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This article unpacks employee turnover
in the Al age through a meta-analysis of
high-impact journals. The literature on
turnover highlights contextual factors,
including power dynamics, toxic work
environments, mental and emotional dis-
connection, limited career prospects, job
monotony, and extrinsic motivators such
as compensation. Consolidating the lit-
erature on turnover through a massive
meta-analysis of A category in HRM-re-
lated journals, followed by a field study
interpreting quantitative inputs, from a
stratified random sample of 100 respon-
dents from the leading IT industry soft-
ware engineers from Chennai. Results re-
veal that a sense of purpose has a mod-
erating influence on job satisfaction, but
surprisingly, counterintuitively, job sat-
isfaction alone cannot retain employees.
A combination of several intrinsic and
extrinsic motivators are required to en-
hance the employee’s psychological con-
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Introduction

This research examines the
impact of various HR systems and
subsystems interventions on HR
outcomes, specifically employee
turnover in the knowledge and ser-
vice sectors. The complexities of
the changing workplace have had
a big impact on both organizational
sustainability and personnel devel-
opment. We analyze an organiza-
tion’s potential challenges and iden-
tify specific factors that affect
employee turnover. Our focus is on
understanding the triggers that posi-
tively or negatively correlate turn-
over to performance and conven-
tional on-the-job metrics such as job
satisfaction. We then present
counterintuitive results through a
unique quantitative meta-literature
review analysis. This novel ap-
proach sets the stage for more spe-
cific, contextual ethnographic
problematization in diverse work-
place settings, thereby validating the
results. In the current HRM litera-
ture, the understanding of the
causal structural and behavioral
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antecedents underpinning turnover is frag-
mented. Our research aims to bridge this
gap and provide a more comprehensive
understanding. This article outlines vari-
ous HR processes and systems that sup-
port ET in an organization. This is followed
by a field study, which serves to validate
the conceptual part of the research and
provide real-world evidence to support our
findings.

Literature Review

A competitive climate is evolving for
both the local and external markets as a
result of this revolutionary development.
Church and Burke (2017) states that or-
ganizations are experiencing rapid
changes at rates we have never seen
before. Moreover, technological ad-
vancements drive much of this change
either directly or indirectly. As a result,
employees have access to new employ-
ment opportunities, but businesses face
difficulties as the global turnover rate
rises (Mumtaz & Hasan, 2018).

Research on a business’s attrition rate
and the evolving theories of employee
turnover is crucial. It gives frontline
people managers important information
on employee perspectives, innovative
retention strategies, and the cost of em-
ployee turnover. Organizations that want
to succeed and use various resources
must have this awareness. Unquestion-
ably, people are an organization’s most
important resource and the factor con-
tributing most to its success. However,
the organization’s efficiency may suffer
for several reasons when individuals de-
part voluntarily.

Al plays a significant role in talent
retention by automating hiring, employee
engagement, and performance evalua-
tion; Al and ML improve HR operations
and enable data-driven decision-making.
This reassures us about the future of HR
operations. By using tailored learning ini-
tiatives and predictive analytics, they also
increase talent retention. According to
Chapman and Webster (2003), integrat-
ing technology into the hiring process
reduces expenses and time, freeing up
recruiters to focus on strategic tasks
while lowering the total time and expenses
associated with hiring. By utilizing these
technologies, companies can enhance the
efficacy, precision, and overall efficiency
of their hiring and selection processes,
ultimately leading to more informed hire
decisions and improved applicant expe-
riences, which in turn increase retention.

Impact on HR Outcomes

HR outcomes, which significantly
influence employee engagement, perfor-
mance, and overall organizational suc-
cess, are significantly shaped by human
resource (HR) policies, procedures, and
systems. These policies ensure legal com-
pliance and equity, laying the foundation
for workplace norms, expectations, and
benefits. Importantly, policies related to
recruitment, compensation, performance
management, and diversity have a direct
and positive impact on employee morale
and retention. HR processes, which en-
compass the systematic approach to ex-
ecuting HR functions, including recruit-
ment, onboarding, training, performance
management, and exit procedures, play
a crucial role. Efficient HR processes
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contribute to streamlined operations, im-
proved workforce planning, and better
talent management. The urgency of ad-
dressing employee satisfaction in reten-
tion strategies is clear, as it is a crucial
factor in achieving successful HR out-
comes.

‘ Employee retention is significantly

influenced by the work environ-

ment and how well employees

align with their roles. \

Importantly, elements of the work
environment may play a significant role
in employee retention. An individual is
considered a good fit for the organiza-
tion when his/her values, interests, and
abilities align with the job’s needs and
attributes. Employee retention is signifi-
cantly influenced by the work environ-
ment and how well employees align with
their roles. Employees are less likely to
leave their organization(s) when they
have a psychological attachment to it,
demonstrating a deep commitment to
embeddedness and involvement in their
jobs. When employees clearly understand
their core competencies and the scope
of their work, it ultimately enhances em-
ployee productivity, resulting in high job
satisfaction and lower turnover rates
(Boxall & Purcell, 2003a). Also, em-
ployee autonomy can improve job satis-
faction and lessen work-related family
issues (Krishnan, 2012).

Al-powered onboarding and training
tools transform how employees join com-
panies and grow their careers. These
resources significantly impact the speed,

customization, and engagement of the
learning process. A well-run induction
procedure influences their dedication to
the company and long-term satisfaction.
This, thus, has a favorable effect on staff
retention. One way to describe a system-
atic induction process is as an “integra-
tion program.” The quality of this inte-
gration program may directly impact a
new hire’s decision to stay on the job or,
if circumstances permit, leave. In con-
clusion, a well-run induction process
equips new hires with the necessary
knowledge and resources to succeed. It
creates the conditions for empowerment
and a positive work experience
(Wilkinson, 1988). Higher job satisfaction
is a direct result of this favorable experi-
ence. Successful on-the-job training
(OJT) is significantly influenced by an
efficient induction program, which en-
ables employees to take a proactive ap-
proach to skill development by informing
them about the opportunities for learning
available to them when they start the
training process. On-the-job training pro-
vides positive learning experiences, im-
proved job satisfaction, investment in
employee growth, and clear pathways for
skill development and career progression.
According to Halbesleben and Wheeler
(2008), “When employees have a psy-
chological attachment to their organiza-
tion, demonstrating a deep commitment
to embeddedness, and involvement in
their job, they are less likely to leave it.”
Employee productivity increases when
workers clearly understand their core
abilities and the scope of their work, lead-
ing to high job satisfaction and retention
rates (Boxall & Purcell, 2003b). A sub-
stantial reward and recognition system,
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in conjunction with efficient employee
performance management, raises em-
ployee engagement and productivity, rais-
ing staff retention, according to Krishnan
etal. (2013).

