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Abstract

Purpose - Hong Kong is an international banking centre. There are more than 70 of the world's largest 100 banks which have their offices in Hong Kong, and more than 29 multinational banks even have assigned their regional headquarters strategically in Hong Kong. Therefore, Hong Kong acts as a crucial financial centre based on its high standards of market transparency, disclosure and prudentially regulated financial institutions as revealed from the recent statistic Archives of Business Research.

Retail banking refers to the banking sector that deals directly with retail customers by providing financial services to the public. It is also known as consumer or personal banking, the industry of retail banking allows retail customers to manage their money by not only obtaining basic banking services, credit but also financial advice. However, the quitting trend in the society is becoming popular that people are switching jobs and industries more often, moving from traditional to non-conventional roles, retiring early or starting their own businesses to pursue their opportunities. Some are taking time off to take care of their personal life or are quitting their job to start a vacation. Recently revealed from the report of that this study was necessitated due to rate of employee turnover, which is increasing in banking system; a situation whereby employee continuously move from one bank to another in a short period of time. The influence of compensation management and some other factors may affect employee retention which are the motive of this study from the stage of attracting talent to retaining them in an organization. 

Its adverse impacts on the increase in cost of replacing employees and business continuity leading to disruption of performance is intensifying according to Nel et al., (2014). Human resources are the most important asset in an organization (Pandita & Ray 2018; Radenovic et al., 2015). Therefore, attracting and retaining young talents as fundamental tier of employees has been becoming more crucial to make sure right talents are doing their job in support of operation of retail banking. It awakes the increasing attention of organizations that there is vigorous competition for the best talents in support of sustainable growth of business as reiterated by Michael (2000) and concurred by Pandita & Ray (2018) that the impact from high employee turnover has been intensifying. 

Methodology – The research is intended to explore with study of key factors on how to attract young talents as new joiners and retain them for Hong Kong retail banking industry. Questionnaire is designed in the format of Appendix 1 by ways Microsoft and interviews with a focus group for peers with age from 20 to 30 of generation Z who worked or have been working in retail banking as data collection method in this research. A total of 300 questionnaires are dispatched to recipients who are mostly my peers such as classmates of secondary school and university, ex-colleagues of KPMG and colleagues of HSBC of my current employer for completion of reply to questionnaires. Return questionnaires via Microsoft is 246 out of 300 dispatched equivalents to 82% return rate. 10 interviewees were invited to tick their rating to the questions set in the questionnaire, but they are encouraged to provide additional comments on research questions other than completing the questions in the questionnaire. 

These data collection results will serve as the primary source for this report which indicates that the top 5 factors as independent variables which attract the talents to join an organization as dependent variable and their reasons to stay with an organization are respectively Comprehensive Employee Benefits Package; Career Progression & Development; Flexible & Environment; Company Culture and Values and Employer Brand and Reputation and another 5 top factors as independent variables to retain the existing talents as dependent variable respectively Technology level at work; Reliable and Supportive Colleagues; Working Satisfaction; Support for Employee Health/Wellbeing; and Inclusive & Welcoming Community) from prioritizing and pulling necessary resources in retail banking industry.
Keywords: employee turnover, employee engagement, employee satisfaction, human resources management strategies, job satisfaction, leaving intention, retail banking industry, the Herzberg’s Two-Factor Theory, Maslow’s hierarchy of needs theory, organizational commitment, Strategic Human Resources Management, Triangular Expressions of Research
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	Introduction
The retail banking industry in Hong Kong is facing increasing challenges in attracting young talents as new joiners and retaining them to support its sustainable growth of business. The purpose of this empirical study is to investigate the factors that able to attract young talents as new joiners and retain them as an engaged employee in retail banking industry in Hong Kong as employee is one of the most important assets to sustain the growth plan of an organization (Pandita & Ray 2018). The study will identify different challenges being faced by the young talents in retail banking as war for talents (Alexandria, Virginia: SHRM, 2007) and recommend human resources strategies for addressing these challenges. 

1.1 	Research Background and Motives
Since that Hong Kong's retail banking sector is struggling with a lack of young talents as suggested by Arokiasamy, A.R.A (2013) and Amherst, D., N., Modau, F. D., Lugisani, P., Mabojane, R. & Phiri, M. (2018), an empirical study on how to bring in and keep young people as new hires is crucial. This scarcity is brought on by several things, such as the younger generations' lack of interest in banking employment, competition from other industries, and the impression of banking as a less desirable career path with insufficient engagement since it is more than just simple job satisfaction but results on high retention rates according to Pandita & Ray (2018) and Martin (2007).  Fully engaged employees are those who are physically energized, emotionally connected, mentally focused, and feel aligned with the purpose at work.  It can be best described as a harnessing of oneself to his or her roles at work.  

In employee engagement, people always express themselves cognitively, physically, and emotionally while performing their work roles (Michael, 2000; Shaw, K. 2005).  This is also echoed by Pandta & Ray (2018) who proposed that employee engagement directly measured the degree of an employee’s positive or negative emotional attachment to their job, colleagues and organization which profoundly influences their willingness to learn and perform at work, but not only their desire to leave or stay in an organization (Pandta & Ray 2018; Radenovic et al., 2015).  Hong Kong's retail banking institutions find it difficult to keep a talented and engaged workforce, which can hurt their competency to compete and long-term viability. This study therefore tries to address this issue by examining the key factors that Hong Kong's retail banking industry can adopt to draw in and keep young talents. In particular, the study will look at how incentives and recognition, training and development, and motivating variables help to draw in and keep young talents. 

Tlaiss, H.A., Martin, P. and Hofaidhllaoui, M. (2017) advised that retail banking institutions can create efficient strategies and programs to draw in and keep young people by studying the elements that affect their decisions to work in the field and stay in it. The literature review indicates that retail banking is one of those experiencing challenge of high employee turnover according to Amah (2009). Kuria, Ondigi and Wanderi (2012) further stressed that the industry leads in this regard with a high number of employees ‘job-hopping’ from time to time. Rehman and Mubashar (2017) believed that high labour turnover often results in lack of success and innovation in the business, uninspired employees, and a lack of appeal to talented employees as quoted in Holston-Okae (2017). This makes the study of labour turnover and its prevention strategies in the hospitality sector of strategic importance, and therefore justifies increased regard by this industry to ascertain high performing employees such as use of statistical analysis techniques, such as regression analysis, to examine the importance of addressing the key factors to attract talents to join an organization and their intention to stay with an organization as reiterated so critical in determining effective human resources management strategies according to Oluwaseun, Ibrahim Shukura (2016) and Holston-Okae (2017).







1.2 	Definition
Hong Kong is an international banking centre. There are more than 70 of the world's largest 100 banks which have their offices in Hong Kong, and more than 29 multinational banks have their regional headquarters in Hong Kong. Hong Kong therefore acts as a crucial financial centre based on its high standards of market transparency, disclosure and prudentially regulated financial institutions (David R. Meyer, George Guernsey., 2017; Jonathan A. Batten., 2011)

Retail banking is the providing of monetary services to individual clients, including credit cards, personal loans, and mortgages. It refers to the banking sector that deals directly with retail customers provides financial services to the public. It is also known as consumer or personal banking, the industry allows consumers to manage their money by obtaining basic banking services, credit, and financial advice. 

1.2.1	Overview of Employee Turnover
Attracting and retaining young talents in retail banking in Hong Kong refers to the strategies that banks use to appeal to the younger generation of customers and employees in the banking industry. Employee turnover is the rotation of workers in the labour market; between firms, jobs, and occupations as shared by Dwesini (2019); Pandita & Ray (2018) and Radenovic et al. (2015) further defines employee turnover as voluntary and involuntary permanent exit from an organization, with high turnover A trend that typically results in increased recruitment, selection, and training costs.

For decades, employee turnover remains one of the most frustrating and persistent problems for many organizations and companies in the world. It is bringing the negative impacts towards the company’s performance and costs as shared by Choi, Y., & Kim, D. (2019). From an organizational cost perspective, the cost of employee turnover is expensive, as there is a direct cost to the organization every time when there is an employee leaves the company, also there are additional costs for training and recruiting new employees due to the departure as commented by Radenovic et al. (2015) who also mentioned in the studies of SHRM about the cost of employee turnover that it expected a business or organization need to spend an average of 6 to 9 months' salary for each salaried employee to replace. In addition, the studies also found that employers are required to pay a total of about $600 billion in separation costs in 2018. The number is expected to continue to grow in the future as stressed by Chiat and Panatik (2019). These therefore justify the cost to spend for attracting and retaining the talents and adoption of relevant human resources strategies compared to the increasing huge replacing cost arising from employee turnover. 

1.2.2	Impacts on Organizations from Employee Turnover
According to Pandita & Ray (2018), staff retention is ever a significant concern and an expensive expense for every organization, with the recruiting and retaining a new worker costing anywhere can be as high as 200% of the departing employee’s yearly salary. Groysberg, Lee, & Nanda (2018) also gave similar figures that recruitment for hiring right is so critical that replacing people who have left an organization are expensive up to 150% of the employee’s yearly salary. Depending on the employment level, the costs associated with the employee turnover are co-workers’ burden, recruitment and training costs, loss of productivity, loss of clients and loss of intellectual capital (Holston-Okae, 2017; Radenovic et al., 2015). 

Employee turnover in organizations could thus be so harmful in such that it could become very costly to the organizations because of monetary costs incurred in recruiting, training, low productivity, more accidents and disruptions in programs and projects, tarnishing the image of the organization (Pandta & Ray, 2018) and that the high replacing cost and other impacts on an organization’s performance are always expensive and harmful. 






