) are better at handling
relationships with varied cultural backgrounds, which increases safety and engagement.
Passionate workers are less likely to quit.

Shahzad, M. F. (2024) Strategic HR management and high-quality staff retention in
Pakistan's education industry are examined in this paper. It emphasizes employment
satisfaction and work involvement in this relationship. Planning HR components including
training, selective recruiting, and performance management boost employees, according to
research. Structural equation modeling shows that happy, invested employees are more likely
to stay with the company.

Rozman, M. (2023) This paper mixes strategic talent management with agile management
ecosystems to boost organisational competitiveness. The research shows that effective HR
management requires recruiting, developing, and retaining high-potential people. Agile
management also emphasizes leaders that can quickly adapt to changing team configurations
and scenarios. A poll of 500 managers found that robust talent management technologies help
create adaptive work cultures.

Ahmed, R. R., Malik, M. E., & Usman, A. (2022) This thought paper examines how internal
business branding affects employee retention. The writers believe a solid employee value
proposition, good internal communication, and a favorable business identity make a company
a "employer of choice." These actions boost employee satisfaction and engagement, showing
the company's commitment.

Cachon-Rodriguez, G., Ruiz-Palomino, P., & Martinez-Fernandez, M. T. (2022) This paper
examines how sustainable human resource management (SHRM) techniques that promote
social capital building affect employee turnover. Equitable, transparent, and collaborative
decision-making help employees build trust, according to the authors. Social capital appears
to affect strategic HRM and departure plans. Health and wellbeing investments and ethical
HR practices boost employee engagement and support. This sense of community encourages
loyalty and decreases turnover. Results show the strategic importance of adopting
sustainability principles into HR strategies. HR managers should prioritize relationship-
building to retain top people, they say.

3. RETAINING TOP TALENT FOR WORKFORCE MANAGEMENT

Launch a continuous employee listening program.
An good technique for listening to employees starts with identifying the many feedback
methods. This includes casual one-on-one chats, pulse, lifespan, and participation surveys.
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This constant supply of employee input helps you understand the employee experience and
spot retention difficulties before they become major issues.

Implement predictive analytics for talent retention.

Since one-third of resigning employees blame themselves, it is possible to reduce unfavorable
employee turnover.

Staff retention rates accurately identify team members at risk of leaving. Detailed analysis of
employee data, including performance, employment, and feedback, can help predict which
employees will resign and why. This knowledge lets us plan to avoid unwanted change.
Frequently review employee retention data and insights.

After integrating retention analytics, assess your company's retention performance.
Dashboards and records that are easy to understand let you track trends, focus on
demographics, and discover areas for improvement. Figures are not the only topic. They can
help create a better client retention strategy.

Develop targeted retention programs based on employee feedback and insights.
Different retention tactics should be used. Instead, collect quantitative and qualitative data to
identify what causes people to abandon certain jobs. This data helps you create more
successful retention strategies and campaigns that meet important goals.

Share key insights with team leaders—and hold them accountable.

Different retention tactics should be used. Instead, collect quantitative and qualitative data to
identify what causes people to abandon certain jobs. This data helps you create more
successful retention strategies and campaigns that meet important goals.

4. IMPACT OF COMPETITIVE PRESSURES ON

TALENT RETENTION
Better Opportunities Offered by Competitors
In competitive marketplaces, competing companies often offer better pay, benefits, and job
possibilities. Competent workers assess these prospects using their knowledge. Customers are
less loyal to a company that offers better deals. Organizations must regularly evaluate their
products.
Increased Demand for Specialized Skills
The demand for well-trained workers is rising as sectors change. When demand is high,
skilled workers have more bargaining power. Competitors pursue these talent contestants.
This makes staff retention difficult, requiring large incentives and professional progression
chances.
Rapid Technological Advancements
Technology is constantly changing, therefore workers must adapt and improve quickly. When
companies don't give resources and training, workers may hit a wall. Competitors who offer
schooling quickly attract this talent. Therefore, being current with technology is essential.
Higher Expectations from Employees
In the competitive labor market, workers are aware of global HR practices, flexible
workspaces, and employment rules. When their company doesn't meet these standards, they
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look elsewhere. This standards gap increases turnover. Organizations must change their rules
to retain staff.

