Journal of Journal of Management Excellence
Management ISSN: 3108-2815 | Volume 2 Issue 1 January-March 2026
Excellence www.jme-journal.com JME-27
DOI: https://doi.org/10.5281/zenodo.19398090

RETENTION STRATEGIES AND HR INTERVENTIONS AT
AXIS BANK

“IMr VR RAMAKRISHNA, Associate Professor,
#2SHAIK FIRDOSE, MBA Student,
Department of MBA,
VISWAM ENGINEERING COLLEGE (Autonomous), ANGALLU, MADANAPALLE, AP.

ABSTRACT: The Indian banking business struggles to retain employees due to increased
demand for specialized skills, changing job requirements, and severe competition. This
investigation examines Axis Bank's HR strategies to promote performance, engagement, and
retention. This research shows the value of internal mobility, performance-linked awards,
digital HR practices, employee well-being frameworks, and organized learning and
development programmers. The study examines how long-term these interventions affect
employee satisfaction, company loyalty, and job security. Axis Bank's retention rates are
greater after executing a strategy that prioritizes employees, has supportive leadership,
delivers recognition, and promotes career advancement. Proactive personnel management and
HR innovation are crucial to staying competitive and growing in the dynamic banking
business, according to the report.
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1. INTRODUCTION
Companies create and implement retention strategies to reduce turnover, attrition, and
employee engagement. Even with unavoidable turnover, retention methods can save time and
money Dby limiting voluntary turnover. Long-term, investing in current employees'
professional advancement is easier and cheaper than hiring new ones. Today's competitive
business environment has made companies realize that their personnel are crucial to success.
Modern corporate success depends on retaining talented, driven employees. High turnover
has been linked to decreased production, lost institutional knowledge, and greater expenses.
One of the best methods to retain staff is recognition. When their employment counts,
employees are more likely to stay, participate, and assist the firm succeed.
HR interventions aim to boost employee engagement, flexibility, and productivity to boost
company success. Technology, strategy, human process, and human resource management
are their specialties. Effective firm-specific interventions start with a clear knowledge of
desired goals. Implementation success depends on the organization's change preparedness
and the change agent's skills.
HR interventions
Onboarding: Lowering early turnover requires improving and extending the onboarding
process beyond the first day.
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Communication: Facilitate open, frequent communication between leadership, staff, and
management.

Feedback: Create a feedback system with "stay interviews" to learn what employees value
and identify issues before they depart.

Management training: Managers should have the tools they need to help their teams since
bad management causes employee churn. Training in compassionate leadership is
recommended.

Data analysis: Identifying patterns and taking targeted action requires monitoring worker
retention and attrition. Discovering why some demographics are departing at higher rates
may help.

Flexible work arrangements: Legitimize the growing use of remote and hybrid work
arrangements.

2. LITERATURE SURVEY

Manoj, S., & Namratha, R. (2021): A small group of IT companies in Bengaluru, India's most
important tech hub, are being studied for their retention tactics. Supported by survey data
from IT professionals, the study uses a descriptive research approach to highlight the crucial
aspects that influence employees' intention to remain. It highlights the significance of fair
compensation, accommodating work schedules, and chances to enhance one's skills. The
findings show that programs to recognize employees, promote work-life balance, and offer
opportunities for advancement are becoming more important in retaining IT talent. In view of
the ever-shifting nature of the IT landscape, the authors stress the importance of ongoing HR
innovation.

Hassan, Z. (2022): The purpose of this research is to examine the role of reward and pay
systems as a moderator between HRM techniques and staff retention rates in Maldivian
businesses. The study analyzes quantitative data from public and private sector employees to
determine  HRM's efficacy. According to the findings, HR measures like training,
performance reviews, and employee involvement greatly improve retention. One of the most
important ways to increase employee loyalty to a company is through its compensation and
reward system. More job happiness is a result of fair pay, recognition programs, incentives,
and rewards based on performance. Fair and transparent compensation plans are highly
valued by employees since they show appreciation for their accomplishments.