1.2.3	Implications from Employee Turnover
According to Radenovic et al (2015), employee turnover was the rotation of workers around the labor market; between the firms, jobs, and occupations; and between the states of employment and unemployment."  Woolcott (2017) further defined employee turnover as the voluntary and involuntary permanent withdrawal from an organization, and a tendency of high turnover rate generally results in increased recruiting, selection, and training costs.    

Groysberg, Lee, & Nanda, 2018 and Radenovic et al (2015) repeatedly indicated that empirical evidence strongly supports the position that intent to stay or leave is strongly and consistently related to voluntary turnover and employee turnover is the impacts which refers to a situation whereby employees exit an organization voluntarily for various reasons, and thereby affecting the organization negatively in terms of costs and performance in the capacity to deliver the minimum required services from business plan.  As such, employee turnover is a subject that is received extensive and increasing attention from various researchers over time.  Chiat and Panatik 2019 advised various researches have been done with regard to the cost of turnover; the driving forces (antecedents, predictors, etc.) behind turnover; solutions to turnover problem; effects of turnover, etc.  What interests the business organizations the most however is the research on the factors that answers the question why people leave the organizations which they are working for to find out why employee turnover has received so much attention and the factors that drive turnover for improvement as required by Radenovic et al (2015).  Simple ways to describe it are "how long employees tend to stay" or "the rate of traffic through the revolving door". Employee turnover is a result being widely used to measure for an individual company and for their industry.  If an employer is said to have a high turnover relative to its competitors, it means that the employees of that company have a shorter average tenure than those of other companies in the same industry as advised by Radenovic et al (2015).  Employee turnover has also been proved to be a drain on organizations' profit as the impacts. Various studies by researchers have been therefore done in this respect and it has been proved that employee turnover is very expensive for organizations.  Turnover expenses also differ from industries, companies and functions, etc.  
1.3 	Purpose of Research Activity 
The purpose of this empirical study is exploring on how to attract and retain young talents as new joiners in retail banking in Hong Kong is to understand the specific needs and preferences of this demographic and to develop effective strategies that can help retail banking organizations in Hong Kong attract and retain young talents.

The job market in Hong Kong is extremely competitive, with numerous firms fighting for the best employees. Hong Kong's retail banking companies compete for young talent not just with other financial institutions as war for talents according to Pandta & Ray (2018) but also with other industries. Retail banking companies also compete with other sectors for young talent in Hong Kong's very competitive labour market, as previously indicated. Thus, it is crucial for these organizations in all sectors to comprehend what drives young talent to join and retain with a company. In addition, Hong Kong is going through a demographic change as the population ages and the birth rate falls. This implies that youthful talent will be more in demand to fill the labour vacancies in the future. To ensure a long-lasting staff, it is crucial for retail banking firms to attract and keep their young talents. 

Compared to earlier generations, Pandita & Ray (2018) suggested today's young talents entering the workforce have different expectations and demands. They place a high importance on work-life balance and recently the work from home arrangement, professional advancement, distinctive employee benefits, and a positive workplace environment with technological advancement at work. To recruit and keep young talent, retail banking institutions must therefore be aware of their expectations and needs. On the other hand, young talent acquisition and retention can result in better company outcomes like boosted productivity, employee engagement, creativity, and profitability. To remain competitive and achieve long-term success, retail banking firms must make investments in luring and keeping young talent (Groysberg, Lee, & Nanda, 2018).

Another critical reasons of attracting young talents to join retail banking and its detrimental impact on organizational performance is intensifying due to increasing replacement and business continuity costs. They have significantly highlighted the major shortage is the junior professional staffing which are the employees aged around 20-30 years old. It has been down for 25% (Victor Zhong, 2020). 

According to the article of Anna Dolot in 2018, the new generation of employees (generation Z) is more willing to have a flexible working environment where their contributions are quickly recognized and affirmed. They are trying to explore their own careers more frequently in search of new experiences and challenges. The traditional advantages that bank used to enjoy in sourcing talent have lost much of their appeal as explained by Braimah, M. (2016).  Although banks can still be a great place for young talents who are devoted themselves to work in a reputable bank with high values and cultures, the new generation are increasing keen on working for some updated new technologies and innovative business models which are really excited for them. 

The demands and preferences of young people, including their preferred work arrangements, career growth and development possibilities, employee perks, work culture, and values, can be better understood by retail banking firms in Hong Kong through empirical research. The retail banking sector in Hong Kong can use this knowledge to create efficient tactics and human resources strategies that will assist draw in and keep young talent effectively as commented by Victor Zhong (2020). 









1.4 	Core Problems of Retail banking employment in Hong Kong
Hong Kong is one of the world's major financial centers with the same reputation as New York and London. At present, it is the 12th largest foreign asset banking center in the world, the 6th largest foreign exchange market transaction volume, the 9th largest stock market value, and the fund management center of Asia's second largest asset management center. However, Banks in Hong Kong has suffered a severe talent shortage as strict quarantine and shortages have worsened over the past year, as the government's zero-Covid rules - ranging from 21-day quarantines to school holidays and lockdowns - began to affect many expatriate workers after two years, according to the Hong Kong Association of Bank (HKAB) in 2020, representing all 163 licensed banks in Hong Kong (Enoch and Chad, 2022). Huen Wai-yee, chairman of the Hong Kong Association and Bank, said: "Hong Kong has always been facing a shortage of talents in the financial industry, but the epidemic has made the situation worse."

Furthermore, according to the latest survey by Qualtrics, an experience management platform, shows that the job satisfaction of senior managers and executives in Hong Kong companies is higher than that gap between middle and lower-level employees is widening. The report also pointed out that since Hong Kong is facing a shortage of talents and the hidden worries of the expected economic downturn in 2023, the gap will affect the ability of enterprises to retain, attract and develop talents. Qualtrics' 2023 Employee Experience Trends Report surveyed 1,001 Hong Kong employees on their job expectations, including 660 middle managers and junior employees, and 341 senior and executive staff which resulted show that employees who have worked in Hong Kong for less than 12 months have the lowest scores in happiness and employee satisfaction of work expectations, and the second lowest scores is staying willingness. 

Meanwhile, middle managers and junior employees reported lower levels of well-being, engagement, inclusion, and willingness to stay than their supervisory senior managers and executives. The report indicated that only 48% of junior to mid-level employees are satisfied with whether their current employer who can help them achieve their career goals, while 73% of senior employees are satisfied. Overall, some 49% of senior and executive workers say they are satisfied with their jobs, compared with only 28% of junior-to-middle-manager workers. Lauren Huntington, Qualtrics employee experience solution planner, pointed out that there is a clear gap between the work experience provided by companies and the actual experience of employees due to failure to address the issues that can have serious ramifications such as retaining top and young talent, maintaining productivity and performance (Rehman and Mubashar, 2017). 

In addition, the quitting trend in the society is popular. People are switching jobs and industries, moving from traditional to non-traditional roles, retiring early or starting their own businesses and taking time off to take care of their personal life or starting a vacation.  Chiat and Panatik (2019) shared that high employee turnover is essentially harmful to a company's productivity other than expensive replacing cost if skilled workers are often leaving and the worker population contains a high percentage of novice workers.  Enoch and Chad (2022) stressed from the big picture that the economic change is affecting workforces around the globe, and regardless of region, recruitment while the impacts of employee turnover seem to take the biggest hit on performance of organizations, giving rise to the needs of staff retention. Employee turnover in organizations could thus be so harmful that the high replacing cost and other impacts on an organization’s performance are always expensive and harmful Oluwaseun, Ibrahim Shukura (2016) and Holston-Okae (2017). 

Researchers thus unanimously stressed that employee turnover is so expensive not only from replacing cost, but also much more impacts by giving rise to many associated loss of productivity and performance which inevitably needs high awareness of organizations on focusing of staff retention in order to pursuit the competitive advantage both in productivity and image by investing strategically on people. Hong Kong Retail banking has been suffering a shortage of talents from attracting talents and retaining them in support of sustainable growth of business and retail banking is one of the sectors being impacted in these few years due to economic recession and the change of the working culture as shared by Pandta & Ray (2018).  


Research Questions 
Why young talents turnover rate has been so high in retail banking?   
What key factors are critically important to attract and retain the young talents?
How do these key factors contribute to staff retention and organizational attractiveness?
What can the management of retail banking adopt to better attract and retain young talents with their organization in long term?

1.6 	Objectives of Research Activity 
The research findings will provide significances for the research at the most updated information. By providing the management with the empirical findings, it can prioritize the importance in different degrees on different variables as the recommendations by strategically investing on people. Attracting and retaining the young talents in an organization is becoming crucial on determining how successful of an organization in sustaining its core business both to the excessive cost of replacing employees and enhancing competitive advantage in the industry as explained respectively in earlier sections 1.2, 1.3 and 1.4 which needs the attention of management to find out reasons and set objectives on people related strategies in one hand to minimize the impacts from employee turnover and the other hand improve their advantages to compete with rivals in the industry as stressed by Ibrahim Shukura (2016) and Holston-Okae (2017).
To investigate the key factors impacting employee turnover in retail banking.
To further investigate how these key factors will affect staff retention in retail banking.
To suggest how management can attract and retain young talents working in retail banking.





1.7 	Research method 
The research procedure starts with identifying the research topic and taking logical steps. Then, the research questions and objectives have been defined in sections 1.5 and 1.6. Then, the scope and literature review will be set up. After that, the research framework and hypotheses will be constructed in section 1.7. Then, both the quantitative and qualitative research design will be set up. Questionnaires will be designed for a working population which aged between 20-30 years old, the new generation of employees (generation Z). The questionnaires will be designed by asking the invitees to rate the importance of factors on a six-point “Likert rating scale which they will prioritize and their choice of the most 5 important factors which they will determine with rating to be attracted and retained with an organization. Data collection and analysis by SPSS will be done after review of both qualitative and quantitative research. 

