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Abstract

For contemporary organizations, retaining highly qualified employees represents one of the
foremost strategic challenges, particularly in sectors where human capital is considered the
primary source of competitive advantage. The banking sector of Georgia, as one of the country’s
most developed and competitive industries, faces distinct challenges in terms of talent attraction
and retention. Globalization, the rise of remote work opportunities, labor migration, and
generational shifts in values exert a significant impact on employee loyalty and organizational

commitment.

The purpose of this study is to evaluate current talent retention strategies in the Georgian
banking sector, identify the key factors influencing employee loyalty, and develop practical
recommendations based on the findings. The study relies on a mixed-methods research
approach, combining both quantitative and qualitative research. As part of the quantitative
research, 62 employees working in the Georgian banking sector were surveyed, while the
qualitative component involved 7 in-depth interviews conducted with experts holding human

resource management and managerial positions.

The results of the study indicate that career development opportunities, work-life balance,
and organizational support have the most significant impact on talent retention. According to
the respondents' assessments, financial compensation is an important factor, yet it no longer
constitutes the sole determinant of employee loyalty. The study also revealed that heavy
workloads, professional burnout, a lack of non-material recognition, and ambiguous career
advancement mechanisms serve as the primary reasons for talent attrition. Furthermore, the
research data confirmed that modern employees, particularly representatives of Generation Z,
place special emphasis on a flexible work environment, opportunities for self-actualization, and

a sense of organizational support.



Based on the study, recommendations were developed, which include implementing
transparent career development systems, strengthening employee well-being programs,
developing flexible work practices, and integrating modern talent management models. The
obtained results hold practical significance for both the human resource management
departments of commercial banks and policy-making institutions interested in preserving the

country’s labor potential and ensuring the sustainable development of human capital.

Keywords: Talent retention, Human Resource Management (HRM), Banking sector,

Employee motivation, Organizational loyalty.