Human Performance Technology
(HPT) & HR Research
Classification (HRC)

Human Performance Technology
(HPT) is a systematic strategy for im-
proving organizational and individual per-
formance through gap analysis, interven-
tion design, and outcome monitoring.
With its foundations in behavioral psychol-
ogy and systems theory, HPT boosts pro-
ductivity through instructional design,
change management, and performance
support (Pershing, 2006). The HR Re-
search Classification (HRC) categorizes
human resources research into areas
such as organizational behavior, strate-
gic Human Resource Management
(HRM), and talent management. It sup-
ports evidence-based decision-making by
incorporating empirical, conceptual, and
applied research. HR professionals may
use data-driven solutions for workforce
development and operational efficiency
by integrating HPT with HRC.

Competency-based HR
Management (CBM)

By strategically aligning human re-
source procedures with an organization’s
key competencies, competency-based
HR management ensures that workers
possess the necessary skills, knowledge,
and behavior to meet organizational
goals. To incorporate skills into HR pro-

cesses, including hiring, training, perfor-
mance management, and succession
planning, CBM focuses on defining,
evaluating, and enhancing competencies
at the individual, team, and organizational
levels (Dubois & Rothwell, 2004).

Through the identification of critical
abilities necessary for success in specific
roles, CBM improves worker effective-
ness. Tying performance standards to
corporate objectives fosters a results-
driven culture and ensures that workers
make a significant contribution to the
company’s success. By utilizing CBM,
organizations can enhance leadership
development, foster ongoing learning,
and more effectively address skill gaps.
Furthermore, competency frameworks
promote workforce adaptability, allowing
workers to adjust to changing job roles
and technological improvements
(Boyatzis, 2008). Specific competency
models, efficient evaluation instruments,
and ongoing feedback systems are cru-
cial for implementing CBM. Organiza-
tions may increase employee engage-
ment, lower attrition, and boost produc-
tivity by integrating skills into HR proce-
dures, which will provide them a long-
term competitive edge.

Knowledge Management (KM)

Knowledge management (KM), in
addition to CBM, is the process of gath-
ering, disseminating, and applying orga-
nizational knowledge to improve innova-
tion and decision-making (Nonaka &
Takeuchi, 1995). Since human capital is
the primary asset in the service sector,
knowledge management (KM) is crucial
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in mitigating the detrimental impact of
excessive personnel turnover on the
company’s long-term viability (Dalkir,
2017). In the service industry, high turn-
over rates lead to operational inefficien-
cies, knowledge loss, and a decline in
service quality. Information repositories,
mentorship programs, and digital infor-
mation-sharing platforms are examples of
effective knowledge management (KM)
techniques that help firms maintain vital
expertise in the face of workforce vola-
tility (Argote, 2013).

Additionally, despite turnover issues,
sustainable organizations utilize knowl-
edge management (KM) to cultivate re-
silient workforces that foster ongoing
learning and innovation (Grant, 1996).
Strong knowledge management (KM)
frameworks benefit businesses in the
long run by increasing customer happi-
ness, staff engagement, and profitability.
In the service sector, KM and turnover
management combined promote competi-
tive advantage and business continuity.

Business Cycles & Generational
Workforce

Employment trends, job stability, and
workforce expectations are all impacted
by business cycles, which are defined by
economic expansion and contraction
(Burns & Mitchell, 1946). These cycles
influence employee turnover patterns in
the service sector; expansions increase
voluntary turnover because they present
better prospects, whereas economic
downturns result in job insecurity
(Schlicht, 2005). To ensure the longevity
of their businesses, organizations must

modify their personnel plans in response
to these swings.

Diverse work values and retention
factors are displayed by a multigenera-
tional workforce, which includes Baby
Boomers, Gen X, Millennials, and Gen-
eration Z. Millennials look for employ-
ment that has a purpose, Gen Z prefers
flexibility and technologically advanced
settings, Boomers value stability, and Gen
X places a higher priority on work-life
balance (Lyons & Kuron, 2014). When
HR tactics fail to meet these expecta-
tions, turnover increases, negatively im-
pacting operational effectiveness and
service quality.

Technology Trends Disrupting
Workforce Practices

Workforce practices are being dras-
tically altered by technological break-
throughs, especially automation, digital
transformation, and artificial intelligence
(AI). These disruptions alter employment
patterns and impact the viability of busi-
nesses by causing retrenchment,
downsizing, rightsizing, manpower opti-
mization, and organizational restructuring
(Brynjolfsson & McAfee, 2014).

‘ Repetitive jobs are being replaced
by automation and Al-driven pro-
cesses, which lower the demand for

workers in some industries and
increase layoffs and downsizing

Repetitive jobs are being replaced by
automation and Al-driven processes,
which lower the demand for workers in
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some industries and increase layoffs and
downsizing (Frey & Osborne, 2017). Busi-
nesses benefit from cost savings and in-
creased operational efficiency; however,
abrupt job changes lead to higher employee
turnover (ET), disrupt workplace dynam-
ics and organizational norms, and foster
resistance to change (Abolade, 2018).
Although frequent restructuring can lower
employee engagement, morale, and pro-
ductivity, rightsizing and manpower opti-
mization techniques aim to match worker
capacity with company demands. Orga-
nizations must strike a balance between
worker reskilling programs and technol-
ogy adoption from a sustainability per-
spective to minimize adverse effects on
employment. Companies that invest in re-
deployment and upskilling techniques pro-
mote long-term personnel flexibility and
reduce disruptions caused by turnover
(Bessen, 2019). In arapidly changing digi-
tal economy, a well-coordinated socio-
technical approach to addressing techno-
logical disruptions enhances long-term
sustainability, business continuity, and
employee retention.

