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EXECUTIVE SUMMARY

Jelping Indians experience the joy of home ownership. The road to success is a tough and
‘hallenging journey in the dark where only obstacles light the path. However, success on a

errain like this is not without a solution.

HDFC is an organization launched in 1977; the solution for success is customer
atisfaction. All they need is the courage to innovate, the skill to understand their clientele and
he desire to give them their best. Today, nearly three million satisfied customers whose dream

were helped realize, stand testimony to their success.

The objective, from the beginning, has been to enhance residential housing stock and promote
home ownership and to provide best services. Now, their offerings range from hassle-free home
loans and deposit products. to property related services and a training facility. They also offer
specialized financial services to our customer base through partnerships with some of the best

financial mstitutions worldwide.

The human resource system has been functioning in the organization only in the recent days,
carly it was personnel department. The department has extended its functioning {rom

recruitment and selection, pay roll management.

The study identifies the important factors that influence the retention of employees. such as
personal and job related details, working environment and overall satisfaction. The study iIs
based on 50 employvee respondents from the organization. This study would help the
management to understand the level of retention and idenufy area of satsfaction and
dissatisfaction existing in the organization. This study is important because employee retention
survev is produce by which employees collectively report their level of satisfaction towards the

organization.

The statistical too! used is percentage analysis and chi-square test. From the analvsis 1t 1s
understood that majority of the workers are satisfied with their job and there are only few

dissatisfactory aspects from the emplovees regarding their retention strategies of the organization

VI



INTRODUCTION




LIHArieERn 1

INTRODUCTION

APROJECT:
 ACK GROUND OF THE STUDY:

MPLOYEE RETENTION:

Employee retention is a process in which the employees are encouraged 1o remain with
he organization for the maximum period of time or unul the completion of the project.
‘mployee retention is beneficial for the organization as wel} as the emplovee. Employvees today
re different. They are not the ones who don't have good opportunities in hand. As soon as they
cel dissatisfied with the current employer or the job. they switch over to the next job. It 1s the
esponsibility of the employer to retain their best employees. A good employer should know how
o attract and retain its emplovees. Emplovee Retention would require a lot of efforis. energy.

d resources but the results are worth it

Currently the Management professionals are reporting that all employees are becoming
aore transient. A research, last vear also estimated that 16.8% of all employees Jeave their jobs
ynnually at an estimated cost to their employers ranging from 50% - 350% of their base pay.
I'herefore, the imperative for organizalions to treat the management of their people assets as
mportantly as their financial or customer assets 1s growing. A thorough understanding of the
factors that influence retention in their own specific environment should drive what exactly an

organization decides 1o do.



S TATEMENT OF THE PROBLEM:

The biggest challenge facing by the HDFC SLIC today is to manage the ambitious and
-ansient workforce. In the HDFC SLIC faces problem in salary, promotioh po]i~cy, pay level, job
ecurity and welfare benefits. The importance of atiracting and retaining talent has become very
ritical. So we have 1o identify the perception of the employees regarding the retention strategies

{ the company and to modify the strategies accordingly 1o make it more effective.
YBJECTIVE OF THE STUDY:
’rimary Objectives:

» To retain the skilled employees in the company and identify the level of employee’s job

satisfaction

Secondary Objectives:

e To understand the employees response on retention strategies.
e To know the emplovees expectation (needs and wants).

o To offer suggestions to the organization based on the findings of the study.



COPE OF THE STUDY:

The scope of the study is to find out the effect of retention strategies among the

nployees in HDFC Standard Life Insurance. Coimbatore. The study covers the sample of 50

mployees in the organization.

IMITATION OF THE STUDY:
e  Some emplovees hesitate to respond fearing the higher authorities of the organization.

e It is difficult 10 find whether the emplovees are actually satisfied with their job.

e Even 10 get information from a single employee it takes a lot of ume



.2 ORGANIZATION:

listory of the Organization

HDFC was incorporated in 1977 with the primary objective of meeting a social need that
f promoting home ownership by providing long-term finance to households for their housing

eeds. HDFC was promoted with an initial share capital of Rs. 100 million.