The study combines qualitative research with previous studies through literature review, secondary data, collects empirical results to analysis all the collected data to provide specific recommendations afterwards. All the above research data will be collected legally and gained approval of the responder. As times go by, there will be a lot of researchers to conduct studies on finding out the reasons why employees will stay in an organization and how an organization can retain and attract their employees. Therefore, with the intent to make this research more valuable, it will be focusing on young and talented employees working in specific area of retail banking to make some effective suggestions with human resources management strategies on how to better attract and retain the talents efficiently from prioritizing and pulling necessary resources.
      Literature Review
Literature review, as a widely used tool of qualitative analysis of research from previous studies for collection of secondary data, serves as an important element of academic theory in this chapter to support the application, explanation, integration, and construct of research framework to the understanding for key factors as independent variables attracting talents and impacting Staff Retention collectively dependent variables from identification of core problems. 

This chapter hence aims to review, compare, and analyse the importance of having young talents working for an organisation and the reason about why they would like to change their job frequently than the past as shared by Dwesini (2019) and Woolcott (2017) and reviewed from literature review for the importance of adoptions of Strategic Human Resources Management by organizations; the application of Maslow’s Hierarchy of Needs and Herzberg’s Two-Factor theory and so forth conveying quantitative analysis by questionnaires and individual interviews with triangular expressions of research approach in latter chapters for empirical results, recommendations and conclusion.

2.1 Core Factors Attracting Talents and Impacting Staff Retention
The literature on the topic of working population which aged between 20-30 years old, the new generation of employees (generation Z) has given some comments on this generation, from 18 to 25 years of age who were as new generation into the new technological world. They expect immediate career success with little effort. It is difficult for them to take small steps to face the vision of long-term career development. These people are looking for work not only in their immediate environment, but all over the world, as they are characterized by mobility and knowledge of foreign languages.
 
Anna Dolot (2018) shared that threats to older generations are Gen Z obsessions and experimental subjects. They don't care about job stability; they easily change their workplace, looking for versatility and breaking out of routine. They are the most educated and mature generation ever. Young people see self-employment as a form of professional activity, not least because they perceive it to be more remunerative and give a sense of independence (Pocztowski, Buchelt, Pauli, 2015, p. 19). According to Anna Dolot, she has written an article explaining about the new working culture of gen Z in Figure 1. Refer to the Figure 2 below, it has been analysed in two age group of people including workers born between 1990 and 1995 and those born after 1995. The result shows that the younger generation appears to be more mobile (more willing to move abroad for work or permanently is higher among younger groups). 

Younger groups of respondents are more often concerned about job hunting and work, and they seem to be more interested in and accessible to new technologies. They are also more eager to work in teams than alone. While the older groups thinks that feedback was crucial in the study sample. The older group seemed more organized for example, they will use a calendar to plan events so that it can help them to focus on one single activity and carry on until it was done.


Although there are literature saying that the new generation of young talents are switching their jobs frequently, the result in this research article is not completely reflected (Anna Dolot, 2018). According to the article, quite a high number of respondents taking part in this research (39%) claimed that if a job were attractive for the key factors to their priorities, they could work in one company for their entire life. 

It was highlighted by Anna Dolot (2018) that the way this question was constructed (the only question with an assumption “if the job is attractive”) was deliberate. The aim was to see if the youngest people as the Z generation on the labour market would consider working for one company for their entire life, especially since there are so many opinions about their disloyalty by reviewing the optimum employment period with “the years of services” for review in this section under survey. 
Pandita & Ray (2018) also shared that priority of resource to spend in the organisation is essential to its success and is necessary to attract and keep talent in the field. The importance of human resources is greater than that of any other asset of the organization. Effective human resource management can increase a group's potential for achievement. A high-performance organisation places a greater emphasis on talent and makes great efforts to nurture and integrate its talent pool. Rehman and Mubashar (2017) further advised that this process entails identifying, selecting, training, and inspiring competent workers so that they have the skill set necessary to assist the company in accomplishing its goals. The organisation does not necessarily meet its goals just by adding personnel. Team effectiveness and models of teamwork must be the important motivators to accomplishing organizational objectives that the implementation cost, evaluation of team performance has been considered important as motivation by an organization exercisable on individual to draw for employee engagement as commented by organizational objectives are only feasible when employees are committed to the cause. Only with appropriate talent acquisition is this feasible. Simply said, talent management is a methodical process for finding, nurturing, and indicated a greater with the appropriate skill set and mindset to achieve organisational goals pursuant to Rehman and Mubashar (2017). 

Several studies have revealed that young managers tend to move on to different positions when a superior opportunity arises. On the other side, mid-career managers have a relatively low, though not insignificant, amount of turnover. The development of the firm is impeded by a high personnel turnover rate (Alonso & O’Neil, 2009: Dickerson, 2009; Cho et al., 2006). So, it is essential that a suitable talent be identified to ensure that the firm does not lose its valuable human resources from employee benefits package as an independent variable.

Organizational culture and commitment are also so critical which refers to a set of beliefs, values, work styles and relationships that differentiate one organization from another according to Habib et al., (2014) which is also found to be very crucial in enhancing organizational commitment on career progression and development as an independent variable. Some researchers (Hanaysha, 2016) contend that Organizational commitment on the other hand on working satisfaction as an independent variable can be defined as “the level to which an employee identifies and associates with the company or is resistant to leave it”. 

It is believed when employees with values, career goals and plans that align with the organizational culture are recruited and selected in an organization, there is great probability of retention as stressed by Karatepe (2013). The opposite is also true as shared by Kuria and Ondigi (2012) that the reward system, effective leadership, capability of the organization to evoke a sense of commitment on the workers and its boost of a sense of shared goals, inter alia, will influence turnover intentions and turnover rates. 

Dey, Kumar and Kumar (2014) assert that organizational commitment is an attitudinal matter where an employee establishes a psychological bond to the organization. They further opined that workers who were committed to the organization would show their loyalty in their jobs. It is believed that employees lacking organizational commitment will easily leave their jobs Khalid and Ishaq (2015). This implies that employee turnover is related to a low level of employee organizational commitment since it is recognised to be influencing a more stable workforce, improved employee motivation and organizational citizenship behaviours opined by Asim (2013) and organizational commitment may influence employees’ inclination to sacrifice for their company.

Talent attraction involves assessing and evaluating human resources. Basically, an assessment of the current workforce would be essential. The disparity between the talent which is needed and the talent that is already accessible is revealed by this evaluation. Another method of determining the needs of the company is through job evaluation. Now, it is feasible to fill the growing talent gap through effective recruitment and selection strategies. The connection that exists between job satisfaction, job involvement, and employee retention was investigated in a study by Pandita & Ray (2018). The study's key conclusion was the positive correlation between job engagement, job satisfaction, and retention from a safe working environment, which suggests that involvement in one's job rises with job happiness and that retention also rises. A sound retention plan is required in cases of high staff attrition. Only when workers are happy in their positions can an organisation keep them. 

Hay’s study (2002) also revealed in his study that only 22% of employees planning to leave were satisfied with advancement opportunities. This dissatisfaction from organizational failure in rewarding and recognizing their talents were found to be an important factor in the emotional wellbeing of employees leading to disengagement for leaving an organization. 

An organisation with a high attrition rate is frequently under pressure to complete other ongoing HR tasks like recruitment, training, salary revision, and surveys, etc., which provides little opportunity for employee growth a stressed by Nel et al., (2014) too who shared that the following factors may remain present if the retention plan is effective:
Work-life balance
Flexible work arrangement 
Exciting work 
Good organizational culture
Robust leadership 
Wealth and rewards 
Prospects of career growth and development

According to a study by Accenture, the most important quality that young professionals strive for in a company is a healthy work environment, which includes a supportive culture and work-life balance by enhancing employee engagement (Accenture, 2018). Young talents of generation Z frequently place a high emphasis on work-life balance and flexible working conditions than others. This initiates the retail banking firms and other industries to consider flexible scheduling, telecommuting choices, part-time job arrangements and recently work from home arrangement to attract their talents. According to a PwC report, 64% of young professionals and 66% of millennials would prioritize to have flexible work arrangements periodically than other factors (PwC, 2019). Young talents with more ambitious may be interested in career growth and development opportunities. Retail banking organizations can provide opportunities for advancement, on-the-job training, mentorship programs, and access to educational resources to help employees acquire new skills, improve their performance, and advance their careers. According to a Deloitte survey, possibilities for career advancement and retention among young professionals are among the main factors (Deloitte, 2019). Young talents can be attracted to and retained in an environment that is supportive. Retail banking companies can develop a culture that prioritizes employee wellbeing, encourages work-life balance, and develops a welcoming and collaborative workplace. Anna Dolot (2018) further commented attracting and retaining talents need additions to typical benefits such as health insurance and retirement plans, retail bankers can offer unique employee benefits such as paid volunteer time off, fitness and wellness programs, and employee recognition and incentives programs. These incentives can aid in luring and keeping young talent who are searching for an organization that values their well-being and appreciates what they have to offer. 

A study by Glassdoor revealed that 57% of job seekers said benefits and bonuses are among their top factors when evaluating job offers (Glassdoor, 2015). Young professionals frequently prefer to work for companies that share their values and have a clear mission. To attract and keep young individuals who share similar beliefs, retail banking businesses might emphasize their mission and principles. Young professionals are more likely to remain loyal to employers who have a strong sense of purpose and have a beneficial impact on society, according to a Deloitte survey (Deloitte, 2019). Opportunities for young people to contribute back to their communities are frequently valued. Retail banking businesses can offer chances for community involvement through volunteerism, charitable donations, and collaborations with neighbourhood organizations. This can help recruit and keep young talents who are looking for a workplace that emphasizes social responsibility. Young professionals are more likely to remain with employers who offer opportunities for community engagement, according to a Deloitte survey (Deloitte, 2019). 