Workforce Planning,
Implementation & Deployment

To ensure that companies have the
right people in the right positions at the
right time, workforce planning, implemen-
tation, and deployment are essential HR
strategies. By reducing worker interrup-
tions and ensuring service continuity,
these tactics are crucial for maintaining
corporate sustainability in the service
sector, which has a high personnel turn-
over rate (Rothwell, 2010).

Forecasting talent requirements, iden-
tifying skill gaps, and developing proac-
tive hiring and retention strategies are all
essential components of effective
workforce planning (Cascio & Aguinis,
2019). High turnover rates in the service
industry can lead to reduced client satis-
faction, decreased productivity, and
knowledge loss. Organizations can en-
hance employee engagement and mitigate
turnover risks by implementing strategic
workforce deployment strategies, such
as flexible staffing models, cross-train-
ing initiatives, and career development
programs (Becker et al., 2001).

Upskilling, Training & Skill
Development

Enhancing staff productivity, job sat-
isfaction, and employee engagement re-
quires upskilling, training, and skill devel-
opment. This is especially true in the ser-
vice sector, where high turnover rates
make it difficult for businesses to remain
sustainable (Celestin et al., 2024). Op-
portunities for ongoing learning help staff
members stay current in changing roles,
which reduces turnover intentions and
fosters long-term workforce stability.

Effective training initiatives enhance
staff self-esteem, productivity, and flex-
ibility, ultimately boosting customer sat-
isfaction and service quality. Employers
who invest in skill development foster a
sense of career advancement and job
stability, which in turn raises employee
satisfaction and reduces voluntary turn-
over (Saks, 2006). Furthermore, engaged
workers who experience a sense of
worth and ongoing development are more
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likely to demonstrate organizational com-
mitment, which in turn reduces the detri-
mental effects of excessive turnover on
company operations.

Leadership Development &
Building Talent Pipelines

Strategies for talent pipelines and
leadership development are crucial for
sustaining company success, particularly
in the service sector, where high staff
turnover can compromise organizational
stability (Collins, 2021). By creating fu-
ture leaders through organized programs,
staff retention is enhanced, leadership
gaps are mitigated, and continuity is en-
sured. According to Rothwell (2010),
succession planning is facilitated by a
robust leadership pipeline, which reduces
the disruptions caused by turnover in key
positions. Businesses that invest in lead-
ership and employee safety in the work-
place play a predominant role in enhanc-
ing work flexibility (Krishnan et al., 2021).
Also development of internal talent, re-
sults in lower attrition rates and increased
employee engagement and job satisfac-
tion (Goleman et al., 2013). Additionally,
leadership development programs di-
rectly affect the sustainability of busi-
nesses by imparting critical abilities, in-
cluding strategic thinking, decision-mak-
ing, and people management (Day, 2007).

Businesses in the service sector can
build resilient workforces and guarantee
long-term operational efficiency by com-
bining retention tactics with leadership
development. Organizational agility is
strengthened by a well-structured talent
pipeline, which enables companies to

adjust to changing workforce dynamics
and market conditions while maintaining
a competitive edge.

Impact of the Non-Work Domain

The employee turnover (ET) process
in the service sector is significantly in-
fluenced by the non-work domain, which
encompasses personal life elements such
as work-life balance, family obligations,
financial stress, and overall well-being.
Burnout and voluntary turnover are fre-
quently caused by conflicts between
work and personal life that arise from
high job demands, long hours, and emo-
tional labor (Greenhaus & Powell, 2006).
Higher attrition rates impact service con-
tinuity and commercial sustainability for
organizations that ignore these consider-
ations (Allen et al., 2000).

Employees who struggle with per-
sonal responsibilities may seek other jobs
that offer more flexibility and support,
making work-family conflict (WFC) a
significant predictor of turnover intentions
(Byron, 2005). Furthermore, stressors
like unstable finances and mental health
issues lead to disengagement, which low-
ers productivity and raises absenteeism
(Hobfoll, 1989).

‘ Organizations can enhance their
long-term sustainability and com-
petitive advantage by incorporat-

ing non-work domain factors into
their workforce plans.

Improving work-life balance fosters
a stable and dedicated staff by reducing
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turnover and enhancing job satisfaction
and employee engagement (Kossek &
Lautsch, 2018). Organizations can en-
hance their long-term sustainability and
competitive advantage by incorporating
non-work domain factors into their
workforce plans.

High-performance Work Culture

In the service sector, where em-
ployee turnover (ET) presents operational
changes, a high-performance work cul-
ture nurtured through advanced Perfor-
mance Management System (PMS) prac-
tices is crucial for corporate sustainability
(Armstrong, 2020; CIPD, 2025). Con-
tinuous feedback, goal alignment, and
customized development plans are ex-
amples of modern performance manage-
ment systems (PMS) techniques that
enhance employee engagement, job sat-
isfaction, and retention while reducing the
risk of turnover (Pulakos et al., 2015).

On the other hand, progressive PMS
practices prioritize coaching, develop-
ment-oriented assessments, and real-time
feedback, which promotes employee en-
gagement and a high-performance cul-
ture (Denisi & Murphy, 2017). Employee
loyalty is increased, and voluntary turn-
over is decreased when employees re-
ceive regular feedback and opportunities
for advancement (Gruman & Saks, 2011).

To recognize turnover patterns and
proactively address personnel shortages,
companies must integrate workforce
analytics with performance management
systems (PMS) for long-term economic
viability (Sparrow, 2015). Service qual-

ity, operational effectiveness, and long-
term organizational resilience are all im-
proved by a high-performance culture
based on equitable, open, and progres-
sive PMS practices.

