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During last decade, India’s IT industry has surged, creating a high demand for IT professionals. Despite offering
competitive pay and benefits, companies face persistent employee turnover. This study explores non-monetary strategies,
focusing on talent management practices—and their impact on retention and commitment. Using a descriptive approach
and data from structured questionnaires, it highlights the mediating role of organizational commitment in retention.
Structural equation modeling validates the proposed model, showing a perfect fit. To combat high attrition, IT firms should
prioritize holistic talent management practices, fostering long-term commitment. Research implications and future
directions are discussed.
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1. Introduction
The field of human resources originated from the principles of scientific management, which emerged as a response to
industrialization. This evolution was driven by the need for a structured approach to employee welfare and vocational guidance.
Industries recognized the importance of identifying individuals with the right mindset to build fulfilling careers for employees
while aligning their contributions with organizational goals. Over time, the role of HR has transitioned from primarily
safeguarding employee interests to becoming a strategic planner and change facilitator. In response to an evolving workforce,
HR functions have become central to organizational success, focusing on areas such as recruitment and selection, change
management, performance and behavior management, and learning and development. Additionally, HR professionals face
modern challenges such as fostering workplace diversity and developing effective talent management strategies.
Commitment, as a concept, represents a profound psychological force that connects individuals to various aspects of their
professional and personal lives, including goals, roles, and tasks. Its multifaceted nature defies a singular definition, as it
encompasses diverse dimensions. Within organizations, commitment plays a critical role in driving employees toward achieving
objectives and maintaining appropriate workplace behavior. It reflects the dedication and active participation of employees in
their responsibilities, contributing to a collaborative and efficient industrial environment. Commitment also involves a sense of
surrender and immersion in one’s role, often demonstrated when employees willingly reject more lucrative opportunities to
remain with their current organization. This deep level of commitment underscores their unwavering dedication and alignment
with the organization’s vision and values.

PROBLEM STATEMENT
The past decade has witnessed an immense growth in the Indian IT industry, leading to a substantial demand for IT
professionals. The intense global competition among large organizations has prompted a continuous effort to retain employees
at every level within the organizational hierarchy. Various cost associated with attrition are money spent to train employees.
Attrition also has ripple effects that departure of top performing employees had effect on clients, which is an unhealthy sign.
There is a steep rise in attrition rate in last decade which raised a significant question and catching the minds of researcher to
study the strategy to curtail high attrition rate. 

2. Review of Literature
Andrea Lewis, in the study titled “Effectiveness of Employee Retention Strategies in Industries” the author concludes that
there is a significant relationship with supervisor and people management. These components are discussed as key an employee
retention strategy. Crafting and implementing these strategies needs serious commitment from executives at the corporate level.
Harshita Shrimali and Bhanupriya Khatri, in the research titled as “Talent Retention Challenges in IT Sector of India”, the
authors have identified main causes of leaving the job can be due to various reason such as; lack of promotional opportunities,
off hours shift, lack of growth opportunities, work life imbalance, lack of time for social interactions, etc.
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Lavanya Latha K, in the article titled “A Study on Employee Attrition and Retention in Manufacturing Industries”, the author
states that growth opportunities and salary are the major factors in retention of employees, so she concludes that industry should
create growth opportunities by adopting new innovative technologies and effective training programs.

3. Objectives of the Study
 To measure the mediating role of employee commitment on talent practices and employee retention.
METHODOLOGY
Research Design: Descriptive Research
Data Collection: Primary data collected through Structured Questionnaire.
Sampling technique & Sample Size: Proportionate Stratified Random Sampling & 421

Tools Used for Analysis
Mediation analysis
Mediation Analysis is used to analyse the mediating effect of organizational commitment on independent variables and
dependent variable. Haynes and Preacher multiple mediation indirect method is used to determine the level of mediation.

HYPOTHEISS FORMULATED
To measure the mediating role of Organizational Commitment on Talent Management Practices and Employee Retention.

Data Analysis
H1: Organizational Commitment mediates the relationship between Acquiring Talents and Employee Retention.

Table 1 Mediating Effect of Organizational Commitment on Acquiring Talents and Employee Retention and on Dimensions of Acquiring 
Talents and Employee Retention

Unstandardized BetaVariables Effect of Effect of Total Effect Direct Effect Indirect Effect
X M Y (a-path) (b-path) (c-path) c’ prime (c-c’)

AT OC ER 1.928 0.556 1.009 (0.152) 1.261
EB OC ER 4.816 0.589 2.048 0.024 2.716

WFP OC ER 4.101 0.538 2.502 0.187 2.324
EVP OC ER 4.618 0.771 2.437 (0.918) 3.751
VWP OC ER 4.456 0.618 2.327 (0.405) 3.317

The results demonstrate that organizational commitment fully mediates the relationship between talent acquisition and
employee retention, aligning with the proposed hypothesis (H1). This underscores the critical role of organizational
commitment in strengthening the link between talent acquisition strategies and the long-term retention of employees.