The above literature researches identified the key factors such as work-life balance, job security, career development possibilities, pay and perks, and organisational culture help retail banking recruit and keep young talents. It is critical that Hong Kong's retail banking institutions create strategies that address these issues and draw in and keep youthful talent. The empirical investigation suggested in this article will shed light on these elements and suggest ways to address the difficulties experienced by young professionals in Hong Kong's retail banking industry. 

According to the articles of "Attracting and Retaining Millennial Retail Banking Professionals: An Empirical Study by International Journal of Business and Social (Journal of Business and Social Science, 2013) which looks at the key factors that affect retail banking professionals' job satisfaction and retention. Work-life balance, possibilities for professional growth, as well as salary and perks, are crucial for luring and keeping young people in retail banking. “Factors including work-life balance, professional growth opportunities, remuneration and perks are significant for attracting and maintaining young people in retail banking" (Journal of Retailing and Consumer Services, 2017).  

This study investigates how work-life balance and job factors affect millennial workers' retention in retail banking Employers could improve retention by offering flexible work arrangements and enhancing job design" and that "work-life balance has been an important predictor of job satisfaction and turnover intentions" (Journal of Business and Psychology, 2019). To retain young talent in retail banking, the survey revealed that work-life balance and professional features like autonomy and feedback are crucial. 
2.2 Strategic Human Resources Management & Theories
Business leaders worldwide are awake to the fact that substantial growth can be only achieved from a workforce with talents possessing the right skills and experience to drive for excellence of their business.  Every organization is competing their talents as a “war for talent” pursuant to Pandta & Ray (2018). Attracting and ultimately retaining the best available people is likely to become more challenging as the competition for high-performer and high-potential executives, the talent intensifies.  It was reiterated by Radenovic et al (2015) that there is a war for the best managerial and professional talent with the right mindsets and skills.  One of the major challenges the management currently facing is to be able to change fast enough, to cope with the new technology and new environmental, social and professional values to compete for talents.  

Chiat and Panatik (2019) and Dixit, S. and Arrawatia, M., 2018 commented that keeping great employees has been so critical, but the way to get the job done has been changed dramatically.  This is because employees only view their work differently than they used to previously, a fact that has given rise to an increase in demand on organizations to invest on people on their needs and hence need for employee retention programs. It is, however, the common viewpoints from researchers that organizations need to react fast by adoption of relevant strategic approaches relevantly to attract, motivate, and retain the valuable employees.  Effective implementation of Strategic Human Resources Management as a strategic plan widely adopted by HR people of organizations to invest on people from attracting, motivating and employee retention programs (Noe & Gerhart, 2005) is shown in figure 4 which can be generally categorized into 2 stages respectively to attract and motivate and resulting in retaining their people or talents.

Figure 4 - Strategic HRM
Stage 1: 	Attract - Analysis and Design of work, HR planning, Recruiting, Selection 
Stage 2:	Motivate -Training & Development, Compensation, Performance Management and Employee Relations.

Human Resources Management 5th edition advised that as competitors always strive to win the war for talents, effective human resource management is necessary to gain true competitive advantage in the marketplace.  These also challenge organizations of different industries on how important the managers, as an aspect of leadership, can more effectively acquire, develop, compensate, and manage the internal and external environment that relates to the management of human resources leading to business success from employee engagement (Rehman and Mubashar, 2017) 

Pandita & Ray (2018) and Choi, Y., & Kim, D. (2019) added that it is key on how successful as part of HR planning of an organization to get the employees better engaged in their jobs with the support of the management rather than the necessary benefits merely.  Instead, it highly relies on the leadership of an organization to develop relevant strategies to attract, motivate and retain the talents instead of only fulfilling the key areas of training & development, compensation review, rewards and recognitions, and motivations of employees.   Rehman and Mubashar (2017) further suggested on top of Panda and Ray that it is, in particular, determinable for what a people-related strategy is being planned and how effective this is adopting in an organization for review by evaluating Maslow’s Hierarchy of Needs Theory since it is crucial on how to get employees highly engaged and hence determining the intention of employees to stay or leave an organization as cited by Noe & Gerhart (2005). It needs a closer look on Maslow’s hierarchy of needs theory and various people-related theories in the latter sections. 




2.3   Maslow’s Hierarchy of Needs
Maslow’s hierarchy of needs theory is frequently utilized to address and satisfy employees’ needs by Hopper, Elizabeth. "Maslow’s hierarchy of needs explained." ThoughtCo, ThoughtCo 24 (2020): 1-3. There are also several theories of motivations and that are mostly discussed in connection with job engagement or satisfaction like Herzberg’s Two-Factor theory.  These theories basically purported that if people’s needs are met, it is believed that the employees will not be dissatisfied or disengaged with their jobs but with better engagement than others instead.  Maslow’s theory is in a hierarchy, ranging from the most basic needs.
                            
Figure 5 – Maslow’s Hierarchy of Needs
source: http://www.tumblr.com/tagged/hierarchy%20of%20needs?language=es_ES 
Figure 5 demonstrates the ranks of the individual’s needs according to Maslow’s hierarchy of needs theory in 5 levels of needs as below:
Physiological: fair salaries or wages, comfortable work environment, warmth, light, space, and air conditioning. 
Security: safe working conditions, job security and fringe benefits. 
Social: social interaction among employees, stable groups, encouragement of co-operation. 
Esteem: recognition of high achievement, meaningful work activities, a title that commands respect, responsibility. 
Self-actualization: challenges in work, opportunities for advancement, opportunities for creativity, encouragement for high performance. 
Radenovic et al (2015) suggested that the HR need to elaborate more on Herzberg’s two-factor theory with regards to hygiene issues and motivators for effective planning of Strategic Human Resources Management on top of Maslow’s hierarchy of needs theory by fundamentally identifying the needs of employees in 5 levels respectively from physiological, security, social, esteem and self-actualization towards their job for enhancing employee engagement.  Tatiana V. Volchenko & Lyudmila S. Ruzhanskaya & Maxim A. Fokeev (2021) further elaborated engagement entails the active use of emotions in addition to the simple use of cognition while completing work tasks.

2.4   Herzberg’s Two-Factor Theory 
Herzberg’s Two-Factor theory stipulates that employees can be more productive, creative and committed to their employers (Al Jenaibi, B. (2010) and Bruce, K., & Nyland, C., 2011). There is also a direct correlation between employee satisfaction and the benefits of employee engagement in the Herzberg’s Two-Factor theory and employee engagement can be measured in two dimensions:
Hygiene issues, such as salary, company policy and administration, relationship with supervisor, work conditions, relationship with co-workers, personal life, status, security and supervision, which make employees’ satisfied and attract new talents to join. 

Motivators, such as recognition, the work itself, responsibility, advancement, growth, and achievement, which make employees more productive from higher level of satisfaction.

The Herzberg’s Two-Factor Theory suggested that satisfaction and dissatisfaction are not opposites with each other but separate constructs into Hygiene Factors and Motivators commented by Maria Stock, R. J. (2017) when employing people the organization’s management should firstly diagnose their needs according to Maslow’s hierarchy of needs theory in order to formulate relevant strategies by promoting personal goal attainment on fulfilment of needs.  

Khan, A. A., Abbas, N., & Zaki, K. A. (2017) also indicated that the Herzberg’s Two-factor Theory, or Motivation and Hygiene Theory, should at first purport to differentiate between intrinsic and extrinsic aspects of the job as intrinsic factors referred to as content or motivators include achievement, advancement, the work itself, responsibility, and recognition resulting on higher employee engagement and productivity of an organization, while extrinsic factors referred to as hygiene and included company policy and administration, technical supervision, working conditions, salary, and interpersonal supervision and are hence assumed constituting for how effective that an organization can better attract, motivate and retain their employees. 

Researchers thus broadly concluded that both intrinsic and extrinsic factors of “Herzberg’s Two-factor Theory”, or Motivation and Hygiene Theory are always vital to suggest management to firstly diagnose and address the needs of employees as reiterated by “Maslow’s Hierarchy of Needs” and then critically determine on how successful of an organization being part of implementation of Strategic Human Resources Management as seen on staff retention from enhancing employee engagement in conjunction with the key components of leadership, training & development, rewards and recognitions, and motivations to address their employees’ needs and as a result the positive emotional attachment of employees keep the employees staying as cited by Enamala, J., & Reddy, J. M. (2022). 









3.0 	Research Method
The research will be lasted for 1 month 15 March 2023 to 14 April 2023. Followed by the research questions shown in Section 1.5, it has high lightened the major problems on affecting the attraction and retention of young talents in retail banking industry. In this section, research framework will be formulated, and all the key aspects will all be included to response to research questions. 

The results of the study will provide insights into the factors that attract and retain young talents in retail banking in Hong Kong. The study will also identify the challenges faced by young talents in retail banking and recommend strategies for addressing these challenges. 

3.1 	Research Approach
The research onion has defined how the research must be done. It includes two approach which are deductive and inductive. The deductive method starts small and expands gradually. It starts with one or more specific hypotheses, which are derived from information or patterns observed by the researcher. It then tries to test this hypothesis and develop broader theories from it. The law of induction is the opposite. It starts with broad theory and then focuses on smaller, more specific details. This is sometimes called a shift from the specific to the general (David Phair and Kerryn Warren, 2021). This survey will be mainly created on a deductive approach.

