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ABSTRACT: In the highly competitive insurance industry, retaining valuable personnel 

requires more than just delivering competitive pay. It means making an environment where 

people will uphold the values of the company. SBI Life Insurance's core values include 

putting the customer first, acting in an honest way, being open, and having a plan that is 

based on performance. This study looks at how these ideas affect keeping employees and 

getting them involved in their work. The study says that consistent values reinforcement 

through leadership communication, workplace culture, onboarding processes, and employee 

experiences makes employees happier, more loyal, and more motivated to stay with the 

company. Value-based HR policies, supportive leadership, and recognition programs all help 

to strengthen the connection even more. Connecting employee goals to the culture of the 

business leads to more engaged employees and higher staff attrition rates, according to 

research. The study's conclusion includes suggestions for how to improve value-based 

involvement and build long-lasting frameworks that will help SBI Life continue to grow and 

do well. 
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1. INTRODUCTION 

The contemporary workplace is diverse 

and ever evolving, with employees seeking 

more from their positions than mere 

financial compensation. In this instance, 

beliefs that hold significance for you gain 

prominence. They influence decision-

making, interpersonal interactions, and 

work performance; they are the foundation 

of an organization's culture. Organizations 

employ articulated values as guiding 

principles to ensure their daily operations 

possess purpose, significance, and 

coherence. Values transcend mere words 

on paper.  

Individuals experience a sense of 

collective purpose while adhering to ideals 

such as honesty, accountability, 

collaboration, and creativity. When 

individuals comprehensively grasp and 

embrace these concepts, they begin to 

perceive their responsibilities as more than 

just chores; they recognize themselves as 

integral components of a larger objective. 

Employees that see a sense of belonging in 

the workplace are more inclined to remain 
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with the organization long-term. This 

enhances their happiness and motivation.  

Simultaneously, retention measures are 

essential for maintaining valuable staff. In 

the contemporary company landscape, 

retaining qualified employees is equally as 

crucial as recruiting them. Organizations 

that prioritize their employees' 

development, well-being, and self-worth 

convey a powerful message: "You are 

esteemed here." The organization 

addresses worker demands while 

maintaining its basic values through 

initiatives such as open communication, 

flexible work hours, continuous learning, 

and mentoring.  

The alignment of attitudes and retention 

tactics significantly enhances the impact. 

Employees are inspired, esteemed, and 

provided with the resources necessary for 

advancement inside the organization. 

When individuals trust one another and 

exhibit honesty, loyalty develops 

organically. Companies may maintain a 

significant competitive advantage and 

retain more personnel by ensuring that 

their retention strategies align with their 

values. When principles are employed to 

retain individuals, both the organization 

and the individual benefit. 

 

2. RESEARCH METHODOLOGY 

RESEARCH DESIGN: This descriptive 

study examines the major concepts of SBI 

Life Insurance and their impact on 

employee retention methods. The 

corporation refrains from implementing 

changes; rather, it observes the current 

state and the actions of its employees. It is 

essential to ascertain the alignment 

between the organization's beliefs and your 

own, in addition to its leadership style and 

capacity for employee retention.  

SOURCE OF DATA 

PRIMARY DATA: This study employed 

a self-administered questionnaire to survey 

SBI Life Insurance employees in 

Hyderabad. We employed a Likert scale 

and multiple-choice questions to gather 

data on optimal communication, leadership 

alignment, ethical conduct, and satisfaction 

with the retention strategy.  

SECONDARY DATA: Secondary 

information was sourced from: 

 Company reports and websites 

 HR manuals and policy documents 

 Published research articles, journals, 

and previous studies 

 Industry reports from IRDAI, Life 

Insurance Council, and other financial 

publications 

Secondary data was utilized to construct 

the theoretical framework, conduct the 

literature assessment, and identify patterns 

in the business.  

Research Objectives 

 To ascertain the fundamental values 

that employees deem essential for their 

engagement, job satisfaction, and long-

term loyalty to the organization.  

 To examine the impact of value 

misalignment or alignment on 

employees' intentions to depart and 

how core values influence employee 

retention rates inside the organization.  