HDFC standard life insurance company ltd is one of India’s leading private nsurance
ompanies, which offers a range of individual and group insurance solutions. It is a joint venture
etween housing development Finance Corporation limited (HDFC L1d). India’s leading housing
inance institution and a group company of the standard life, UK. HDFC as on December 31.
007 holds 72.38% of equity in the joint venture. There are approximately 20000 employees

vorking in HDFC SLI1. 1t consists of various departments such as

=  Administration department
= Human resource department
=  Operations department

*  Traming department

=  Front office department

Business Objectives

The primary objective of HDFC is to enhance residential housing stock 1n the country
hrough the provision of housing finance in a systematic and professional manner. and o
yromote home ownership. Another objective is to increase the flow of resources 10 the housing

sector by integrating the housing finance sector with the overall domestic financial markets.



rganizational Goals

[DFC's main goals are to

) Maintain its position as the premier housing finance institution in the country,
) To grow through diversification by leveraging off the existing client base.

) Develop close relationships with individual households,

) Transform ideas into viable and creative solutions, and

) Provide consistently high returns to shareholders.

{ey strengths:
‘inancial expertise:
As a joint venture of leading financial services groups, HDFC standard life

as the financial expertise required to manage our long term investments safely and efficiently.

ange of solutions:
They have a range of individual and group solutions, which can be easily
ustomized to specific needs. The group companies have designed to offer complete flexibility

-ombined with a low charging structure.

I'rack records so far:
Our gross premium income, for the vear ending March 31. 2008 stood at Rs. 4859 crores
ind new business premium income stood at Rs. 2685 crores.

The company has covered over 9590000 lives vear ending March 31. 2008.

I



ROUP COMPANIES:
HDFC
HDFC BANK
HDFC MUTUAL FUND
HDFC securities
HDFC realry.com

HDFC General insurance company Limited

ANK ASSURANCE PARTNERS:
HDFC
HDFC BANK
Union Bank of India
Indian Bank
Sara swat Bank
BAJAJ CAPITAL
Bank of Baroda

b



RODUCT PROFILE:

DFC Assurance plan
It helps us conveniently build our long term savings while keeping our family’s

1ture protected.
gatures:

e No medical examination

e Insurance cover of 5 lakhs with limited documentation

e Opportunity to save and mvest regularly

¢ Flexible payment options like cheque/cash/credit card(only HDFC bank cards)

o Tax benefits on the premiums paid and on the lump sum we receive

JNIT LINKED ENDOWMENT PLUS 11:
It ensures that our family remains financially independent, even if we are not

round. It ensures the life of respect and dignmity always.
‘eatures:

& Valuable protection to our family in case we are not around

e An outstanding investment opportunity by providing a choice of thoroughly researched

and selected mvestments
= Regular lovalty units to boost our fund value every year
e Flexible benefit combinations and premium payment options.

s Flexible additional benefit options such as critical illness cover

Term pernod
Mmimum -10
Maximum -- 30
Age at entry
NMamimum -+ 1S

Maximum - 65

~.



INIT LINKED YOUNG STARPLUS 11

It ensures the bright future for the children so that it helps to lead a life of

espect and dignity with a secured financial future.

‘eatures:
e Valuable protection to our child in case we are not around.
e An outstanding investment opportunity by providing a choice of thoroughly researched
and selected 1investments.
e Regular loyalty units to boost our fund value every year.
e Flexible benefit combinations and premium payment options.
e Flexible additional benefit options such as critical illness cover.

o Flexible benefit payment preferences- double benefit and triple benefit.

'erm period:
Mintimum - 10
Maximum — 25

b ol entry:

For hife option
Mmimum - 18
Maximum - 35

For life and healih option
Mpimum- 18

Maximum- 63



INIT LINKED PENSION:

The HDFC unit linked pension is an insurance policy that is designed to provide a

~tirement income for life with the freedom to maximize our investment returns. Stride in to our

olden years of retirement with dignity and pride.

‘eatures:
e An outstanding investment opportunity by providing a choice of thoroughly researched
and selected investments.
e A post retirement income for life
e Flexibility to plan our retirement date.

e Freedom to invest premiums as per our preference.