Quantitative research and qualitative research will be used in this data collection process. Quantitative researchers aim to establish general laws of behaviour and phenomenon across different settings/contexts. Research is used to test a theory and ultimately support or reject it (Dr. Saul McLeod, 2019). Qualitative research is multimethod in focus, involving an interpretive, naturalistic approach to its subject matter. This means that qualitative researchers study things in their natural settings, attempting to make sense of, or interpret, phenomena in terms of the meanings people bring to them.

3.2 	Quantitative and Qualitative research
Quantitative research involves the process of objectively collecting and analysing numerical data to describe, predict, or control a variable of interest. The goal of quantitative research is to test causal relationships between variables, make predictions, and generalize results to a wider population (Dr. Saul McLeod, 2019). Based on the literature review and hypothesis as qualitative research, a survey will be created to collect data and feedback from the working population in Hong Kong years old. Surveys were sent to selected populations; more details will be described below. For the quantitative research, it is the process of collecting, analysing, and interpreting non-numeric data such as language. 

Dispatch of questionnaires to 300 people who have been either worked or have been working for retail banking with the age group around 20-30 will be invited to take part in the survey by completing questionnaire by returned via Microsoft and 10 invitees as my peers of my network for conducting an interview either by zoom or face-to-face. They were asked with the research question and were allowed to provide some further feedback in section 1.5 and received feedbacks as per the set questions 1-12 of the questionnaires. The targeted returned rate of the collected questionnaires against the population of 310 will be not less than the 70% to support a high confidence level from the returned questionnaires with their ranking on factors from least important to most important. The result will be used to combine with the empirical results obtained from a literature review and questionnaire to identity the key factors affecting the attraction and retention of young talents. The study adopted triangulation method, combines qualitative research with previous studies through literature review, secondary data, collects empirical results to construct research framework and proposes statistical analysis. For the data analysis tool, SPSS has been used to analyse all the collected data to provide specific recommendations afterwards. All the above research data will be collected legally and gained approval of the responder. 



3.3 	Survey design
This study has adopted both questionnaires and interview for collection of data by quantity review from a focus group of people who have been worked or working for bank retail aged around 20-30 years old. For all by means of invitees and interviewees, no personal names are required to fill in the questionnaire. No camera will be set up in the interview and all the collected data will be deleted after the research ends. The data security and the data collection purpose had been told to the respondents in the survey. This is to avoid any ethical anonymous.  

For the questionnaire, it is considered a quantitatively designed survey by evaluating on a six-point “Likert” rating scale that ranges from (1) strongly disagree/ least important to (6) strongly agree/ most important according to the factors in Appendix 1 in 2 sections respectively:
Section A: There are a total of 15 questions relating to factors attracting talents to join in the questionnaire. 
Section B: There are a total of 14 questions relating to factors impacting talents retention in the questionnaire.
The questions required the respondents to rank rating form the six-point “Likert” and chose the maximum of 5 key factors in 2 sections respectively attracting them to join and impacting them to stay in the retail banking in Hong Kong from 5 (the most important) to 1 (less important). Ranking and listing questions are one of the most important aspects of conducting market research. It helps market researchers and organizations determine which aspect of a product is most liked by customers. 

By defining the gender, work experience, marital status, position in the company, education level, monthly salary, number of times in switching jobs, the time in staying in the company, it will be easier for my research to distinguish and analyse the collected result. Regarding the role of values, there is no valley research. It is important that researchers remain neutral and independent of the results. It is also important for researchers to maintain an objective stance. 
For the interview of the focus group, I have completed 10 fellows of retail banking who worked or have been working in the industry with their age around 20-30. The interviewees will be answering the set questionnaires of the above sections A and B but by means of face-to-face and one-on-one discussion. They will be invited to provide their views on the research questions in section 1.5 to analyse their comments or point out something that they think can affect the attraction and retention of young talents in retail banking by qualitative approach. 

To avoid any ethical issues from happening, a University Ethics Form was completed and pre-approved by the research supervisor which can ensure that research being conducted does not violate any unethical or illegal process and ensure the data privacy and confidentiality. 

3.4 	Data Collection and Analysis
For analysing the gathered data of the employee engagement survey, the software of Statistical Package for the Social Sciences (SPSS) is being used for analysis commented by Kusumah, Echo Perdana (2017) that SPSS was firstly developed by Nie, Hull and Bent of Stanford University in 1960s and was aimed for analysing a large volume of data.  Usually, this would work for numbers with calculations.  SPSS is the major statistical software used and several statistical methods will be utilized in analysing the collected data for empirical findings.  

3.5 	Research Result
In the following part, the data analysis and results are presented to objectively test the factors by evaluating on a six-point “Likert rating scale” that ranges from (1) strongly disagree/ least important to (6) strongly agree/ most important according to the factors in Appendix 1 to determine from the population of invitees/ interviewers for attracting young talents as new joiners and retaining them in retail banking in Hong Kong.   

The first part will describe the returned rate of the collected questionnaires against the targeted population to support a high confidence level from the returned questionnaires. The second part will perform description of the data gathered following the third part by performing the regression method to test the validity of hypotheses.  The latest part will state the overall findings from research findings for empirical results. 

3.5.1	Response Rate
The questionnaires are distributed by Microsoft emails individually to all the targeted invitees who are peers respectively ex-classmates, ex-colleagues and colleagues currently working or previously in retail banking covering the whole population of 300 invitees participating for questionnaires and 10 interviewees in total of 310 in quantity based on my networking as per the research design which were eventually corresponding to 246 returns of questionnaires and 10 completed interviews resulting to a total of 256 returns which  represents successful collection rate of 82.58% from the whole population as shown below in below Table 3.1.  

As a result, the returns have been more than the targeted returns set at 70% from target population as described in section 3.2 so that a high confidence level of empirical results has been achieved during the survey period from 15th March 2023 to 14th April 2013, a whole month’s time according to the research design of this study.  



3.5.2	Data Collected
Questionnaires 
There are totally 15 items respectively employer brand, training and development, a good job description, a strategic recruitment and onboarding process, a comprehensive employee benefits package, a good job culture background, team events, geographic ties/ reasonable travel demands, a competitive salary, flexible work environment, reward/ employee recognition, internationalization of young talents, demonstration of diversity, equity and inclusion, active in social media, career progression/ development which may be factors of independent variables leading to employee engagement and as a result better attracting young talents to join and their retention in retail banking, the target industry for research according to research framework from sections 3.1-3.3.  
Table 3.2 Reliability statistics for key factors affecting employee engagement resulting on attracting new talents and impacting talent retention

Data collection from the 15 items as key factors attracting new talent
In summary, the 15 items for key factors in questionnaires as independent variables affecting employee engagement are proved as reliable and consistent. The reliability of the overall results by Table 3.2 which revealed the overall Cronbach’s alpha is 0.901 (larger than 0.7), which means the degree of reliability is high and a strong internal consistency among the 15 items.
Upon completion of questionnaires and interviews from total return of 256, a total scoring respectively for the 15 items in attracting talents by summing up from a six-point “Likert rating scale that ranges from (1) strongly disagree/ least important to (6) strongly agree/ most important. 



The reliability of 15 factors which may be leading to employee engagement for test as shown in Tables 3.5 revealed the overall Cronbach’s alpha is 0.904 (larger than 0.7) indicated the degree of reliability is high and indicates a strong internal consistency to employee engagement from the 15 items of key factors. 

To conclude, the reliability test for the questionnaires from 246 returns and 10 completions of interviews of the survey population is proved to be all reliable, consistent among the 15 items. 

In summary, the 15 items of key factors leading to employee engagement are proved as reliable and consistent. 

Data collection for 14 items as factors affecting talent retention
There are 14 items impacting talent retention upon completion of questionnaires and interviews from total return of 256 by summing up from a five-point “Likert rating scale that ranges from (1) strongly disagree/ least important to (6) strongly agree/ most important. Total Score for choosing the maximum of ONLY 5 factors and rank their priorities from 5 (the most important) to 1 (less important) according to the 14 factors as per Appendix 1 analysed in below Table 3.6. 


















The reliability of 14 factors which may be leading to employee engagement for test as shown in below Tables 3.8 revealed the overall Cronbach’s alpha is 0.899 (larger than 0.7) indicated the degree of reliability is high and indicates a strong internal consistency to employee engagement from the 14 items of key factors. To conclude, the reliability test for the questionnaires from 246 returns and 10 completions of interviews of the survey population is proved to be all reliable, consistent among the 14 items. 

In summary, the 14 items of key factors leading to employee engagement are proved as reliable and consistent. The top 5 of key factors of their respective Cronbach’s Alpha indicating the priorities of importance in descending order are shown in Table 3.9. 

Attracting Talents
In table 3.9, there are totally 5 items respectively of flexible work environment, comprehensive employee benefit package, employee brand, company culture and value and career progression and development as independent variables that their Cronbach’s alpha is ranging from the lowest of 0.913 to the highest of 0.923 (larger than 0.7), which means the degree of reliability is also high and indicates a strong internal consistency to attracting talents, the dependent variable, in retail banking. 
Talent retention 
In table 3.9, there are totally 5 items respectively of technology level, reliable and supportive colleagues, working satisfaction, support for employee health/ wellbeing and Inclusive and welcoming community as independent variables that their Cronbach’s alpha is ranging from 0.909 to 0.916 (larger than 0.7), which means the degree of reliability is also high and indicates a strong internal consistency to talent retention, the dependent variable, in retail banking. 