 To assess the effectiveness of current 

employee retention strategies in 

addressing their desires, requirements, 

and values.  

 To help enhance the organizational 

culture, reduce employee attrition, and 

increase trust through value-driven 

retention initiatives. 
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3. LITERATURE SURVEY 

Morgan & Hayes (2025): Morgan and 

Hayes investigate how a business's guiding 

ideals can promote loyalty and long-term 

employee retention. They contend that 

employee commitment and engagement 

are increased when they are aware of the 

company's values, goals, and operating 

procedures. Clarity of values increases 

credibility, reduces misunderstanding, and 

increases trustworthiness. In this situation, 

leaders are crucial because they are able to 

recognize when workers are disengaged 

and can lead civil, productive 

conversations on values alignment. 

Employees respond positively when CEOs 

consistently uphold the company's stated 

ideals, which builds trust and reduces 

ambiguity. The study looks at how open 

communication, recognition programs, and 

rituals might help people incorporate 

values into their daily lives. Employee 

pride, a sense of belonging, and increased 

engagement are all experienced when your 

values align. In the end, Morgan and 

Hayes determine that maintaining common 

principles reduces employee attrition and 

fosters safety and trust inside the company.  

Chowdhury & Klein (2025): Chowdhury 

and Klein investigate how value-based 

leadership affects employee engagement 

and retention. According to their findings, 

leaders that continuously demonstrate 

justice, integrity, accountability, and 

respect win the respect of their 

constituents. Emotionally intelligent 

managers are able to recognize when staff 

members feel neglected or disrespected. 

Emotional control enables leaders to 

resolve disputes amicably and 

constructively, reducing needless 

confrontation at work. People respect 

leaders who do something in the actual 

world instead than just spewing admirable 

principles. According to the writers, when 

CEOs act morally, staff members become 

closer to the company. Explicit standards, 

strong team bonds, and improved 

communication are all fostered by value-

oriented leadership. According to the 

survey, employees are more likely to 

resign when they perceive value 

breaches—like bias or inconsistency—as 

direct challenges to their trust. On the 

other hand, leaders who respect moral 

principles promote security and stability. 

As a result, workers report feeling less 

stressed and more satisfied with their jobs. 

In the end, Chowdhury and Klein claim 

that values-centered leadership improves 

workplace culture and increases employee 

retention.  

Fischer & Ahmad (2024): Fischer and 

Ahmad (2024) examine how a company's 

work-life balance rules demonstrate its 

dedication to wellbeing, empathy, and 

respect. Employers who support humane 

working conditions are more likely to keep 

their staff, according to research. While 

emotional awareness makes it easier to 

identify burnout early on, emotionally 

secure leaders are able to handle difficult 

situations with poise and effectiveness. 

Policies that show real concern and value 

for their well-being, such flexible 

scheduling, mental health days, and 

moderate workloads, are valued by 

employees. According to the report, 

organizations that put their employees' 

health and well-being first foster trust and 

instill a sense of worth that goes beyond 

their work responsibilities. This concern 

increases loyalty while lowering the 
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likelihood of absenteeism or resignation. 

Employees who receive assistance in 

juggling their personal and professional 

responsibilities show a greater dedication 

to the organization's goals. According to 

Fischer and Ahmad, well-being principles 

improve the emotional climate at work. In 

the end, they claim that making well-being 

a key value improves businesses, extends 

staff retention, and boosts personal 

satisfaction.  

Gordon & Malik (2023): Gordon and 

Malik look into the relationship between 

employee retention and growth-oriented 

principles. According to their research, 

workers stick with companies that actively 

support learning, growth, and job 

advancement. While emotional 

management ensures that feedback is 

positive and inspiring, emotional 

awareness helps leaders to comprehend the 

goals and worries of their staff. Employees 

like companies that place a high priority 

on internal mobility, coaching, and skill 

development since these strategies avoid 

stagnation, which is a major cause of 

employee departure. People show greater 

confidence and engagement in their job 

when they are driven to advance in their 

careers. Businesses that place a high 

priority on sound growth principles 

encourage innovation, which raises 

employee satisfaction. Employees are less 

inclined to look for work elsewhere if they 

believe their future at the company is 

secure. According to the report, growth-

oriented cultures promote dynamism and 

forward-thinking while also increasing 

organizational competitiveness. According 

to Gordon and Malik, development-

oriented concepts are the foundation of 

enduring loyalty. These guidelines ensure 

that workers feel valued, empowered, and 

inspired to improve the organization's 

performance.  