[erm period:
For regular premium
Minimum -10

Maximum — 40

For single prenmum
Minimum — 5

Maximum - 40

Age at entry:
For regular premium
Minimum - 18

Maximum — 65

FFor single premium
Mimimum - 18

Maximum - 70



.3 LITERATURE REVIEW:

oxall et al (2003) have conducted a study on tumover and retention confirmed the view that
\otivation for job change is multidimensional and that no one factor will explain it. They also
sund the main reason by far for people leaving their employer was for more interesting work
Isewhere. It is generally accepted that the effect of job satisfaction on turnover is less than that

{ organizational commitment.

ohn E. Sheridan (1992) has conducted a study on Employee retention strategy. This study
nvestigated the retention rates of 904 college graduates hired in six public accounting firms over
 six-year period. Organizational culture values varied significantly among the firms. The
ariation in cultural values had a significant effect on the rates at which the newly hired
mployees voluntarily terminated employment. The relationship between the employee’s job

yerformance and their retention also varied significantly with culture values.

A study on emplovee turnover and retention by Chartered Institute of Personnel and

Development (CIPD. 2004) suggests that to gain an accurate perspective of internal causes of
urnover. it is useful to look at both quantitative and qualitative information. To identify
inderlying reasons for turnover, qualitative information on the reasons why employees have left
s necessary. The CIPD suggests that it is important employers have an understanding of their
-ates of labour turnover and how they affect the organization’s effectiveness. Depending on the
size of the business. understanding the levels of tumover across occupations, locations and
particular groups of employees (such as identified high performers) can help inform a
comprehensive retention strategy. By understanding the nature of the turnover problem an
organization can decide whether to adopt targeted retention initiatives, for example at particular

sites or groups of emplovees. or to manage overall levels so that there is sufficient labour.



langovan (2001) has conducted a research on the notion of job satisfaction and organizational
ommitment being causally related has not been incorporated in most tunover models. His study
\dicated there were strong causal links between stress and satisfaction (higher stress leads to
»wer satisfaction) and between satisfaction and commitment (lower satisfaction leads to lower
ommitment). He further noted a reciprocal relationship between commitment and turnover
©tentions (Jower commitment leads to greater intentions to quit, which in turn further lowers

ommitment). In summary, only commitment directly affected turnover intentions.

rang et al (2000) have conducted a research on the relationship between attitudes towards
honey, intrinsic job satisfaction and voluntary turnover. One of the main findings of this study 13
hat voluntary turnover is high among employees who value money (high money ethic
ndorsement), regardless of their intrinsic job satisfaction. However, those who do not value
noney highly but who have also have low intrinsic job satisfaction tended to have the lowest
ctual turnover. Furthermore, employees with high intrinsic job satisfaction and who put a low
‘alue on money also had significantly higher turnover than this second group. The reseafchers
Iso found that placing a high value of money predicted actual turnover but that withdrawal

ognitions (i.e. thinking about leaving) did not.

Martin (2003) has conducted a study on the impact of training on mobility, detected a complex
clationship between turnover and training. He suggested that establishments that enhance the
kills of existing workers have lower tumover rates. However, turnover is higher when workers
wre trained 10 be multi-skilled, which may imply that this type of training enhances the prospects
©f workers 1o find work elsewhere. The literature on the link between lower turnover and training
has found that off-the-job training is associated with higher turnover presumably because this

vpe of training imparts more general skills.

1
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CHAPTER 2

Lesearch methodology

Research in commonly refers to the search for knowledge. In fact
esearch is an art of scientific investigation for pertinent information in any branch of
nowledge. The Research method refers to the steps taken by the Researcher to solve the
xesearch problems. Research to be efficient as possible yielding maximum information. In other
vords its function is to provide for the collection of evidence with expenditure of efforts timing

nd money.

tesearch design:

A Research design is the specification of procedure for acquiring the needs and
yrocedure for the needed information. 1t is the over all operational gather or framework of the
yroject that stipulate what source and by what procedure the survey will be conducted. For the
iven study Descriptive Research Design was selected this helps 1o know about the employ about

heir attitudes through observance and through discussion.