Interviews and Analysis
By section 1.7 Research Method under Table 1.1 Research Framework and section 3.3 Survey Design of this study, 10 peers from my networking who worked or have been working in retail banking with age around 20-30 years old, the new generation of employees (generation Z) were invited for an interview by zooms or face-to-face discussion. First part will include their feedbacks to complete the Six Likert rating scale and choose the maximum top 5 factors attracting them to join retail banking and impacting their retention. Second part will solicit their views and comments for the section 1.5 Research Questions. 
Q1. Why young talents turnover rate has been so high in retail banking?   
Q2. What key factors are critically important to attract and retain the young talents? 
Q3. How do these key factors contribute to staff retention and organizational attractiveness? 
Q4. What can the management of retail banking adopt to better attract and retain young talents with their organization in long term? 
In Table 3.10, a summary of empirical findings from the 10 interviewees are compared, analysed with their comments, and concluded with the findings to triple-test the research study from completion of Literature Review in section 2.0 and Quantitative Review in sections 3.4 & 3.5 which identified the 5 key factors better attracting new talents and another 5 key factors impacting talent retention from 246 returns of questionnaires and 10 completed interviews in total of 256 survey. 

Below are summary of comments from interviewees on the pre-set research questions below:
Table 3.10 – Summary of comments from Interviewees on Research Questions
Q1	Why young talents turnover rate has been so high in retail banking?   
	Retail banking loss of attraction compared to other new innovative businesses.	Boring industry from the perspective of generation Z.	Lack of Human Resources to retain Talents.	Low technology level.	Low job satisfaction.	Insufficient promotion opportunity 	Non-competitive benefit package 	Lack of inclusiveness nor mentorship 	Lack of well-structured training plan for young talents	Looking for a more suitable job since it is usually their 1st or 2nd job  
Q2	What key factors are critically important to attract and retain the young talents?
	Flexible and safe work environment	Work from home availability 	Reputable employee brand	Admirable company culture and vision	International and cross departmental job rotation programme	Well-structured Career Progression/ Development	Support for employee health/ well being	High level of inclusiveness 	High Team spirit 	Insightful and admirable leaders 
Q3	How do these key factors contribute to staff retention and organizational attractiveness?	All the 10 interviewees unanimously agreed that their chosen 5 key factors though slightly different from one another will effectively contribute to staff retention and organizational attractiveness.	The more an organization is willing to invest in Human Resources Management Strategies, the more effective the retail bankers can attract and retain the talents.	Inclusiveness and respectful culture will enhance employee engagement for better attracting and retaining the young talents to stay for growth with the retail banker. 	Some of the comments from the interviewees are very much similar and are included as the above 3 feedbacks.      
Q4	What can the management of retail banking adopt to better attract and retain young talents with their organization in long term?	Implement in-depth of Human Resources Management Strategies for caring of individual to share the organizational success and get growth and development their career with the bank.	Maintain high Value and Culture to advocate high level of respect, inclusiveness, transparency, and long-term development programme for talents. 	Formation of people related policy by HR for employee	Solicit feedbacks from employees by conducting yearly engagement survey with correction plan after review. 	Some of the comments from the interviewees are very much similar and are included as the above 3 feedbacks. 



4.0 	Recommendations
The 5 key factors as analysed by SPSS in Table 3.9 critically contributed for attracting and retaining talents well provide the valuable insights for the management of retail banking to review in-depth of their existing set up of people related policy and after an intensive gap analysis for developing a well structure Strategic Human Resources Management programme, subject to review from time to time, to attract new talents as joiners and retain them for long term career development as the most important asset of the organization to assure the organizational sustainable growth by various researches for years and repeatedly affirmed by Dwesini (2019)and Pandta & Ray (2018). The valuable comments received from the 10 interviewees to Research Question 1 and 2 in Table 3.10 well concurred the imminent needs of investing seriously on people. Questions 3 in Table 3.10 also critically shared from the views as generation Z on how they will consider joining and keep staying with a retail banker. Likewise, the comments in Research Question 4 determines what the management of retail banker consider making changes and investing in long term for people including the insights of improvement such as:

Implement in-depth of Human Resources Management Strategies for caring of individual to share the organizational success and get growth and development their career with the bank.
Maintain high Value and Culture to advocate high level of respect, inclusiveness, transparency, and long-term development programme for talents. 
Formation of high transparency people related policy by HR for all employees of all levels across departments.
Solicit feedbacks from employees by conducting yearly engagement survey with correction plan after review. 
Ongoing reviews by the management and people team to assure competitiveness for compensation and benefit; career growth and development; flexible and environment such as positive work environment and work-life balance; adoption of Technological advancement; company culture and values and employer brand and development which are the top 5 key factors from review in Table 3.9, as elaborated in more details in following sections 4.1 to 4.6.   
4.1 	Human Resources Management 
The relationship among leadership, training and development, rewards and recognitions, motivations, employee engagement and staff retention are proved valid and are consistent enormous of previous studies as related to the subject of the present study for developing of a revised HRM for better staff retention as in figure 5.1.


Figure 6 Revised HRM Model
Source: http://hrmkenya.wordpress.com/

Hence, it well justifies the management of retail bankers for adoption of an Action Plan on revised HRM model from the empirical results of this study in order to pull for necessary resources purposely on improving the identified key factors evidently impacting staff retention subject to regular review over time to boost employee engagement and so forth effectively draw for successful staff retention from attracting new talents to join from implementation key changes respectively from recruitment, selection and introduction, personnel administration, training and development, performance and reward management, talent management, succession and career planning, labour relations and HR planning. This will support of sustainable growth of business over the competitors as answerable for the Q4. 

Recommendations of revised HRM Plan to boost employee engagement in retail banking industry are also proposed for strict adoption upon the research findings as previously set in section 3.5.
Key Objectives Plan and Action Plan Establishment
Conclusions available from section 5.2 have addressed the research objectives from items 1 to 4 and in particular in objective 5 would need detailed formulation of Key Objective Plan and Action Plan of implementation on revised HRM for key success to boost employee engagement leading to successful staff retention strategically.  Recommendations of a Key Objectives Plan is therefore set up for regular review for launching with the support and adoption of improvement plan by senior management according to Enamala, J., & Reddy, J. M. (2022).  Predictable outcomes can only be achieved on driving the changes swiftly as advised by Choi, Y., & Kim, D. (2019) for better staff retention in support of sustainable growth of business by mitigating the risk from employee turnover, the core problems currently facing and the most important maximising the strengths in the industry’s balance by strategically investing on people subject to on-going reviews.

By investing strategically on HRM will hence echo various researchers who unanimously stressed the importance to trim down employee turnover is critically important since it is so expensive not only from replacing cost, but also causing much more impacts by giving rise to many associated loss of productivity and performance. The management’s high awareness with adoption of HRM on focusing and investing more for people to improve staff retention will hence pursuit the new competitive advantage both in productivity and image as a result of strategically investing on people. This is also an improvement for Hong Kong Retail banking which has been suffering a shortage of talents from attracting talents and retaining them in support of sustainable growth of business and retail banking is one of the sectors being impacted in these few years due to economic recession and the change of the working culture as shared by Pandita & Ray (2018).  

This also shows that employees were not satisfied despite their seemingly attractive salary. In view of the finding, the study concluded that if management fail to formulate, administer and implement a good compensation policy that would allow them to retain their talented employee; these employees might leave their job if they find a better offer elsewhere. The researcher recommended among others that compensation structure should include new and enticing ways to motivate and retain employee with wide range of benefits other than salary.

4.1 	Compensation and benefits
Young professionals demand individualized experiences that consider their requirements and preferences. Hong Kong's retail banks must offer individualized services that set them apart from their rivals and entice millennial clients and staff. Personal financial planning, individualized investment portfolios, and individualized client service are a few examples of this (Woolcott, 2017).

Retail banking businesses may create competitive incentive pay packages that include bonuses, stock options, and other perks while adhering to industry standards. Retail banking companies can provide distinctive perks, such as paid volunteer time off, fitness and wellness programs, and employee recognition and incentives programs, in addition to customary benefits like health insurance and retirement plans. These incentives can aid in luring and keeping young talent who are searching for an organization that values their well-being and appreciates what they have to offer. Goldman Sachs is one of the sources for an instance. They provide a lucrative base income, incentives, and other benefits like health insurance, retirement plans, and family leave as part of a competitive compensation package. Likewise, they provide flexible compensation plans that let workers personalize their benefits. 

In addition, retail banking businesses can offer some unique employee benefits that only retail banking organizations can offer to young talents. One of the examples is Student loan repayment assistance. Providing a financial contribution to the employee's student loan payments or establishing a matching program where the company matches the employee's payments are two examples of this perk. This may be especially appealing to young talent who are struggling with heavy college loan load. Another unique benefit can be employee discounts. Discounts at other merchants or companies as well as savings on banking goods and services are examples of this benefit. Young professionals who are just starting their professions could value the chance to save money on necessary expenses. Employee discounts can also encourage loyalty among workers who sense their employer's worth and appreciation.

4.2 	Career growth and development
Retail banking companies can also provide young talent development and training programs to aid in the development of their skills. They may also offer coaching and mentoring programs, as well as chances for career progression and promotions. Young talents are often interested in opportunities for career growth and development. Retail banking establishments may offer possibilities for growth, practical experience, mentorship programs, and access to learning materials. Employees may benefit from this in terms of developing new skills, enhancing performance, and advancing their careers. One of the instances comes from Citigroup, which offers a variety of training and development programs, including possibilities for on-the-job learning, leadership development, and technical training. Furthermore, they have a global mobility program that enables workers to work abroad and obtain new experiences.

Also, retail banking can provide professional development opportunities for young talents to develop. Programs for training, mentoring, or tuition assistance for continuing education might all fall under this benefit. This can help them gain new abilities and advance in their professions, which may be a useful benefit to young talents who are eager to learn and advance in their employment.