Bergman & Ali (2022): The effectiveness 

of value-aligned, customized development 

programs in raising retention rates is 

investigated by Bergman and Ali (2022). 

According to their findings, workers are 

more dedicated to development initiatives 

that cover both personal and professional 

goals. Emotionally intelligent leaders are 

able to identify each person's advantages 

and disadvantages. Controlling your 

emotions promotes positive interactions 

that lead to advancement. Workers prefer a 

customized professional development plan 

to a generic one. Individuals' sense of 

importance and value is increased through 

customized growth. Value-aligned growth, 

according to researchers, lowers attrition 

and increases employee engagement. 

According to the poll, employees receive 

tailored support that demonstrates the 

organization's dedication to their 

professional growth. This increases 

people's loyalty and fortifies their mental 

connections to the job. Finally, Bergman 

and Ali come to the conclusion that staff 

retention can be achieved through tailored 

development that is in line with business 

goals.  

Silva & Thompson (2021): Silva and 

Thompson (2021) investigate the ways in 

which certification programs based on 

excellence and competency requirements 

can support employee retention. According 

to their findings, workers are more 

motivated when they can demonstrate their 

skill development by earning recognized 

certifications. Emotionally intelligent 

leaders are better able to comprehend the 

excitement and goals that come with 
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certification. Emotional control ensures 

that everyone has fair access to training 

and evaluation opportunities. Employees 

with certifications are more credible and 

confident in their positions. According to 

the authors, creating learning pathways 

makes professional progress more visible. 

Because licensing programs improve 

openness and offer guidance, employees 

like them. According to the study, 

certificates reduce people's uncertainty 

about possible future events. When 

workers see that their management is 

committed to their long-term success, they 

are more likely to stay with the company. 

In the end, Silva and Thompson claim that 

licensing-based initiatives improve 

employee retention by coordinating 

personal growth with corporate goals.  

Lawson & Perera (2021): Lawson and 

Perera (2021) investigate the connection 

between cross-functional joint values and 

retention. According to their research, 

workers benefit from knowing how their 

responsibilities relate to those of other 

departments. Executives with emotional 

intelligence are able to identify problems 

in team dynamics. Emotional control 

ensures that interactions between units stay 

civil and inclusive for all. Workers try to 

understand how the various components of 

a group interact with one another. 

According to the writers, cross-functional 

ideas encourage cooperation and break 

down organizational silos. Employees are 

more confident and flexible in new 

situations when they understand how the 

company operates. According to the study, 

cross-training improves problem-solving 

skills and reduces frustration. Employees 

feel more a part of the team when they are 

inspired to contribute. Cross-functional 

values, according to Lawson and Perera, 

improve employee engagement and 

adaptability, which in turn increases the 

likelihood that they will stick with the 

company.  

Harris & Omar (2020): Harris and Omar's 

2020 study looks at how sympathetic 

viewpoints can help employees transition 

from one career to another. According to 

their findings, early orientation sessions 

reduce resistance and anxiety, which aids 

in worker acclimation. While emotional 

management ensures that training stays 

peaceful, encouraging, and stress-free, 

emotional awareness enables trainers to 

spot symptoms of worry or insecurity. 

Workers appreciate when new 

responsibilities and technology are 

introduced gradually since it allays their 

fears about the change. According to the 

authors, empathy-driven training helps 

employees feel valued and appreciated, 

which helps them stay with a company 

through changes. Trust between 

management and employees grows when 

companies acknowledge the challenges 

that their workers encounter. Workers who 

get this kind of emotional support are more 

likely to adjust, feel safe, and stick with 

the company. At the end of the day, Harris 

and Omar come to the conclusion that 

empathy-oriented orientation sessions are a 

smart way to retain employees, build trust, 

and ease the transfer between cultures 

during times of change.  