Compensation & Total Rewards

Compensation and total rewards
play a critical role in driving business per-
formance by influencing employee mo-
tivation, job satisfaction, and retention
(Milkovich, Newman, & Gerhart, 2019).
A well-structured compensation strat-
egy, encompassing base pay, perfor-
mance incentives, and benefits, has a
direct impact on workforce productiv-
ity and organizational success (World at
Work, 2021). By affecting employee
motivation, job satisfaction, and reten-
tion, compensation, and total rewards
are important factors that drive business
performance (Milkovich, Newman, &
Gerhart, 2019b). A well-designed com-
pensation plan that includes base pay,
performance incentives, and perks has
a direct impact on employee productiv-
ity and organizational success. Beyond
pay, the incentives approach encom-
passes non-cash benefits, including
work-life balance, career advancement,
and recognition initiatives, which en-
hance employee engagement and reduce
attrition (Armstrong & Taylor, 2020).
Because engaged employees can con-
tribute more effectively to company ob-
jectives, organizations that align their
compensation plans with employee ex-
pectations tend to achieve higher per-
formance levels (Gerhart & Fang,
2014).
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Diversity, Equity & Inclusion

A diverse staff contributes to long-
term corporate performance by bringing
arange of perspectives that improve de-
cision-making, problem-solving, and mar-
ket flexibility (Cox, 2001). Businesses that
incorporate diversity, equity, and inclusion
(DE]) into their culture experience im-
proved brand reputations, reduced em-
ployee attrition, and increased employee
satisfaction—all of which are crucial for
business continuity (Roberson, 2019). By
ensuring that every employee has access
to opportunities, impartial treatment, and
just compensation, equity, fairness, and
justice (EFJ) support diversity, equity, and
inclusion (DEI). Employee engagement
increases when employees believe there
is equity in the workplace, which in turn
lowers attrition and promotes a positive
work environment (Colquitt et al., 2001).
Procedural and distributive justice in de-
cision-making enhances organizational
loyalty, trust, and morale, which have a
direct impact on employee stability and
corporate resilience (Greenberg, 1990).

Dynamics of Work Culture & HR
climate

Firm, supportive workplace cultures
encourage motivation, teamwork, and
shared ideals, which boosts output and
job satisfaction (Schein, 2010). Employee
trust, commitment, and psychological
safety are all increased when companies
foster a welcoming and inclusive HR
environment, which lowers turnover and
boosts long-term productivity (Edmon-
dson, 1999). Employee perceptions and
work attitudes are directly impacted by

the HR climate, which is characterized
by policies, leadership practices, and
workplace norms (Schneider et al.,
2013). Fairness, ongoing learning, and
employee appreciation are hallmarks of
a high-performance HR environment that
encourages discretionary effort and cre-
ativity, thereby boosting competitive ad-
vantage (Bowen & Ostroff, 2004). Be-
cause they feel appreciated and sup-
ported, employees in organizations with
a favorable HR climate also have lower
burnout rates (Ariani, 2015).

HR Analytics & Scorecards Aiding
Leadership Decision Science

According to Davenport, Harris, and
Shapiro (2010), companies can use HR
analytics to find trends in employee en-
gagement, attrition, productivity, and skill
gaps. This information enables leaders to
make well-informed decisions about tal-
ent management. A formal framework
for assessing HR effectiveness and its
impact on organizational performance is
provided by HR scorecards, which align
HR activities with business objectives
(Becker, Huselid, & Ulrich, 2001). These
scorecards enable leaders to assess the
return on investment in HR interventions
by monitoring key performance indica-
tors (KPIs), including employee satisfac-
tion, diversity metrics, training efficacy,
and retention rates (Boudreau &
Ramstad, 2007).

Liberalization, Privatization &
Globalization

As aresult of market-driven changes,
businesses have switched from traditional

576

The Indian Journal of Industrial Relations, Vol. 61, No. 4, April 2026



Business Sustainability Driven by Employee Turnover Trends

permanent employment models to fixed-
term contracts (FTCs) and gig-based
work arrangements to reduce labor costs
and increase operational agility
(Kalleberg, 2011). Businesses’ need for
workforce flexibility in unstable interna-
tional markets has led to the rise in popu-
larity of fixed-term contracts, or FTCs.
FTCs give businesses cost savings and
scalability, but they also cause people’s
careers and jobs to be unstable, raising
questions about the sustainability of long-
term employment (Davidov, 2016). In a
similar vein, people are increasingly par-
ticipating in freelance, temporary, and
project-based jobs as the gig economy,

Fig. 1 Conceptual Framework

Sustainable Organization Practices

}_

Recruitment Practices

fueled by digital platforms and on-de-
mand services, has grown internationally
(Friedman, 2014). Gig work raises regu-
latory and labor rights issues since, al-
though it offers flexibility and freedom,
it also lacks social security, benefits, and
job permanence (Berg, 2016).

Policy actions are necessary to strike
a balance between worker security and
labor market efficiency because of the
interaction of LPG and employment pat-
terns. In order to protect gig and con-
tract workers and preserve economic
competitiveness, governments and orga-
nizations must create inclusive labor
laws.
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Consequence of Employee
Turnover on Business
Sustainability

Long-term growth, operational effec-
tiveness, and financial stability are all im-

pacted by employee turnover, which pre-
sents serious obstacles to a company’s
sustainability. High turnover rates disturb
workforce continuity and lower organiza-
tional performance by raising the costs of
hiring and training new employees
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(Hancock et al., 2013b). Particularly in
service industries where employee exper-
tise directly affects service quality, frequent
talent loss erodes institutional knowledge
and client connections (Hausknecht &
Holwerda, 2013). Employee engagement
and morale are also impacted by turnover,
as the remaining staff may face increased
workload and uncertainty, which in turn
lowers output and job satisfaction (Hom et
al., 2017). Businesses struggle to maintain
competitive advantages in dynamic mar-
kets when there is excessive turnover, as
it disrupts team relationships and innova-
tion capacity (Park & Shaw, 2013).

‘ Proactive retention tactics, such as
competitive pay, professional de-
velopment programs, and a posi-

tive work environment, are crucial
for long-term viability.

Proactive retention tactics, such as
competitive pay, professional develop-
ment programs, and a positive work en-
vironment, are crucial for long-term vi-
ability (Allen et al., 2010). Organizations
therefore monitor their workers’ satisfac-
tion, commitment, engagement, work-life
balance, and training and adjust their poli-
cies as necessary (Poorani & Krishnan,
2021). Businesses can ensure resilience
and sustainable growth by addressing the
factors that contribute to employee turn-
over and maintaining a steady and moti-
vated workforce.

Research Methodology

A stratified random sample of 100
respondents from the leading IT industry

software engineers based in Chennai,
India, was selected for the study. The
data collected were analyzed using SPSS
for descriptive and inferential statistics,
and SmartPLS for structural equation
modeling.

