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Abstract:  The most pressing labour management challenges for the foreseeable future are likely to be 

concerned with employee retention. According to research, organizations that adapt their organizational 

behaviour to the reality of the modern workplace in the form of the provision of monetary and non-

monetary incentives as a part of talent management strategies will be successful in the future. Actually, the 

dynamics of the workplace must reflect a diverse population made up of people with different motivations, 

opinions, and values. Value structures are very different from one another and from the past. This 

phenomenon is especially prevalent in light of the current state of the economy and subsequent corporate 

downsizings, which exponentially increase the loss of critical employees in private sector banks. This 

research study shows a correlation between Monetary and Non-Monetary incentives with the employee 

retention factor of banks on a sample of 150 respondents working in the middle level of Private sector 

banks. 

 

Keywords: Motivation, Monetary incentives, non-monetary incentives, Employee retention, Private sector 

banks. 

 

REFERENCES 

[1]. Ahlrichs, N.S. (2000). Competing for Talent: Key Recruitment and Retention Strategies for Becoming an 

Employer of Choice. Palo Alto, CA: Davies-Black 

[2]. Dean, R. (1998). How to boost Staff Retention? People Management, 7(8), 54-56 

[3]. Masclet, D., C. Noussair, S. Tucker and M.C Villeval. 2003. “Monetary and Nonmonetary Punishment in the 

Voluntary Contributions Mechanism,” American Economic Review, 93 (1), 366-380 

[4]. Oakland, S., & Oakland, J.S. (2001). Current people management activities in world-class organizations. 

Total Quality Management, 12(6), 773-779. 

[5]. Stein, A. (2011). Employee Communications and Community: An Exploratory Study. Journal of Public 

Relations Research, 18(3), 249-264. 

[6]. Masclet, D., C. Noussair, S. Tucker and M.C Villeval. 2003. “Monetary and Non-Monetary Punishment in 

the Voluntary Contributions Mechanism,” American Economic Review, 93 (1), 366-380. 

[7]. Mason,W. & Watts, D. (2010). Real and perceived attitude agreement in social networks. J Pers Soc Psychol. 

99(4), 611-21. 

[8]. Gale Group (2006). Retention strategies in France and Sweden, The Irish Journal of Management, 28(1), 1-

15. 

[9]. Feldman, M. S. (2000), Organizational Routines as a Source of Continuous Change, Organization Science, 

11(1), 611-29. 

[10]. Fitz-enz,J. (1997). Eight practices of exceptional human resources functions. Retrieved March 5th 2018 from 

https://doi.org/10.1002/ert.3910240102 

[11]. Redington, K. (2007). Motivating employees: Is money or recognition more appreciated? 

[12]. Yazinski, S. K. (2009). Strategies for Retaining Employees and Minimizing Turnover. Retrieved on 26th 

March 2018 from http://hr.blr.com/ 



IJARSCT  ISSN (Online) 2581-9429 

    

 

       International Journal of Advanced Research in Science, Communication and Technology (IJARSCT) 

  

 Volume 2, Issue 3, January 2022 
 

Copyright to IJARSCT                85 

www.ijarsct.co.in 

Impact Factor: 6.252 

[13]. Devins, D., & Johnson, S. (2003). Training and development activities in SMEs: some findings from an 

evaluation of the ESF Objective 4 Programme in Britain. International Small Business Journal, 21(2), 213-

228. 

[14]. Chiang, F. F., & Birtch, T. A. (2008). Achieving task and extra-task-related behaviours: A case of gender and 

position differences in the perceived role of rewards in the hotel industry. International journal of hospitality 

management, 27(4), 491-503. 

 