Young & Fernandes (2020): Young and 

Fernandes investigate how well core 

values seminars inform staff members 

about the expectations and culture of the 

company. According to their study, these 

workshops help new hires quickly 

understand and match with the company's 
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values. While emotional control ensures 

that the training is encouraging rather than 

intimidating, emotional awareness allows 

teachers to identify when newcomers feel 

afraid. Workers value clear explanations of 

required attitudes and behaviors because 

they boost self-esteem and lessen cultural 

differences. The authors claim that by 

helping staff members understand how 

values influence choices and interactions, 

workshops foster a feeling of community. 

People are more motivated and prepared to 

advance within the company as a result of 

this transparency. According to the study, 

value-based seminars improve inclusivity 

and employee motivation, which raises 

early retention rates. Additionally, these 

workshops promote intercultural 

understanding. According to Young and 

Fernandes, foundational seminars are a 

great way to help new hires develop 

confidence, trust, and long-term 

commitment. 

 

4. CORE VALUES IN THE 

WORKPLACE 

Workplace core values, also called 

organizational values, are the basic rules 

and guidelines that everyone in a company 

must follow when making decisions, 

working toward goals, and interacting with 

each other. A company's activities, from 

how it handles conflicts to how it responds 

to changes in the market, are all based on 

these shared values.  

Core values affect strategy by setting rules 

for working together, talking to each other, 

making long-term plans, and making 

choices. Some values, like honesty and 

kindness, have a big effect on how people 

see and interact with your business. During 

the hiring and firing process, the 

organization's basic beliefs affect its ethos.  

STEPS TO IDENTIFY & ESTABLISH 

EMPLOYEE CORE VALUES 

Assess Organizational Mission & 

Vision: The first step in shaping 

employees' core beliefs is to make sure 

they understand the company's purpose, 

vision, and long-term goals. Values must 

be in line with these statements, which 

explain the company's core beliefs and 

long-term goals. By looking at goal 

documents, leadership principles, and 

business aims, human resources teams can 

find company values that really show what 

the company stands for. By bringing these 

goals together, a strong cultural foundation 

is built that guides how employees act, 

make decisions, and stay in line with the 

company's purpose.  

Conduct Employee & Leadership 

Surveys: It is important to get feedback 

from both executives and workers to make 

sure that core values are seen as real and 

not made up. Companies can use polls, 

focus groups, and conversations to find out 

what their employees think about the 

company's core values and the kinds of 

behavior they expect from their coworkers. 

Values and strategic goals are brought 

together by leaders, and employee input 

builds trust and a feeling of ownership. 

This way of working together makes the 

ideas more important, which boosts their 

authority and encourages staff to really 

accept them.  

Identify Patterns & Common Themes: 

After gathering information, HR 

professionals look at the answers to find 

common themes or trends. Customer 

service, responsibility, honesty, working 

together, and coming up with new ideas 
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are some of the traits. These topics show 

what the group can do and what its cultural 

standards are. Putting employee answers 

into groups makes it easier to focus on 

what they agree on instead of what they 

disagree on. There is agreement on 

common goals, which makes sure that 

basic ideas stay real and useful.  

Shortlist Key Values: Once businesses 

have looked at similar topics, they usually 

pick five to seven basic principles that best 

represent the community they want to 

create. An insufficient number of values 

doesn't show what the company is really 

about, while an excessive number makes 

them less important. The chosen values 

must be easy to understand, important, and 

able to change how people act at all levels 

of the company. In this case, leadership 

alignment is very important because their 

support sets the stage for culture 

integration.  

Define Each Value Clearly: It's not 

enough to just list values; each one needs 

to be clearly outlined in terms of accepted 

standards for behavior. For example, 

honesty should guide choices at work 

every day based on integrity. Clear 

explanations make sure that workers 

understand how to use these ideas in real-

life work situations. In addition, they get 

rid of any confusion. At this stage, vague 

ideas are turned into rules that can be 

followed.  