Key Research Question

Changing business imperatives can
impact employee productivity and job
satisfaction, leading to increased turnover
intentions.

This leads to three objectives

1- Investigate the role of human re-
source practices in retaining critical
and high-potential employees

2- Tounderstand the impact of sustain-
able business practices on employee
turnover

3- The study aims to understand em-
ployee turnover trends at various lev-
els in the organization

Based on the study’s objectives, the
following research hypotheses were de-
veloped.

H1 — There is a positive and significant
relationship between human re-
sources practices and the retention
of high—potential employees

H2- There is a positive/significant rela-
tionship between sustainable business
practices and employee turnover

H3 - There is a positive and significant
relationship between job satisfaction
and the employee turnover process.
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H4- There is a positive and significant
relationship between employee pro-
ductivity and the employee turnover
process

Measurement scales that were widely
accepted and standardized were imple-
mented. Mobley et al. (1978) established
the first employee turnover intention mea-
sure, which assesses an employee’s pro-
pensity to leave the company voluntarily.
The Job Satisfaction Survey (JSS), one of
the most widely validated tools in organi-
zational research, was created by Paul E.
Spector in 1994 and was used to measure
job satisfaction. The study used Jorrin

Table 1 KMO & Bartlett’s Test Results

Zeebregts’s (2022) framework, which
combines the qualitative and quantitative
dimensions of productivity in knowledge-
based organizations, to quantify employee
productivity. The Utrecht Work Engage-
ment Scale (UWES) was developed by
Schaufeli et al. (2002) to measure em-
ployee engagement. Additionally, a few
items from Huselid’s (1995) HRM effec-
tiveness scale were used to support en-
gagement-related organizational practices
that improve employee performance and
retention. Likert scales of five points,
from 1 (meaning “strongly disagree”) to
5 (meaning “strongly agree”), were used
to rate each item.

KMO & Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Approx. Chi-Square

Bartlett’s Test of Sphericity
Df
Sig.

774
1335.371
136

.000

With a modest level of adequacy in-
dicated by the Kaiser-Meyer-Olkin
(KMO) measure of sampling adequacy
value of 0.774, the dataset appears to be
suitable for factor analysis. While values
below 0.5 would suggest unsuitability, a
KMO value of around 1.0 suggests that
the variables share enough variance in
common for factor analysis to be accept-
able. This noteworthy outcome supports
the use of factor analysis for data reduc-
tion or structure detection, as it confirms
that the variables have meaningful rela-
tionships with one another.

Each component’s contribution to the
dataset’s variance is displayed in Table
2 which displays the findings of Princi-

pal Component Analysis (PCA). Accord-
ing to the Initial Eigenvalues column, the
first four components account for a sub-
stantial amount of the variation because
their eigenvalues are greater than 1.

The Rotated Component Matrix vali-
dates the validity and dependability of the
measured constructs. These results show
that the study’s constructs are highly valid
and reliable, which qualifies them for
additional statistical analysis and hypoth-
esis testing.

By evaluating discriminant validity,
the Heterotrait-Monotrait Ratio (HTMT)
values make sure that the constructs are
different from one another. Values be-
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Table 2 Total Variance Explained

Rotation Sums of Squared Loadings

Total

Extraction Sums of Squared Loadings

Initial Eigenvalues
Total

Component

Cumulative %

% of Variance

Cumulative %

% of Variance

% of Variance Cumulative %

Total

21.164
42.062
57.932
72.483

21.164
20.898
15.869
14.551

3.598
3.553
2.698

26.812
47.105
60.998
72.483

26.812
20.292
13.893
11.485

4.558

26.812
47.105
60.998
72.483
77.329
81.782
85.352
88.492
91.277
93.361
94.994
96.408
97.666
98.773
99.615
99.939
100.000

26.812
20.292
13.893
11.485
4.845

4.558

3.450

3.450

2.362
1.952

2.362
1.952
.824
757
.607

2.474

4.453

3.571

3.139
2.785

534
473

2.084

354
278

10

11

1.633
1.414
1.258
1.107
.841
325
.061

240
214
188
.143
.055
.010

12
13

14
15
16
17

low these thresholds validate
discriminant validity; a typi-
cal HTMT threshold is 0.85
(strict) or 0.90 (liberal). Since
all of the HTMT values in
this analysis are significantly
lower than 0.85, each con-
struct is sufficiently different
from the others. Strong dis-
criminant validity, which in-
dicates that each component
adds distinctively to the study
model without undue overlap,
is confirmed by these find-
ings.

Performance and Job
satisfaction had the largest
correlation (0.282), suggest-
ing that improved Perfor-
mance has a major impact on
job satisfaction. Similarly,
Performance had little effect
on Turnover (0.121), sug-
gesting that other variables
like organizational culture or
possibilities for career ad-
vancement may still cause
high-performing individuals
to quit.

Through latent variables
and observed indicators, the
structural equation model
(SEM) illustrates the rela-
tionships between Sustain-
able Organization Perfor-
mance (SOP), Performance
(P), Job Satisfaction (JS),
and Employee Turnover
(ET). Performance has a sig-
nificant impact on job satis-
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Table 3 Rotated Component, Reliability & Validity

Rotated Component Matrix

Reliability and Validity

Component
ET IS SOP P Cronbach ~ Composite Composite AVE
alpha Reliability Reliability
(rho_a) (tho_C)

ET-1 974 0.959 0.981 0.97 0.892
ET-2 961
ET-3 971
ET-4 .819
P-5 .702 0.776 0.81 0.857 0.602
P-6 .768
P-7 .655
P-9 911
JS-10 .858 0.889 0.896 0.919 0.696
JS-11 705
JS-12 877
JS-13 912
JS-14 752
SOP-15 818 0.831 0.706 0.816 0.545
SOP-16 .840
SOP-18 .789
SOP-19 .780
Table 4 Heterotrait-monotrait Ratio (HTMT) Table 5 Path Coefficients
JS <> ET 0.108 JS->ET 0.058
P <> ET 0.171 P ->ET 0.121
P <->]S 0.355 PpP->1]JS 0.282
SOP <> ET 0.233  SOP ->1JS 0.182
SOP <->1JS 0.185 SOP ->P 0.124
SOP <->P 0.132