Descriptive Research:

Research Design followed in this project is Descriptive Research Design. It is the study
wvhich is concerned with describing the characteristics of a particular individual or group. This
esearch is concerned with specific predictions with narration of facts and characteristics
-oncerns individual. group or situation of are all example of Descriptive study. Survey research
s the best-suited approach for gathering Descriptive information. A company that wants to know
bout employee’s knowledge. attitude and preference can find out by asking them directly

through the Questionnaire

12



YR OUr SIUDY:

The study is descriptive in nature. A population of 50 employees from management
ositions has been surveyed to know about their perceptions about the retention strategies.
esponse are collected, analyzed and descriptive data has been presented. A review of the
1erature on employee retention has been conducted. The study includes recommendations for
etter practices aimed at identification of effective occupational strategies to aid in retaining

mployees through their response.
urvey details:

The Questionnaire entitled “Employee Retention in HDFC Standard Life Insurance
“ompany Coimbatore” is the main instrument used to collect data. The main method of
ollecting information from the employees of the organization is by interviewing using

suestionnaire. Different parameters are taken for constructing the Questionnaire

sampling Details:

sampling procedure:

The sampling method used in the study is Simple Random Sampling Method.
t referred to each and every element of the population has equal and known probability of

seiting into the sample.
<simpling Unit:

Employees working in HDFC Standard Life Insurance Company Cbe.
SAMPLING DESIGN:

The number of Emplovees working in HDFC SLIC is 250. The population of 50 1s

selected for the purpose of study in the ratio of 115,



)ata collection details:

There are two methods of collection of data in conducting the studies

¢« Primary data collection method

¢ Secondary data collection method

>rimary Data:

Primary data refers to the first hand information that is collected from

Juestionnaire, personal interviews, telephone survey, observation and expeniments.

In this studv the Primary data collection have been used to collect data. The
cquired primary data was collected through a study and observation of the exisung morale,
\dministration of structured undisguised Questionnaire 1o the selected samples and personal

nterviews was conducted to the respondent.
secondary data:

Secondary data may be either published data or unpublished data. Secondary
lata means data that is already available that is they refer to the data that have already been
‘ollected and analyzed by some one else. Secondary data taken from organizational profiles and

HR information systems.

Tools of the study:

SPSS will be used for analvzing the data collected. The study uses percentage analysis. factor

analvsis 1o find out the kev factors influencing retention strategies.

14



MICRO & MACRO ANALYSIS




CHAPIER 3

MICRO MACRO ANALYSIS

HDFC's finest investment is in its Human Resources. It draws its personnel from many
isciplines. They are the building blocks on which the company's 'performance & productivity 1s

ased”.

since the companv’s inception in 1977 they have maintained their position as the premier
Jousing Finance Institution in the country. Their consistently high growth rate over the past 30
rears has provided challenging career opportunities for young professionals ....many of who
1ave grown to become functional heads. regional managers, branch managers and service center

yeads.

he vear premium income increased by over 1.055.37 from Rs. 1.624.24 crores in the previous
sear 10 Rs. 2.679.61 crores in the current vear. recording a growth of 65%. The renewal premium
ontinued to reflect the qualitv of the book and erew from Rs. 1.207 crores in the previous year
o Rs. 2.173.19 crores in the current vear. The cumulative Sum Assured in respect of policies
ssued increased from Rs. 67.192.97 crores as at 31st March. 2007 to Rs. 87,439.41 crores as at

31st March. 2008.

During the year. the company introduced new and improved versions of products replacing some
»f the existing versions. The company now has a portfolio of 19 retail and 6 group products,
long with five optional rider benefits catering to the savings. investment, protection and
etirement needs of the customer. Most retail products are offered on both, the conventional and

anit hinked platforms.

The company’s most valuable assets are their Human Resources and it is their constant
Fndeavour 1o continuously develop them by laving strong emphasis on their Training &
Development. They focus on the emplovees' carcer development so that their aspirations can
meet their voals. They are truly proud that today they have a highly motvated team of

professionals and that they have the Jowest emplovee turnover rate in the Indusury.



he company’s focus on the retirement planning business continues to pay rich dividends. The
st year premium collected grew to Rs. 1,327.13 crores.

uring the vyear, the company issued over 9, 40,000 policies and has covered more than 9,

3.000 hves.

uring the year, the Company has invested m additional infrastructure capacity and human
apital. in terms of offices, technology, staff, financial consultants, in order to be well positioned
y increase the growth momentum in the year ahead. The company stepped up the recruitment
rogramme in the latter part of the year in preparation for the next year. Many of the newly

-cruited sales employees will become fully productive over the coming year.