Align Values with Desired 

Competencies: Core ideals need to be 

closely linked to the skills and knowledge 

needed for different jobs. Companies 

connect behavior and responsibility by 

making sure that values and success areas 

are in line with each other. For example, 

innovation can happen at the same time as 

taking risks, being creative, and fixing 

problems. Currently, values are an 

important framework for daily growth 

because they make it easier to evaluate 

people and encourage improvement.  

Incorporate Values into HR Processes: 

When core values are built into HR 

processes like hiring, onboarding, training, 

performance reviews, and pay, they are 

sure to be present in all daily activities. 

During performance reviews, managers 

may give workers grades based on how 

well they follow the company's rules. 

During the hiring process, interview 

questions can be used to see how well the 

candidate fits in with the company's ideals. 

By incorporating principles into HR 

activities, the company mindset stays the 

same throughout the lifecycle of an 

employee.  

Measure Value Alignment: 

Organizations should check in on teams 

and people often to see how well they 

follow core values. Surveys, performance 

measures, management evaluations, and 

feedback from all stakeholders are all 

useful tools for keeping an eye on how 

people are acting in line with expectations. 

These tests show whether the views are 

really put into practice or just talked about. 

Monitoring alignment lets you find ways 

to make things better while keeping the 

integrity of established processes.  

Reinforce Through Recognition & 

Rewards: When you recognize workers 

who live by the company's core values, it 

makes them more powerful and 

encourages others to do the same. 

Employees feel appreciated and 

acknowledged when they are given value-

based honors, such as prizes, letters of 

thanks, incentives, or public praise. It also 
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helps important ideas become part of the 

organization's mindset and creates a place 

of work where genuine gratitude is highly 

valued.  

Review Values Periodically: As a 

company grows and its surroundings 

change, its core values must also change to 

fit. Values need to be looked at every so 

often to make sure they still apply as 

business strategies, market conditions, and 

employee demands change. Core values 

can be added to, changed, or adjusted by 

organizations in reaction to new needs. 

During this time, ideals are kept alive and 

used to shape the company's culture. 

 

5. THE BEST EMPLOYEE 

RETENTION STRATEGIES 

 
To assist you recruit and retain top talent, 

there are a lot of innovative approaches 

you may use. Here are some easy things 

your business can do to hold on to its staff.  

Start in the attraction and hiring phase: 

Following the completion of the 

enrollment and attraction phases, the 

retention phase is initiated. You need a 

solid workplace brand if you want to 

attract top talent. Make sure you hire 

people with the right mix of experience, 

character quirks, and ethics by instituting a 

rigorous hiring procedure.  

When interviewing for a job, it's crucial to 

be forthright and honest about the 

company's culture as it is about the 

position itself. This will aid in establishing 

transparent criteria and guaranteeing the 

fulfillment of commitments.  

Strengthen your employee onboarding: 

The Brandon Hall Group found that 

effective hiring leads to an 82% increase in 

staff retention. Large organizations see as 

many as 16% of their new staff depart over 

the first six months on the job. A well-

structured onboarding process is essential 

for retaining expensive personnel and 

minimizing attrition.  

Most new hires have high aspirations for 

both their work and the company's culture. 

Employees may be dissatisfied if you fail 

to provide adequate training or fail to 

communicate expectations clearly.  

Offer flexible work arrangements: Even 

if workers put in the same amount of hours 

per week, having the option to work 

flexible hours to accommodate things like 

medical visits or daycare would make 

them feel more in control of their 

schedules and more fulfilled by their work.  

Employees can better manage their 

professional and personal lives if the 

organization allows them to choose their 

own remote workdays or sets basic "in-

office" days. The key is to make sure these 

days align with the company's 

collaborative goals. Cooperation is key in 

the majority of companies.  

Create a compelling employee value 

proposition: Your organization's 

employee value proposition (EVP) lays out 

the unique things that make working for 

your company great. Company culture, 

benefits, career advancement 

opportunities, and work-life balance are all 
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components of an effective Employee 

Value Proposition (EVP). If you want your 

product or service to stand out from the 

competition, you need to cater to certain 

groups of people with specific demands.  