Performance has a significant im-
pact on job satisfaction, as indicated
by the path coefficient of 0.282, sug-
gesting that improved Performance
leads to higher levels of Satisfac-
tion.

faction, as indicated by the path coeffi-
cient of 0.282, suggesting that improved
Performance leads to higher levels of
Satisfaction. Furthermore, a sense of pur-
pose has a smaller effect on Performance

(0.124) and a modest effect on Job Sat-
isfaction (0.182), indicating that employ-
ees who find meaning in their work tend
to perform better. Nonetheless, Job Sat-
isfaction has a negligible impact on Turn-
over (0.058), suggesting that employee
retention requires more than just job plea-
sure. Likewise, Performance has a neg-
ligible impact on Turnover (0.120), indi-
cating that corporate culture and career
advancement may be more important
variables. Overall, the model emphasizes
that both Job Satisfaction and Sustain-
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Fig. 2 The Model
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able Organizational Performance influ-
ence engagement.

Table 6 P-Values

Based on their original sample val-
ues (O), sample means (M), standard

Original Sample Standard t statistics P values
sample (O) mean (M) deviation (STDEV)  (JO/STDEV))
JS->ET 0.258 0.258 0.104 3.561 0.005
P ->ET 0.312 0.221 0.137 2.877 0.001
P ->1JS 0.282 0.292 0.102 2.768 0.006
SOP ->JS 0.282 0.223 0.202 4.709 0.008
SOP ->P 0.224 0.208 0.194 3.641 0.002

deviations (STDEV), t-statistics, and P-
values, the path analysis results shed light
on the relationships between the variables
and the variables are statistically signifi-
cant.

The survey provided important new
insights into the workplace and the use
of disruptive technologies like Al and ML
robotics, which are opening up new av-
enues for job happiness, productivity im-

provement, and employee upskilling. In
order to determine the facts on the
ground, we were able to observe, inter-
view, analyze, and cross-verify data us-
ing a questionnaire as part of the mixed-
method study. Cutting-edge technologies
are unavoidably opening the door for new
work practices that help workers improve
their performance, upskill, and maintain
high levels of job satisfaction.
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Conclusion

A complex web of interrelated
causes, including toxic work environ-
ments, bullying, fatigue, and the desire for
improved career opportunities, can con-
tribute to employee turnover. Although
turnover may cause disruptions, not all
turnover is bad. The departure of poor
performers from the company due to
functional turnover enhances the overall
caliber of the workforce (Abelson &
Baysinger, 1984; Youngblood et al.,
1983). New hire turnover is frequently
associated with anticipatory and indi-
vidual socialization effects, where early
departures are influenced by behavioral
intentions to stay, low job satisfaction, and
high perceived usefulness of other posi-
tions. Turnover is directly preceded by
behavioral desire to leave (Mobley et al.,
1979). Turnover is commonly used in or-
ganizational research as an objective in-
dicator of employee departure, as it is
relatively easy to assess (Charles & Paul,
1982).

High Turnover rates, however, have
a detrimental effect on businesses, as they
reduce customer satisfaction, productiv-
ity, long-term growth, and profitability
(Suprasith & Michela, 2018). Therefore,
to maintain Performance and long-term
success, companies must strike a balance
between natural attrition and effective
retention tactics, even though some Turn-
over can be beneficial. The findings in-
dicate that Performance and Job Satis-
faction have a significant impact on em-
ployee retention, and that having a sense
of purpose is crucial for enhancing both.
In addition to addressing external reten-

tion variables beyond Job Satisfaction,
organizations seeking to retain top per-
sonnel should concentrate on creating
purpose-driven work environments.

References

Abelson, M.A., & Baysinger, B.D. (1984), “Op-
timal and dysfunctional turnover: Toward
an organizational level model”, Academy of
Management Journal, 9:331-34

Abolade, Dupe. (2018), “Impact of Employees’
Job Insecurity and Employee Turnover on
Organisational Performance in Private and
Public Sector Organizations” Studies in
Business and Economics. 13: 5-19.

Allen, T. D., Herst, D. E., Bruck, C. S., & Sutton,
M. (2000), “Consequences associated with
work-to-family conflict: A review and
agenda for future research” Journal of Oc-
cupational Health Psychology, 5(2): 278-
308.

Argote, L. (2013), Organizational learning: Cre-
ating, retaining, and transferring knowledge.
Springer, ISBN 978-1-4614-5250-8, DOI
10.1007/978-1-4614-5251-5

Ariani, D. W. (2015), “Employee engagement in
organizational culture: The role of job de-
mands and job resources”, International
Journal of Business and Society, 16(2):221-
40.

Armstrong, M., & Taylor, S. (2020), Armstrong’s
handbook of reward management practice:
Improving performance through reward,
Kogan Page.

Becker, B. E., Huselid, M. A., & Ulrich, D. (2001),
The HR scorecard: Linking people, strat-
egy, and performance, Harvard Business
Press.

Berg, J. (2016), “Income security in the gig
economy: How digital platforms are trans-
forming labor”, International Labor Review,
155(3):456-71.

The Indian Journal of Industrial Relations, Vol. 61, No. 4, April 2026

583



LRK Krishnan, AV Raman & Poorani Sundarrajan

Bessen, J. (2019), Al and jobs: The role of de-
mand, Economics of Artificial Intelligence
(NBER Working Paper No. 24235, JEL No.
J2,N10,03,

Boudreau, J. W., & Ramstad, P. M. (2007), Be-
yond HR: The new science of human capi-
tal. Harvard Business Press.

Bowen, D. E., & Ostroff, C. (2004), “Understand-
ing HRM—firm performance linkages: The
role of the ‘strength’ of the HRM system”,
Academy of Management Review, 29(2):
2021.

Boxall, Peter & Purcell, John. (2003) .”Strategy
and Human Resource Management”. /ndus-
trial & Labor Relations Review. 57. http://
DOI 10.1108/00251740310479368.

Boyatzis, R. E. (2008), “Competencies in the 21st
century Journal of Management Develop-
ment, 27(1): 5-12.

Brynjolfsson, E., & McAfee, A. (2014), The sec-
ond machine age: Work, progress, and pros-
perity in a time of brilliant technologies,
W.W. Norton & Company.