4.3 Flexible and Environment
The flexible and environment includes review of positive work environment, Work-life balance and application of Technological advancements into works. 

4.3.1 Positive work environment
Companies with a welcoming workplace culture that encourages adaptability, career prospects, innovation, and collaboration attract young talent. Hong Kong's retail banks must make investments in training and development initiatives, flexible work schedules, a culture that fosters innovation and collaboration, and possibilities for career advancement (Groysberg, Lee, & Nanda, 2018).

It is necessary for retail banking to provide a positive work environment for young talents. It is recommended that an open communication is needed to retain young talents. Open communication is a critical factor in creating a positive work environment for young talents in the retail banking industry. Open communication refers to the process of sharing information, ideas, and opinions between employees and management in a transparent and honest manner. When employees feel that their ideas and opinions are valued, they are more likely to be engaged and motivated in their work. According to a Gallup study, workers who believe their opinions are respected are more driven and engaged at work. Similarly, a study indicated that open communication in the workplace is linked to better levels of organizational commitment and job satisfaction (Harter, J. K., Schmidt, F. L., & Keyes, C. L, 2003). This can be done through regular team meetings, one-on-one discussions, and employee feedback surveys.

4.3.2 Work-life balance
Retail banking companies may provide flexible work hours, part-time work, and telecommuting options. They can also offer information and assistance in maintaining good physical and mental health. In this approach, they may establish a supportive work culture that values employee well-being, promotes work-life balance, and encourages a collaborative and inclusive work environment. This can assist in luring in and keeping young talent that are searching for a helpful and encouraging work environment. Bank of America might be used as one of the instances. They provide a variety of flexible employment options, such as remote work, part-time employment, and adjustable hours. Additionally, they offer tools and resources for both physical and emotional wellness, including onsite health clinics and an Employee Support Program. 

Retail banking can attract the young talents by flexible work arrangements. Compressed workweeks, flexible hours, and telecommuting are a few examples of this benefit. This benefit may be especially appealing to young professionals who seek work-life balance because it can make it easier for them to balance their obligations on a personal and professional level.

Furthermore, nowadays youngsters value high on their health. According to Forbes, the significance of health and wellness incentives for luring and keeping young talent is highlighted in the essay. In addition to looking for employers who provide benefits like gym memberships, healthy foods, and mental health resources, it is noted that many millennials place a high priority on their physical and mental well-being (Forbes, 2017). Retail banking can offer Health and wellness programs to attract them to work for the bank. This perk may consist of gym memberships, wellness courses, or access to wellness initiatives like stress reduction or nutrition advice. This benefit may be especially tempting to young talents who value their health and wellbeing because it might support them in keeping up a healthy lifestyle.

4.3.3 Technological advancements
Young talents are increasingly drawn to digital banking services that offer convenience, personalization, and innovation. Retail banks in Hong Kong need to embrace digital transformation and adopt new technologies that cater to the unique needs and preferences of the younger generation. This can include mobile banking apps, blockchain implementation, and artificial intelligence-based chatbots (Woolcott, 2017).

Retail banking businesses can spend the money on the freshest digital platforms and technologies to improve their services and clients' satisfaction. Retail banks can invest in digital transformation by implementing cutting-edge technologies like blockchain, automation, and artificial intelligence to improve their operations and client experiences. For instance, PayMe, a new digital banking software from HSBC, enables users to send money and pay bills using their mobile devices (HSBC's PayMe, 2023). In Hong Kong, young people are fond of the app. 

Young talents appreciate convenience and flexibility. Retail banks can offer mobile banking services that allow customers to perform transactions, check account balances, and manage their finances through their mobile devices. This will not only attract young talents but also retain existing customers. For example, Bank of China has launched a mobile banking app that provides a range of services, including mobile payments, account management, and investment services. The app has been well-received by young customers in Hong Kong.

Retail banks can also use data analytics to give their consumers individualized experiences. This can include tailored financial advice, focused marketing initiatives, and individualized product suggestions. Companies that offer individualized experiences are more likely to draw young talent. For instance, DBS Bank has introduced "POSB digibot," an AI-powered virtual assistant that offers customers individualized financial guidance. Young clients in Singapore have taken a liking to the virtual assistant, and DBS hopes to utilize it more widely in other areas, including Hong Kong. Young professionals are more socially conscious and favour working for organizations that exhibit social responsibility. Through fostering access to financial services, supporting environmental sustainability, and supporting philanthropic organizations, retail banks can concentrate on social responsibility. For instance, Citibank has launched "Citibank Smart," a digital platform for financial education, which offers financial tools and education to underserved populations in Hong Kong. Young clients who prioritize social responsibility have responded favourably to the platform.


4.4	Company Culture and Values
Companies that encourage social responsibility and participate in community outreach initiatives are attracting more and more young talent. Hong Kong's retail banks must prioritize social responsibility and participate in programs that support their mission and core values. These can include humanitarian endeavours, financial literacy initiatives, and environmental sustainability projects (Woolcott, 2017).

In order to create a workplace that attracts and maintains young people in the retail banking sector, it is essential to have a positive culture and values. The common beliefs, attitudes, and behaviours that define an organization's character and influence how it interacts with its stakeholders and customers are referred to as its positive culture and values. Employees are more likely to be interested and motivated in their work when they believe that their work is consistent with the organization's culture and values.

Retail banking institutions can promote diversity and inclusion by hiring employees from diverse backgrounds and providing equal opportunities for growth and development. With the promotion of diversity, equity, and inclusion, retail banking firms can create a productive and welcoming workplace environment. They can also develop a friendly office atmosphere that promotes cooperation, teamwork, and open communication. To attract and keep young individuals who share similar beliefs, retail banking businesses might emphasize their mission and principles. 

As a result, they may feel more purpose and meaning in their work, which may improve their motivation, engagement, and job satisfaction. One of the JPMorgan Chase instances. They strongly believe in diversity, equity, and inclusion. They also foster a collaborative and innovative work atmosphere. Additionally, they give networking and professional development opportunities through their employee resource groups. 



4.5 	Employer Brand and Reputation
To attract and keep young talent in Hong Kong, retail banking institutions must build a strong reputation and brand image. Young talent is frequently attracted to companies with a solid reputation and brand identity. By sponsoring local causes and organizations, retail banking institutions may show that they are dedicated to social and environmental sustainability. As a result, reputation and brand image may improve by providing cutting-edge financial products and services that meet the demands of youthful customers, retail banking institutions may encourage innovation and digital transformation. This may contribute to building a powerful brand identity that appeals to young talent. Retail banking organizations can also promote equality in possibilities for advancement and diversity in the workforce by hiring staff members from a variety of backgrounds. Young talent who embraces diversity and inclusion may benefit from this as it can help to build a positive reputation and brand image. 

Finally, to entice and keep young people, retail banking institutions might provide attractive compensation and benefit packages. This could contribute to building a solid reputation as a top employer. By highlighting their beliefs, mission, and community involvement, retail banking firms can develop a positive reputation and brand image. They can promote their culture, accomplishments, and job possibilities via social media and other marketing platforms. 

Barclays has a solid commitment to social responsibility and community participation, as well as a great reputation and brand image. They've succeeded in establishing like the Barclays Apprenticeship Program, which has generated over 21,000 apprenticeships globally. The findings from this research can benefit Hong Kong's retail banking institutions in creating strategies and initiatives that successfully entice and retain youthful talent. This can involve implementing extensive training and development plans, providing remuneration packages that are competitive, and fostering a positive and stimulating work environment that encourages employee retention such as supervision-human relations, supervision-technical, company policies and practices, compensation, advancement, working conditions, co-workers, achievement, activity, independence, variety, social status, moral values, security, social service, authority, ability utilization, responsibility, creativity, and recognition as suggested by Martin, A. (2007); Rion, J. (2009); Chiat and Panatik (2019).  In the end, this research may contribute to the long-term competitiveness and viability of Hong Kong's retail banking sector.

5.0 	Limitations 
When putting these tactics into practice, retail banking firms could run into some difficulties. These are some potential difficulties and solutions.  Research limitations and Implications - Due to limitations on resources and time, the research of primary data so collectable from survey as quantitative research is only limited to 300 invitees with 246 returns of around 82% and interviewees of 10 focus group for empirical findings of key factors attract and retain young talents as new joiners in retail banking in Hong Kong.  In view of the intended survey will be only carried out on non-compulsory basis by Microsoft, the returned percent is uncertain whilst the stage of research design since a forced return on compulsory basis will be generally resulted on negative feedbacks from respondents that may be easily biased the findings.  The respondents from this non-compulsory basis may thus have central tendency collected from those generally actively engaged ones but not those disengaged employees in the organization.  Hence the data collectable from the survey may be also biased to positive feedbacks of the items of designed questionnaires in tendency.

Future researchers should be therefore explored to cover broader sampling frame and size for collection of surveys in wider varieties by inviting more organizations from different industries for participation to enhance the accuracy and confidence level of the study in support of more reliable empirical results should circumstances allowed.  Time of allowing return from respondents for a month and the data collection method by email only might cause limitations whilst determining the intention of return that might vary and hinder the result from returns and hence deviation of the long-term outcomes to be determined and hence future study is recommended in section 5.7.  
The completed survey was only carried out on non-compulsory basis in view of a forced return on compulsory basis will generally result on negative response from feedback of questionnaire that may be biased the findings.  There might have uncertainty returns in quantity from respondents of the whole population that the returned percent will determine the confidence level of research results.  In addition, there might have a central tendency of returns from those of actively engaged ones but not those of disengaged employees in the subject organization.  Hence the collected data from the survey might be biased to be the positive feedbacks from the engaged employees participating the survey, but not those of disengaged ones.