Juman Resource

"he company had 15,411 employees as of March 31, 2008 as compared to 8.457 employees as of
arch 31. 2007

Drganizational Culture & Values:

The company has an open and informal culture. The company value integrity,
-oramitment. teamwork and excellence in customer service. They adopt a policy of "Learming by
Doing” which encourages decision making as well as learning from doing.

As HDFC continue to grow rapidly inspite of the competitive market scenario, young
srofessionals opting 1o make a career with HDFC today will find more challenging and exciting
spportunities to contribute and grow with the organization.

The voune. talented individual who enjoys challenges. has a passion to excel and can fit into
organizational culture & value system. could be a part of the learning and growing team of

professionals at HDFC.

16
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DATA ANALYSIS AND INTERPRETATION
This chapter deals with analysis and interpretation of data collected through
questionnaire.

TABLE 1 AGE OF RESPONDENTS

Particulars | Frequency | Percent {| Cumulative Percent
20-30 20 40.0 40.0
31-40 16 32.0 72.0
41-50 8 16.0 88.0
50> 6 12.0 100.0
TOTAL 50 100.0

INFERENCE:
From the above table it can be seen that the majority 40.0% of the respondents belong to the age
group of 20-30 years, 32.0% of the respondents belong to the age group of 31-40 years, 16% of

the respondents belong to 41-50 years and 12% of respondents lies in above 50 age group.

CHART 1 - AGE OF RESPONDENTS

Age

Frequency

T N T
20-30 31-40 41-50 S0>

Age
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TABLE 2 GENDER OF RESPONDENTS

Particulars Frequency | Percent || Cumulative Percent
male 40 80.0 80.0
female 10 20.0 100.0|
Total 50 100.0

INFERENCE:

From the above table it is clear that 80.0% of the respondents are male employees and only 20%
respondents are female.

CHART 2 - GENDER OF RESPONDENTS

Gender

B0

Percent

female

Gender
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Particulars | Frequency | Percent Cumulative Percent
1-5 38 76.0 76.0
6-10 12 24.0 100.0
Total 50 100.0

INFERENCE:
From the above table it is clear that majority 76.0% of the respondents have 1-5 years of exp in

this organization and 24.0% percent of employees have above 5 years experience.

CHART 3 - WORK EXPERIENCES OF RESPONDENTS

work.exp
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TABLE 4 SALARY MATCHES WITH QUALIFICATION AND

EXPERIENCE
Particulars | Frequency | Percent || Cumulative Percent
yes 30 60.0 60.0
No 20 400 100.0
Total 50 100.0

NFERENCE:
“rom the above table it is clear that 60.0% of the respondents have agreed that their salary

natches their experience and 40.0% of respondents have disagreed to it.

CHART 4 - SALARY MATCHES WITH QUALIFICATIO AND
EXPERIENCE OF RESPONDENTS

salary.match.exp
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TABLE 5 RELATIONS WITH SUPERIORS, SUBORDINATES AND

COLLEAGUES
Particulars Frequency | Percent || Cumulative Percent
highly satisfied 6 12.0 12.0
satisfied 21 42.0 54.0
dissatisfied 23 46.0 100.0
Total 50 100.0

INFERENCE:

“rom the above table it is clear that 46.0% of the respondents are dissatisfied with the

elationship with peers and 42.0% are satisfied and 12.0% of respondents are highly satisfied.

CHART 5 - RELATIONS WITH SUPERIORS, SUBORDINATES AND COLLEAGUES
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TABLE 6 GRIEVANCES HANDLING PROCEDURES IN

ORGANISATION
Particulars Frequency| Percent Cumulative Percent
highly satisfied 6 12.0 12.0
satisfied 31 62.0 74.0
dissatisfied 13 26.0 100.0
Total 50 1000

NFERENCE:

“rorn the above table it is clear that majority 62.0% of respondents are satisfied with the

srievances handling procedure, 26.0% of respondents are dissatisfied and 6.0% of respondents

wre highly satisfied.