Burns, A. F., & Mitchell, W. C. (1946), Measur-
ing business cycles, National Bureau of
Economic Research.

Byron, K. (2005), “A meta-analytic review of
work—family conflict and its antecedents”,
Journal of Vocational Behavior, 67(2): 169-
98.

Cascio, W. F., & Aguinis, H. (2019). Applied psy-
chology in human resource management,
Pearson.

Celestin, Mbonigaba & Sujatha, S & Dinesh
Kumar, A.. (2024), “Enhancing employee
satisfaction and engagement to boost pro-
ductivity: the role of leadership, culture,
and recognition programs.”, International
Journal of Computational Research and
Development, 9: 67-74, https://doi.org/
10.5281/zenodo.13871930

Chapman, Derek & Webster, Jane. (2003), “The
Use of Technologies in the Recruiting,

Screening, and Selection Processes for Job
Candidates”, International Journal of Se-
lection and Assessment. https://doi.org/11.
10.1111/1468-2389.00234.

Church, Allan & Burke, W. (2017), “Four Trends
Shaping the Future of Organizations and
Organization Development”, OD Practitio-
ner. 49: 14-22.

CIPD [2025]. https://www.cipd.org/en/knowl-
edge/factsheets/performance-factsheet/,
Accessed on 17" March 2025

Collins, J. (2021), Good to Great: Why Some
Companies Make the Leap...and Others
Don’t. Harper Business.

Colquitt, J. A., Conlon, D. E., Wesson, M. J.,
Porter, C. O., & Ng, K. Y. (2001), “Justice
at the millennium: A meta-analytic review
of 25 years of organizational justice re-
search”, Journal of Applied Psychology,
86(3): 425-45. https://doi.org/10.1037/
0021-9010.86.3.425

Cox, T. (2001), Creating a Multicultural Organi-
zation: A Strategy for Capturing the Power
of Diversity, Jossey-Bass.

Dalkir, K. (2017). Knowledge management in
theory and practice. MIT Press, ISBN:
9780262036870

Davenport, T. H., Harris, J. G., & Shapiro, J.
(2010), Competing on Analytics: The New
Science of Winning, Harvard Business Re-
view Press, 84(1):98-107, 134

Davidov, G. (2016), “The Status of Contract
Workers: Avoiding or Advancing Labor Law
Protection?” Comparative Labor Law &
Policy Journal, 37(1): 1-30.

Day, D. V. (2007), Developing Leadership Tal-
ent: A Guide to Succession Planning and
Leadership Development, SHRM Founda-
tion.

DeNisi, A. S., & Murphy, K. R. (2017), “Perfor-
mance Appraisal and Performance Manage-
ment: 100 Years of Progress?” Journal of
Applied Psychology, 102(3): 421-33.

584

The Indian Journal of Industrial Relations, Vol. 61, No. 4, April 2026



Business Sustainability Driven by Employee Turnover Trends

Dubois, D. D., & Rothwell, W. J. (2004), Com-
petency-based human resource manage-
ment, Nicholas Brealey.

Edmondson, A. C. (1999), “Psychological Safety
and Learning Behavior in Work Teams”,
Administrative Science Quarterly, 44(2):
350-83.

Frey, C. B., & Osborne, M. A. (2017), “The Fu-
ture of Employment: How Susceptible Are
Jobs to Computerization?” Technological
Forecasting and Social Change, 114: 254-
80.

Friedman, G. (2014), “Workers Without Employ-
ers: Shadow Corporations and the Rise of
the Gig Economy”, Review of Keynesian
Economics, 2(2): 171-88.

Gerhart, B., & Fang, M. (2014), “Pay, intrinsic
motivation, extrinsic motivation, perfor-
mance, and creativity in the workplace:
Revisiting long-held beliefs”, Annual Review
of Organizational Psychology and Organi-
zational Behavior, 1: 489-521.

Goleman, D., Boyatzis, R., & McKee, A. (2013),
Primal leadership: Unleashing the power
of emotional intelligence, Harvard Business
Review Press.

Grant, R. M. (1996), “Toward a knowledge-based
theory of the firm”, Strategic Management
Journal, 17(S2): 109-22.

Greenberg, J. (1990), “Organizational justice:
Yesterday, today, and tomorrow”. Journal
of Management, 16(2): 399-432.

Greenhaus, J. H., & Powell, G. N. (2006), “When
work and family are allies: A theory of
work-family enrichment”, Academy of Man-
agement Review, 31(1): 72-92.

Griffeth, R. W., Hom, P. W., & Gaertner, S.
(2000), “A meta-analysis of antecedents and
correlates of employee turnover: Update,
moderator tests, and research implications
for the next millennium.” Journal of Man-
agement, 26(3): 463-88.

Gruman, J. A., & Saks, A. M. (2011), “Perfor-
mance management and employee engage-

ment”: Human Resource Management Re-
view, 21(2): 123-36.

Halbesleben, Jonathon & Wheeler, Anthony.
(2008), “The relative roles of engagement
and embeddedness in predicting job per-
formance and intention to leave.”, Work &
Stress. 22: 242-56. https://DOI:10.1080/
02678370802383962.

Hancock, J. 1., Allen, D. G., Bosco, F. A.,
McDaniel, K. R., & Pierce, C. A. (2013),
“Meta-analytic review of employee turn-
over as a predictor of firm performance”,
Journal of Management, 39(3): 573-603.

Hausknecht, J. P., & Holwerda, J. A. (2013),
“When does employee turnover matter?
Dynamic member configurations, produc-
tive capacity, and collective performance”.
Academy of Management Journal, 56(2):
794-812.

Hobfoll, S. E. (1989), “Conservation of resources:
A new attempt at conceptualizing stress”,
American Psychologist, 44(3): 513-24

Hom, P. W., Mitchell, T. R., Lee, T. W., & Griffeth,
R. W. (2017), “Reviewing employee turn-
over: Focusing on proximal withdrawal
states and an expanded criterion”, Psycho-
logical Bulletin, 143(1): 45-81.

Huselid, M. A. (1995), “The impact of human
resource management practices on turn-
over, productivity, and corporate financial
performance” Academy of Management
Journal, 38(3): 635-72

Kalleberg, A. L. (2011), Good jobs, bad jobs: The
rise of polarized and precarious employ-
ment systems in the United States, 1970s
to 2000s. Russell Sage Foundation.