5.1 	Cost
It can be costly to implement new technologies because it necessitates a substantial investment in hardware, software, and training. To assess if the potential benefits of integrating new technologies outweigh the expenses, retail banks must perform a cost-benefit analysis. To deploy resources effectively, they must take into account on how new technologies will affect staff engagement, customer satisfaction, and operational efficiency. Supplying clients with personalized experiences can be expensive as it necessitates spending on marketing initiatives, customer insights, and data analytics. Retail banks must weigh the costs and benefits of personalization to determine whether it will boost client loyalty and income.

Retail banks might not have the money to invest in fresh approaches to fostering and preserving a healthy work environment. To cut expenses and share expertise, they must give priority to projects that will have the biggest long-term returns on investment. They could also look into forming partnerships with technology providers or other businesses. Encouraging social responsibility can be expensive as well because it calls for funding for programs that reach out to the local community, philanthropic causes, and environmental sustainability activities. Retail banks must weigh the costs of social responsibility programs against their advantages, such as improved brand recognition and elevated customer and employee loyalty.

Retail banks must select projects that have the highest returns on investment and long-term advantages to address the cost problem. To effectively allocate resources, they must carefully assess the possible effects of new tactics on client satisfaction, employee engagement, and operational effectiveness. Retail banks may also consider collaborations with technology vendors or other groups to decrease expenses and exchange knowledge.

5.2 	Resistance to change
Employees who are accustomed to established working methods may reject the implementation of new strategies. Innovation may not be welcomed by all staff members and management, especially if it calls for modifying long-standing procedures and rules. Retail banking companies can overcome this challenge by outlining the benefits of the new methods, involving personnel in decision-making, and providing training and help to guarantee a safe working environment while the changes are made. 

If workers believe that their thoughts or concerns are not being heard or taken into consideration, it may produce a bad work environment. Retail banks must engage staff members in implementing new methods to overcome this obstacle as reiterated by Mitchell et al (2001) and Michael (2000). To do this, they must solicit their advice and feedback, respond to their worries, and offer them training and support to help them adjust to new working practices. To create a healthy work environment and ensure the success of new strategies, employee engagement and buy-in are essential.

5.3 	Competition
Competition from other banks is a significant challenge for retail banks when implementing new strategies related to creating and maintaining a positive work environment. In today's digital age, retail banks are facing intense competition from not only traditional brick-and-mortar banks but also new digital banks and fintech start-ups. These competitors are constantly innovating and offering new products and services that appeal to customers, which can make it difficult for retail banks to attract and retain customers and employees. 
Retail banks must adopt a customer-centric strategy and concentrate on offering unique experiences that set them apart from their rivals to overcome these difficulties. Additionally, Mitchell et al (2001) stressed that they must support a culture of creativity and cooperation that encourages staff members to share ideas and best practices, as well as invest in training and development programs to assist employees in gaining new skills and expertise. Finally, to be competitive and relevant, retail banks must regularly do market research and keep up of emerging trends and technologies.

5.4 	Diversity and Inclusion
Retail banking companies may have trouble in their efforts to foster inclusion and diversity in the workplace. By putting up plans to broaden diversity in recruiting and promotions, educating staff members about unconscious prejudice, and fostering a positive workplace culture, they can overcome this obstacle. To further promote diversity and inclusion, they can work in collaboration with organizations dedicated to these causes and interact with their local communities according to Michael (2000).

It's possible that fresh approaches to luring and keeping young people won't mesh with the organization's pre-existing culture and values. Communication, teamwork, and goal and aim alignment may be difficult as a result. Michael (2000) also shared by involving employees in the process of developing and implementing these strategies, encouraging open and transparent communication, and establishing clear goals and objectives that are aligned with the organization's mission and vision, retail banks can overcome this challenge by ensuring that their new strategies are in line with their culture and values. Retail banks also need to ensure that their new initiatives are compatible with their brand identity and reputation to maintain a positive image and attract and retain consumers.

5.5 	Skill gap and security concerns
Employees may need new training and abilities to implement new technology and deliver tailored experiences. For workers who might feel overburdened or underqualified, this may result in a knowledge gap and a sense of discontent. To overcome this difficulty, retail banks need to engage in training and development programs that assist workers gain new skills and expertise. This can include instruction in both hard skills like communication, teamwork, and problem-solving as well as soft skills like technical training. 

Retail banks may foster a healthy work atmosphere where workers feel empowered and equipped to handle new challenges by giving them the required training and assistance. Further, adding new features and technologies like mobile banking and tailored experiences may cause staff and customers to have concerns about privacy and security. It can be difficult to address these issues and ensure that data is protected, this calls for a large expenditure of time and money. Retail banks must emphasize privacy and security in order to meet this challenge by putting strong security measures in place, such as encryption and multi-factor authentication, as well as by routinely testing and updating their systems to make sure they are secure. To foster trust and confidence, retail banks must be open and honest about their privacy and security policies with both clients and staff members.

5.6	Assumptions
Four (4) assumptions are in the least made for the foremost of this research study, which are elaborated as follows:
1.	The data gathering methodology and the data analysis methods are appropriate and    sufficient for the purpose of the study;
2	The reliability and validity of the survey instruments, based on the use of research questionnaires and the use of appropriate statistical methods and procedures, are relevant for this study;
3.	The respondents have been knowledgeable and responded to the questionnaires honestly and to the best of their perception of variables on staff retention.  The whole population are ONLY the selected sampling from limited networking for their participation in the survey as quantitative research;
4.	The invitee interviewees have been expressed of their viewpoints truthfully on the research questions and to the best understanding on the purpose of this study but of nothing commercial purpose of business at all.

5.7	Future Study
The research result may also have little variance from change of data collection method and sampling designs by variation of sampling frame, method and size etc.  Future researchers may cover a broader sampling frame, adoption of multi-collection methods and more organizations for participation from different sectors of industries to enhance the confidence level of the research study for more reliable empirical results.  Deeper and more intensive approach of information from wider data collection should be gathered for future studies should resources and time be allowable to measure the variables with in-depth reasons on factors impacting staff retention particularly.












6.0 	Conclusion
In conclusion, acquiring and maintaining young talent is a difficulty for Hong Kong's retail banking sector. Young professionals are increasingly drawn to creative businesses that offer a more flexible and dynamic work environment as digital banking and fintech start-ups grow in popularity. Retail banks must use the suggested techniques that attract young talent and foster a healthy work environment in their efforts to remain competitive. Retail banks in Hong Kong must handle lots of issues such as opposition to transformation, the skills gap, security and confidentiality concerns, and balancing innovation in order to successfully implement these objectives and establish a positive atmosphere for employees.

It is believed when candidates with values, career goals and plans that align with the organizational culture are recruited and selected in an organization, there is great probability of retention Karatepe (2013). The opposite is also true. Kuria and Ondigi (2012) posit that the reward system, effective leadership, capability of the organization to evoke a sense of commitment on the workers and its boost of a sense of shared goals, inter alia, will influence turnover intentions and turnover rates. Dey, Kumar and Kumar (2014) assert that organizational commitment is an attitudinal matter where an employee establishes a psychological bond to the organization. They further opine that workers who are committed to the organization will show loyalty and be effective in their jobs. It is believed that employees lacking organizational commitment will easily leave their jobs Khalid and Ishaq (2015).

It is believed that poor work conditions result in job dissatisfaction, low morale and emotional exhaustion. Employers can retain current employees by ensuring a supportive work environment. Tews et al., in Davis (2018) concluded in their research that fun activities influenced staff decisions to remain or quit the job because the activities led to bonding and forming of friendships in their establishments. Employers should show employees that they are important by establishing an open and flexible workplace which adds to work-life balance. In recent times workers want time to enjoy life beyond work and in this regard if organizations can allow them flexible work arrangements that would be seen in a positive light. Incentive benefits which assist employee health and wellness will also be appreciated. Employers should consider letting workers choose what suits them from a variety of benefits. 

This review had sought to explore factors leading to high labour turnover and further highlight employee retention strategies that management in the hospitality industry can use to reduce this problem. The researcher started by looking at the types of labour turnover that occur in the hospitality industry. It is evident from the literature that hospitality organizations globally, experience the challenge of high employee turnover and struggle with retention of their talented and skilled employees. 

This review established that managers in this sector may use a wide range of strategies from reviews of human resource management practices, organizational culture and commitment, compensation, skills development, engagement and embeddedness, job satisfaction and a work-centred work environment, to reduce high labour turnover. It is recommended that the first step in developing effective retention strategies is identification of the causes of high turnover. This should be followed by formation of effective human resource practices. This includes having the right recruitment and selection strategies in place where the right candidates with the right skills, abilities and attitudes will be placed in the right jobs. It is crucial that the organization selects candidates with values, career goals and plans that align with the culture of the organization which give rise to the launch of revised human resources management plan will thus represent the commitment of organizations to take these responsibilities seriously, both for themselves and the rest of the organization to improve their competitive advantage.  The organizational commitment is so critical for all industries as commented by Brenyah, R. S. & Tetteh, E. N. (2016) and so do the retail bankers in Hong Kong under this study must invest seriously on people and Human Resources Management as per recommendations by creating VALUE from adoption of recommendations from empirical findings. This will certainly assure its sustainable growth as a result of successful attracting and retaining their talent over time as continuously an industry leader over rivals (Kurdi, B. and Alshurideh, M., 2020).
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Table 3.5 Reliability Statistics for factors leading to attracting talents
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Table 3.6 — Total scoring for the 14 items as key factors impacting talent retention
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Table 3.8 Reliability Statistics for factors impacting talent retention
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