CHART 6 - GRIVANCES HANDLING PROCEDURES IN
ORGANISATION
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TABLE 7 PERFORMANCE APPRAISALS IN ORGANISATION

Particulars Frequency | Percent Cumulative Percent
highly satisfied | 10 20.0 22.0
satisfied 19 38.0 62.0
dissatisfied 14 28.0 88.0
highly dissatisfied 7 14.0 100.0
Total 50 100.0

INFERENCE:
rom the above 1able it is clear that 38.0% are satisfied, 28.0% are dissatisfied and 20.0% are

hiohlv satisfied with the performance appraisal in organisation.

CHART 7 - PERFORMANCE APPRAISAL IN ORGANISATION
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TABLE 8§ OBSTACLES TO CONTINUE THE ORGANISATION

Particulars Frequency | Percent Cumulative Percent
family circumstance 12 240 240
salary package 24 48.0 72.0
job satisfaction 8 16.0 88.0
organisation culture & safety issue 6 120 100.0
Total 50 100.0

NFERENCE:

rom the above table it is clear that 48.0% consider salary package. 24.0% consider family
rcumstance, 16.0% consider job satisfaction and 12.0% of respondents consider organisation

ulture and safety as an obstacle to continue in the organisalon.
CHART 8 - OBSTACLES TO CONTINUE THE ORGANISATION
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TABLEY

CHI-SQUARE TEST TO FIND THE RELATIONSHIP BETWEEN THE WORK
EXPERIENCE AND THE SALARY

SALARY MATCHES
JTH EXPERIENCE
YES NO TOTAL
JORK
XPERIENCE(YEARS)
15 24 14 33
6-10 7 5 12
TOTAL 31 19 50

CHART 9 - THE RELATION BETWEEN THE WORK EXPERIENCE AND THE
SALARY

Bar Chart
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1§10 There is siunificant relationship between the work experience and salary
111 There is no sienificant relationship between the work experience and salary

INFERENCE:
Since the caleulated (0.090) which is less than the table value (3.841) at 5% level of significance
at the one degree of freedom so we accept the null hvpothesis and infer that there 1s significant

relationship between the work experience and salary.



TABLE 10

"Hi-SQUARE TEST TO FIND THE RELATIONSHIP BETWEEN THE GENDER AND

EMPLOYEE RELATION
EMPLOYEE
RELATION HIGHLY
SATISFIED SATISFIED | DISSATISFIED TOTAL
ENDER
" FEMALE 5 A : o
TOTAL 6 T = o

CHART 10 - THE RELATIONSHIP BETWEEN THE GENDER AND EMPLOYEE
RELATION

Bar Chart
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HO: There is significant relationship between the gender and employee relationship
H1: There is no significant relationship between the gender and employee relationship

INFERENCE:

Since the caleulated (3.168) which is less than the table value (5.991) a1 5% level of sigmficance
at the two deeree of freedom so we accept the null hypothesis and infer that there is siemficant
relationship between the gender and employee relationship.



TABLE 11

CHI1-SQUARE TEST TO FIND THE RELATIONSHIP BETWEEN THE AGE AND
PERFORMANCE APPRAISAL

HIGHLY HIGHLY
SATISFIED SATISFIED | DISSATISFIED DISSATISFIED TOTAL
AGE (YEARYS)

20-30 ] 10 6 3 20
31-40 6 3 5 2 16
41-50 2 3 2 i 8

>50 1 3 1 i 6

TOTAL 10 19 14 7 50 B

CHART 11 - THE RELATIONSHIP BETWEEN THE AGE AND PERFORMANCE
APPRAISAL

Count

Bar Chart
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HO: There is significant relationship between the age and performance appraisal.

H1: There is no significant relationship between the age and performance appraisal.

INFERENCE:

Since the caleulated (7.853) which is less than the table value (16.919) at 5% level of
significance at the nine degree of freedom so we accept the null hvpothesis and infer that there 1s

sienificant relationship between the age and performance appraisal.
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TABLE 12

"HI-SQUARE TEST TO FIND THE RELATIONSHIP BETWEEN THE GENDER AND
PERFORMANCE APPRAISAL

7 T
PERFORMANCE
PPRAISAL | HIGHLY HIGHLY
SATISFIED | DISSATISFIED TOTAL
SATISFIED DISSATISFIED
NDER
MALE 8 16 10 6 40
FEMALE 2 3 4 1 10
TOTAL C10 19 14 7 50

CHART 12 - RELATIONSHIPS BETWEEN THE GENDER AND PERFORMANCE
APPRAISAL

Count
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HO: There is significant relationship between the gender and performance appraisal.