Reduced Job Security during Market Fluctuations

As the economy and industry fluctuate, companies may have to reorganize or cut jobs,
making employees feel less secure. Some qualified individuals may quit early for a more
secure job. Competitors' financial stability boosts attraction. This strain hinders long-term
memory during uncertainty.

Increased Workload and Performance Pressure

Companies in competitive industries aim to boost output and performance. Professional
burnout often results from this. If they feel their work-life balance is being damaged,
individuals may seek jobs at companies with better working circumstances. The need for
results impairs memory.

Limited Career Growth Due to Fast-Paced Competition

When companies concentrate outward competition, they may overlook internal career
progression. When advancement is unclear, skilled workers feel undervalued. Rivals that
prioritize solid job paths swiftly attract top talent. Famous people may leave.

Pressure to Keep Compensation Competitive

Competition forces companies to follow or exceed industry wage trends. However, not all
businesses can afford this. Workers who feel their pay are low are more likely to look for
work elsewhere. Due to this financial challenge, staff retention may be difficult.

5. DATA ANALYSIS AND INTERPRETATION

1. Which of the following represents the primary objective of SBI’s talent retention
framework?

S.NO PARTICULARS RESPONDENTS | PERCENTAGE
1 Reducing customer interactions 20 20%
2 Retaining high-performing employees 48 48%
3 Reducing employee skill levels 22 22%
4 Encouraging voluntary resignation 10 10%
TOTAL 100 100%
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employee retention as the most important factor in organizational stability. Due to a decline
in concerns about customer connections (20%), staff competence levels (22%), and personnel
turnover (10%), these issues appear to be less widespread.

2. How can SBI retain staff in the tough financial industry?

S.NO PARTICULARS RESPONDENTS | PERCENTAGE
1 Outdated recruitment practices 23 23%
2 Competitive compensation packages 46 46%
3 Random promotion decisions 22 22%
4 Minimal staff development 9 9%
TOTAL 100 100%
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INTERPRETATION: Competitive compensation packages were the main concern or
influence for 46% of respondents, the paper found. A small number of respondents
complained about unfair promotion requirements (22%), low staff growth (9%), and old-
fashioned hiring methods (23%), but they had little effect.

3. SBI does what when they link employee success to promotion?

S.NO PARTICULARS RESPONDENTS | PERCENTAGE
1 Reduced employee engagement 23 23%
2 Elimination of performance appraisals 21 21%
3 Improved employee motivation 47 47%
4 Declined job satisfaction 9 9%
TOTAL 100 100%
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INTERPRETATION: Nearly half of respondents said it motivated employees,
indicating the best effect. Some reported less substantial consequences, such as a 9% fall in
job satisfaction, 23% less staff involvement, and 21% fewer performance reviews.
4. What has SBI achieved after investing much in training and development?

S.NO PARTICULARS RESPONDENTS | PERCENTAGE
1 Reduced employee capabilities 23 23%
2 Stronger leadership pipelines 46 46%
3 Increased job dissatisfaction 21 21%
4 Higher resignation rates 10 10%

TOTAL 100 100%
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INTERPRETATION: Improved leadership pathways were most important to 46% of
respondents. Lower staff abilities (23% of respondents), growing job discontent (21%), and
greater resignation rates (10%) were reported by fewer respondents, suggesting less
substantial effects.
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5. Which HR focus area gains priority when SBI faces intense competition from private
banks?

S.NO PARTICULARS RESPONDENTS | PERCENTAGE
1 Weakening internal communication 23 23%
2 Strengthening talent management systems 47 47%
3 Reducing staff engagement initiatives 20 20%
4 Eliminating reward practices 10 10%

TOTAL 100 100%
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INTERPRETATION: Talent management system enhancement was the biggest benefit
for 47% of respondents. This shows how important these systems are to business operations.
Few respondents said terminating reward plans (10%), employee engagement programs
(20%), and organizational communication (23%), had no influence.

6. CONCLUSION

To maintain performance, stability, and growth in a competitive setting, retention measures
are essential. As skilled applicants become harder to find, companies must provide personal
and professional support to their employees. By offering growth and learning, good direction,
and a great work environment, companies can make employees feel valued and want to stay.
Effective retention strategies can cut attrition costs and retain highly engaged employees.
This workforce boosts productivity and innovation. Businesses must retain their best workers
in fast-changing markets. Employee contentment, growth, and competitive remuneration
boost a company's chances of success in a competitive labor market.
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