De Vries, N., et al. (2023): Strategies that strengthen employees' power and influence in the
workplace are the focus of this systematic review, which aims to facilitate the retention of
healthcare professionals. Authors classify retention tactics as empowerment programs,
participatory decision-making, leadership support, and ongoing professional development
based on data from over 60 research conducted worldwide. The evaluation found that
empowerment was the most important component in improving retention in healthcare and
clinical settings. When employees feel appreciated and recognized, they are more committed
to the organization. Critical components of attrition reduction are psychological safety,
sufficient workers, and supportive leadership. The study highlights how crucial it is for
healthcare facilities to address the psychological and organizational requirements of their
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staff. The need of HR frameworks that integrate well and strike a balance between autonomy
and accountability is becoming more apparent in light of this. In order to stabilize the
workforce and improve healthcare service quality, the authors suggest that healthcare
personnel must be empowered.

Masood, R. Z. (2024): Retail, hospitality, and customer service are examples of high-attrition
businesses that this empirical study seeks to understand better. Based on responses from 420
participants, the study found that factors including recognition, supervisor support,
manageable duties, and possibilities for growth have a major impact on employee retention.
Employees often leave companies that do not offer them enough personal assistance or clear
career opportunities. Prompt feedback, appreciation, and fair treatment considerably enhance
retention intentions, according to the research. Workplaces with high levels of stress and
employees whose schedules are difficult to forecast are major contributors to employee
turnover. In an effort to decrease employee turnover, the author argues that companies should
put greater emphasis on wellness programs and coordinated development activities. A strong
sense of belonging among workers is a byproduct of encouraging leadership and open lines of
communication. Researchers found that companies in fast-paced industries couldn't keep their
best employees without a motivating HR intervention and a positive work environment.
Mishra, S. (2024): Human resource management practices in multinational firms with
operations in different cultural contexts are the focus of this study, which aims to improve
employee engagement and retention rates. After looking at global workforce statistics and
cross-cultural HR models, the study found that employee engagement is a key component of
retention on a worldwide scale. Leadership that is inclusive, providing incentives, training,
wellness programs, and fostering cross-cultural communication are all great ways to increase
participation. The research shows that MNCs need to change their HR policies and practices
to fit local customs while keeping their key principles.

3. PROCESS OF EMPLOYEE RETENTION

Assess turnover rates

Turnover rates might reveal staff exits. Staff turnover may be assessed weekly, quarterly, or
annually. The difference between spontaneous and non-spontaneous turnover is essential. The
difference between involuntary and voluntary turnover is that involuntary turnover occurs
without consent. Positive turnover promotes firing underachievers regardless of coaching or
training.
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Identify reasons for turnover

Employees may depart due to company issues, insufficient pay, or work-life balance issues.
Despite these explanations, the most common explanation is that employees feel stuck in
their jobs.

Get data from surveys and exit interviews

Personas, exit interviews, and employee surveys can reveal why certain employees left.

You may learn a lot about your employees' strengths and growth opportunities by analyzing
their personalities. Employees may leave due to inadequate pay or a lack of advancement,
training, or personal improvement. Analyzing the data to discover the cause of worker
turnover and taking preventative steps is critical.

Develop employee insights

If it doesn't evaluate its employees, the company can't count on them to attract new talent.
Without asset value, employees won't stay.

Make improvements

Businesses may retain workers with wage hikes, salary equity, and better incentive programs.

4. QUESTIONNAIRE
1. What is Axis Bank's main client retention strategy?
a) Ignoring employee grievances
b) Offering competitive compensation packages
¢) Reducing training opportunities
d) Minimizing career development
2. What learning resource does Axis Bank use to develop staff?
a) EdX
b) Axis Sahyog / Axis Academy
¢) BYJU’s
d) Udemy
3. What are some of the most effective ways that Axis Bank and other banks like it
strive to maintain their customer base?
a) Job security
b) Lack of training
¢) Role ambiguity
d) High workload
4. How does Axis Bank encourage its employees to adopt healthy lifestyles?
a) No-leave policy
b) Employee Assistance Program (EAP)
¢) Penalty-based workload
d) Removal of medical insurance

5. How can Axis Bank reduce staff turnover by investing in professional development?
a) Outdated training modules
b) Continuous learning and upskilling
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c) No training
d) One-time induction only

5. CONCLUSION

In order to cultivate a productive, ebullient, and consistent workforce, it is necessary to
develop a strategy for recruiting and retaining exceptional employees. Create a climate that
emphasizes professional growth, employee satisfaction, public acclaim, and supportive
leadership to reduce turnover and enhance productivity.

Excellent HR practices like performance assessment integrity, wellness programs, and team-
building events create a great work atmosphere where workers feel valued and invested.
Finally, successful staff retention strategies boost long-term profitability and competitiveness
by making employees more loyal.
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