111 There is no significant relationship between the gender and performance appraisal.

INFERENCE:

Since the caleulated (0.995) which is less than the table value (7.815) at 5% level of significance
at the three deeree of freedom so we accept the null hypothesis and infer that there is significant
relationship between the gender and performance appraisal
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CHAPTER 5

FINDINGS AND INFERENCE

40s% of the respondents are belonging to 20-30 age groups.
80% of the respondents are male employees.
76% of the respondents have 1-5 years experience in the organization.

60% of the respondents have agreed that their salary matches their experience and

qualification.

42% of the respondents are satisfied with the relationship between their supervisor,
subordinates, and colleagues.

62% of the respondents are satisfied with the grievance handling procedure in the
organization.

38% of the respondents are satisfied with the performance appraisal in their organization.

There is a significant relationship between work experience and salary.
There is a significant relationship between gender and employee relation..
There is a significant relationship between age and performance appraisal.

There is a significant relationship between gender and performance appraisal.
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RECOMMENDATIONS
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RECOMMENDATIONS:

e The management should provide proper safety and increase the facility for women

employees which help to retain the women employees of the organization.

e The relationship among the peers should increase which help to create healthy

organizational culture.

e The management should provide proper appraisal based on the employees performance

which motivate the employees towards work.

e The management should concentrate on promotion possibilities which help to retain their

valuable employees.

e The employee have obstacle to continue in the organization, therefore the management

should concentrate and eradicate those obstacle.
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CONCLUSION

The study was undertaken to find out the employee retention in HDFC Standard Life
Insurance Coimbatore. It mainly focuses on the problems in retaining the employees and

strategies to hold them which contribute to the organizational effectiveness.
It is very important for the management to retain their employees with satisfaction and on
the other hand for employees to with hold a good position with proper performance in an

organization of a long period of time.

A good degree of contribution from human resource to organizational development was

found.

Incentives are compulsorily given to all the employees who help in employee

development which in turn results in organizational development.

HDFC being such a well established and prestigious organization has succeeded in

maintaining a high level in retention of employees.
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()

. Name:

Age

7 20-30  31-40

™ 41-50 ™ 50&above
Gender:

7 male I female
Designation:
Marital status:

" single ™ married

How many years you have been working for this organization?

T below 1 year

~5-10

™1-5
™ above 10



8. How often you take leave in a month?

~0-1 12
™ 3-4 T 4&above

9. Have you ever got loss of pay for your absenteeism?

7 Yes ™ No

10. Are you satisfied with the promotion possibilities in your organization?

™ Yes ™ No

11. How are you satisfied with the relationship superior, subordinates and colleague?

™ highly satisfied ™ satisfied
™ dissatisfied I highly dissatisfied

12. How often your management interact with employees of the organization?

™ frequently { periodically

I very occassionally I™ never



FACILITIES

HIGHLY
SATISFIED

SATISFIED

DISSATISFIED

HIGHLY
DISSATISFIED

Transportation

Accommodation

Rest room &
canteen

Incentives &
Bonus

Increment

Medical
allowance

Education
allowance

Employee
safety

Other
compensation

14. What do you feel about grievances handling procedures in your company?

-

highly satisfied

dissatisfied

™ satisfied
I highly dissatisfied

15. What is the stress management functions taking place in your organization?

i
4

1
5

motivation from superiors

fun games

™ team outmng

I~ other activities




" highly satisfied [™ satisfied
[ dissatisfied [™ highly dissatisfied

17. My job helps me to develop my skills

[ strongly agree ™ agree

™ disagree [ strongly disagree

18. What do vou think is the obstacle to continue with this organization?
- family I salary package

... organisation

" job satisfaction " culture & safety

19. Please state how do you feel when new comers overcome your seniority status

20. Any other changes or welfare measures activities to take place in your
organization

THANK YOU
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