Focus on employee development & 

career pathing: A lack of advancement 

opportunities was a common reason given 

by employees who left their positions 

between April 2021 and April 2022. If 

their employer invested in their 

professional development, 94% of 

employees would remain for the long haul, 

according to a LinkedIn survey on the 

topic of learning on the job.  

Nearly all people think that training should 

only be funded if it contributes to the 

company's objectives. Nothing changes the 

fact that training boosts retention, 

performance, connection, output, and 

contentment. Employees feel appreciated 

and have hope for their future with the 

company when you provide them 

opportunities to learn and advance.  

Prioritize total well-being: Workers 

prioritise their health and strive for more 

equilibrium in all areas of their lives 

following the pandemic. The current state 

of affairs regarding work-life balance is a 

direct result of this. The destructive 

"hustle" culture that promotes unrealistic 

ambitions and excessive labor that must be 

done at any cost is losing ground to groups 

who care about people's health and part-

time jobs.  

Flexible scheduling and remote work 

allow people to better combine their work 

and personal lives. But if employees are 

overworked or compelled to check their 

work emails and phone while on vacation, 

striking this balance will remain a 

challenge.  

Managers should make sure their teams are 

capable of handling their task by checking 

in with them on a frequent basis and 

encouraging open discussions about the 

work. Businesses benefit when employees 

have more time to focus on what really 

matters, rather than wasting it on 

unnecessary meetings and paperwork.  

Work on DEIB: Achievers Workforce 

Institute's Culture Report states that a 

feeling of belonging is critical to the 

success of any organization. As a result of 

not feeling connected, just 5% of 

respondents stated that they seldom 

considered seeking other employment 

opportunities. When asked how often they 

considered applying for alternative jobs, 

40% of them indicated it was very seldom.  

Teams can function more effectively and 

make sure everyone feels welcome when 

diversity and inclusion are promoted in the 

workplace. This can be facilitated by being 

inclusive in hiring practices and creating a 

welcoming work environment for all 

employees. This can improve your 

company's reputation, increase 

productivity, and retain staff for a longer 

period of time.  

Offer fair compensation and benefits: 

Everyone has various job and workplace 

preferences, but money is still a big deal 

for any business that wants to hold on to 

its personnel. If people believe their salary 

is inadequate, they will likely seek out new 

employment opportunities, regardless of 

how respected they are in their present job.  

Provide effective performance 

management: Helpful hints for dealing 

with success: Workers are able to advance 

in their professions with the support of 

clear expectations set by performance 

management systems.  
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When performance management is 

executed properly, employees are able to 

track their progress and understand their 

next steps for advancement. It facilitates 

their personal development and raises their 

awareness of how they contribute to the 

group's success. The boost to self-esteem 

also makes people more receptive to 

constructive criticism, which is great for 

development.  

Recognize employee contributions: 

When employees feel appreciated and 

respected for their work, they are 56% less 

likely to seek out new employment, 

according to a Gallup and Workplace poll. 

Only 18% of employees feel their 

employer expresses appreciation in a 

positive way.  

Foster strong management and 

leadership: Good Hire discovered that 

82% of workers said a lousy boss was the 

reason they might leave their job. How can 

businesses enhance their leadership skills?  

Managers at all levels, particularly those 

just starting out, should have access to 

regular training and assistance, and 

performance reviews should reflect the 

importance of managerial abilities.  

More than 200 CEOs were offered 

evidence-based solutions by Covenant 

Healthcare in an effort to boost their 

emotional intelligence. As a result, team 

members began to work together more 

effectively and output increased as leaders 

began to use emotional intelligence to 

inspire and develop their staff. 