Krishnan LRK, (2012), “An Empirical Examina-
tion of Nonwork Domain on Employee
Turnover”, International Journal of Re-
search in Commerce and Management
3(10):191-202

Krishnan LRK, Sudhir Warier & Ketan Kanaujia,
(2013), “An Empirical Examination of Per-
formance Management on Employee Re-

The Indian Journal of Industrial Relations, Vol. 61, No. 4, April 2026

585



LRK Krishnan, AV Raman & Poorani Sundarrajan

tention”, International Journal of Research
in Commerce and Management, 4 (1): 148-
57

Krishnan, LRK, Poorani, S., & Bhavani, J.
(2021), “Student demographic elements and
success factors in campus recruitment”,
Journal of the International Academy for
Case Studies, 27(S5), 1-13

Kossek, E. E., & Lautsch, B. A. (2018), “Work-
life flexibility for whom? Occupational sta-
tus and work-life inequality in upper,
middle, and lower-level jobs”, Academy of
Management Annals, 12(1): 5-36.

Lyons, S. T., & Kuron, L. K. J. (2014), “Genera-
tional differences in the workplace: A re-
view of the evidence and directions for fu-
ture research”, Journal of Organizational
Behavior, 35(S1): S139-57.

Milkovich, G. T., Newman, J. M. & Gerhart, B.
(2019), Compensation, McGraw-Hill.

Michaels, C. E., & Spector, P. E. (1982), “Causes
of employee turnover: A test of the
Mobley, Griffeth, Hand, and Meglino
model”,. Journal of Applied Psychology,
67(1), 53-59. https://doi.org/10.1037/
0021-9010.67.1.53

Mobley, W H , Gnffeth, R W, Hand, H H , &
Meglino, B M (1979), “Review and con-
ceptual analysis of the employee turnover
process”, Psychological Bulletin, 86: 493-
552

Mobley, W. H., Horner, S. O., & Hollingsworth,
A.T. (1978), “An evaluation of precursors
of hospital employee turnover”, Journal
of Applied Psychology, 63(4): 408-14.

Mumtaz, Roohi & Hasan, Syed. (2018), “Deter-
minants of Employee Turnover A Survey
of Employee Intentions Trend in Urban
Societies of the Region”, Business and Eco-
nomics Journal. https:// DOI: 10.4172/
2151-6219.1000356

Nonaka, I., & Takeuchi, H. (1995), The knowl-
edge-creating company: How Japanese
companies create the dynamics of innova-
tion, Oxford University Press.

Park, T.-Y., & Shaw, J. D. (2013), “Turnover rates
and organizational performance: A meta-

analysis”, Journal of Applied Psychology,
98(2): 268-309.

Pershing, J. A. (2006), Handbook of Human Per-
formance Technology. Wiley.

Poorani, S, LRK Krishnan (2021), “Manufactur-
ing Technology Trends in Auto Sector Guid-
ing Skill Enhancement and Employee Re-
tention”, Indian Journal of Training and
Development, 51(2):1-10 DOI:10.2139/
ssrn.4458873

Pulakos, E. D., Hanson, R. M., Arad, S., & Moye,
N. (2015), “Performance management can
be fixed: An evidence-based approach”, In-
dustrial and Organizational Psychology,
8(1): 51-76.

Roberson, Q. M. (2019), “Diversity in the work-
place: A review, synthesis, and future re-
search agenda”. Annual Review of Organi-
zational Psychology and Organizational
Behavior, 6: 69-88.

Rothwell, W. J. (2010), Effective succession plan-
ning: Ensuring leadership continuity and
building talent from within, American Man-
agement Association

Saks, A. M. (2006), “Antecedents and conse-
quences of employee engagement”. Jour-
nal of Managerial Psychology, 21(7): 600-
619

Schein, E. H. (2010), Organizational culture and
leadership, Jossey-Bass.

Schlicht, E. (2005), “Hiring standards and busi-
ness cycles”, Labour Economics, 12(5):
727-40.

Schneider, B., Ehrhart, M. G., & Macey, W. H.
(2013), “Organizational climate and cul-

ture”, Annual Review of Psychology, 64:
361-88.

Schaufeli, W. B., Salanova, M., Gonzalez-Roma,
V., & Bakker, A. B. (2002), “The measure-
ment of engagement and burnout: A two-
sample confirmatory factor analytic ap-

586

The Indian Journal of Industrial Relations, Vol. 61, No. 4, April 2026



Business Sustainability Driven by Employee Turnover Trends

proach”, Journal of Happiness Studies,
3(1): 71-92.

Spector, P. E. (1994), Job Satisfaction Survey,
Tampa: Department of Psychology, Uni-
versity of South Florida.

Sparrow, P. (2015), “Strategic PMS: Balancing
commitments and concerns”, Human Re-
source Management Journal, 25(4): 500-
15.

Suprasith Jarupathirun & Michela De Gennaro
(2018), “Factors Of Work Satisfaction and
Their Influence On Employee Turnover In
Bangkok, Thailand”, International Journal
of Technology 7: 1460-68 : https://doi.org/
10.14716/ijtech.v9i7.1650

Wilkinson, A. (1998), “Empowerment: theory and

practice”, Personnel review, 27(1): 40-56.

Ying-Chen Lo, Chongfeng Lu, Ya-Ping Chang,

Shu-Fen Wu (2024), “Examining the influ-
ence of organizational commitment on ser-
vice quality through the lens of job involve-
ment as a mediator and emotional labor and
organizational climate as moderators”,
Heliyon,10 (2) : 24130, https://doi.org/
10.1016/j.heliyon.2024.¢24130.

Youngblood, Stuart & Mobley, & Meglino, b m.

(1983), “A Longitudinal analysis of the
turnover process”, Journal of Applied Psy-
chology. 68: 507-516 http://DOI;10.1037//
0021-9010.68.3.507

Zeebregts, J. (2022), “Measuring productivity

in knowledge work: A multidimensional
approach”, Journal of Organizational Ef-
fectiveness: People and Performance, 9(1):
22-41

The Indian Journal of Industrial Relations, Vol. 61, No. 4, April 2026 587