6. DATA ANALYSIS AND 

INTERPRETATION 

Demographic Analysis 

a. Gender Distribution 

Gender Frequency Percentage 

Male 62 62% 

Female 38 38% 

 
Interpretation: Despite the majority of 

male employees at SBI Life Insurance, a 

large number of women make up the 

sample.  

b. Age Distribution 

Age Group Frequency Percentage 

20–30 years 40 40% 

31–40 years 35 35% 

41–50 years 20 20% 

Above 50 5 5% 

 

 
Interpretation: Since most responses are 

young to mid-career professionals, current 

methods of retaining them are insufficient. 

Incentives and opportunities for career 

advancement should be part of these plans.  

c. Experience Level 

Years of 

Experience 
Frequency % 
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0–2 years 30 30% 

3–6 years 45 45% 

7–10 years 15 15% 

10+ years 10 10% 

 

 
Interpretation: It is critical to retain 

employees, especially those in their first to 

mid-second years on the job, by providing 

them with possibilities for advancement, 

training, and recognition.  

Core values typically measured: 

a. Mean Score Analysis on Core Values 

Core Value 
Mean 

Score 
Interpretation 

Integrity 4.45 Very High 

Customer 

Focus 
4.3 High 

Teamwork 4.1 High 

Transparency 3.95 Moderate 

Accountability 4.2 High 

 

 
Interpretation: The employees of SBI 

Life Insurance are trustworthy, a quality 

highly prized in the financial and 

commercial sectors. Possible explanations 

for the poor transparency score include 

muddled instructions or communication 

issues. 

Analysis of Employee Retention Factors 

a. Mean Score on Retention Elements 

Retention 

Factor 

Mean 

Score 
Interpretation 

Job 

Satisfaction 
4.05 High 

Career 

Growth 
3.8 Moderate 

Rewards & 

Recognition 
3.65 Moderate 

Work 

Environment 
4.15 High 

Compensation 3.75 Moderate 

Leadership 

Support 
4.1 High 

 

 
Interpretation: While employees 

appreciate management and the overall 

work environment, they feel that there is 

room for improvement in terms of 

advancement opportunities and 

recognition. 
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Correlation Analysis (Core Values vs. 

Retention) 

Core Value 

Correlation 

with 

Retention 

Strength 

Integrity 0.62 Strong 

Customer 

Focus 
0.58 

Moderate–

Strong 

Teamwork 0.55 Moderate 

Transparency 0.48 Moderate 

Accountability 0.6 Strong 

 

 
Interpretation: An essential and robust 

relationship exists between fundamental 

principles and staff retention. Boosts in 

retention occur when values are more 

congruent with consumer preferences. 

Being accountable and honest has the 

greatest impact.  

Regression Analysis 

Dependent Variable: Employee Retention 

Independent Variables: Core values 

Predictor 
Beta 

Value 
Significance 

Integrity 0.34 Significant 

Accountability 0.3 Significant 

Teamwork 0.22 Significant 

Transparency 0.1 
Not 

significant 

Customer 

Focus 
0.28 Significant 

 

 
Interpretation: According to statistics, 

the most significant attributes that impact 

engagement are honesty, responsibility, 

teamwork, and customer attention. The 

retention rates of SBI Life Insurance are 

unaffected by transparency, 

notwithstanding its importance. 

 

7. CONCLUSION 

According to research on SBI Life 

Insurance's retention strategies and 

employee core values, the firm places a 

premium on employing people who share 

its beliefs. Feedback was overwhelmingly 

positive regarding the clarity and 

usefulness of the communication. Based 

on the data, it's clear that we need to 

provide more concrete examples and 

reinforce these concepts with staff until 

they get them completely. The research 

reveals that the number of employees who 

remain with SBI Life Insurance is 

influenced by a number of factors, 

including the effectiveness of core value 

communications, employee engagement, 

leadership helpfulness, and the availability 

of job prospects. Making work more 

rewarding and retaining employees for 

longer is possible via investing in value-

driven processes, providing opportunities 

for professional development, and 
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maintaining open channels of 

communication. SBI Life Insurance can 

strengthen its corporate culture, foster trust 

among workers, and guarantee that every 

employee has a significant experience if it 

aligns its hiring practices, workplace 

regulations, and retention efforts with its 

fundamental principles. 
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