Organizational Commitment

Acquiring Talents Employee Retention

b = 0.665a =1.829 c = 1.090 

c’ = (0.125)

Figure 1 Mediating Effect of Organizational Commitment on Acquiring Talents and Employee Retention

H2: Organizational Commitment mediates the relationship between Developing Talents and Employee Retention.

Table 2 Mediating Effect of Organizational Commitment on Developing Talents and Employee Retention and on Dimensions of Developing
Talents and Employee Retention

Unstandardized Beta
Variables Effect of Effect of Total Effect Direct Effect Indirect Effect

X M Y (a-path) (b-path) (c-path) c’ prime (c-c’)
DT OC ER 0.804 0.516 0.580 0.036 0.417
JE OC ER 4.840 0.857 2.753 (0.909) 3.466
EEMP OC ER 4.968 0.713 2.837 (0.757) 3.694
EENG OC ER 4.977 0.702 2.678 (0.707) 3.475
CO OC ER 4.636 0.063 3.438 3.178 0.161
KS OC ER 4.816 0.589 2.840 0.043 2.716
TD OC ER 4.207 0.792 2.649 (0.757) 3.144
LO OC ER 4.566 0.704 2.596 (0.729) 3.545
SP OC ER 4.101 0.538 2.502 0.187 2.234
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These results indicate that organizational commitment serves as a partial mediator in the relationship between talent
development and employee retention, consistent with the proposed hypothesis (H2). This underscores the importance of
organizational commitment in linking talent development initiatives to employee retention, albeit to a partial degree

                                    a = 0.840
            

                                                               b = 0.561                                                           

  c = 0.508  
                                                                                c’ = (0.037)
Figure 2 Mediating Effect of Organizational Commitment on Developing Talents and Employee Retention

H3: Organizational Commitment mediates the relationship between Sustenance of Talents and Employee Retention.

Table 3 Mediating Effect of Organizational Commitment on Sustenance of Talents and Employee Retention and on Dimensions of 
Sustenance of Talents and Employee Retention

Unstandardized Beta
Variables Effect of Effect of Total Effect Direct Effect Indirect Effect

X M Y (a-path) (b-path) (c-path) c’ prime (c-c’)
ST OC ER 0.760 0.623 0.456 (0.018) 0.474
SS OC ER 4.437 0.690 2.458 (0.562) 3.021
MOT OC ER 4.306 0.681 2.369 (0.564) 2.993
WLB OC ER 3.970 0.330 3.026 1.713 1.313
MC OC ER 4.231 0.606 2.551 (0.015) 2.566
SR OC ER 4.242 0.668 2.408 (0.428) 2.837
CM OC ER 4.289 0.679 2.425 (0.488) 2.914
PM OC ER 4.468 0.668 2.554 (0.434) 2.998
LC OC ER 3.401 0.594 2.118 0.097 2.021

Based on these findings, it can be concluded that organizational commitment fully mediates the relationship between talent
sustenance and employee retention. This conclusion supports the proposed hypothesis (H3), highlighting the vital role of
organizational commitment in strengthening the link between talent sustenance strategies and the retention of employees

                                    a = 0.840
            

                                                               b = 0.561                                                           

  c = 0.508  
                                                                                c’ = (0.037)

Figure 3 Mediating Effect of Organizational Commitment on Sustenance of Talents and Employee Retention

Correlating Results of Hypothesis for Corresponding Objectives
The primary objective established was to examine the mediating role of Organizational Commitment in the relationship between
Talent Management Practices and Employee Retention. To achieve this, mediation analysis was conducted, and three
hypotheses were developed:

The analysis revealed that the mediating variable, Organizational Commitment, significantly mediates the relationship
between the dependent variable, Employee Retention, and the independent variables (Acquiring Talents, Developing Talents,
and Sustenance of Talents). Additionally, Organizational Commitment was found to mediate the individual dimensions of
Talent Management and Employee Retention. Consequently, all three hypotheses (H1, H2, and H3) were supported and
accepted.

4. Conclusion
This research investigated the influence of talent management practices on employee retention and the role of organizational
commitment in mediating these relationships within the information technology industry. The quantitative analysis revealed
that talent management practices, including acquiring, developing, and sustaining talents, significantly impact both
organizational commitment and employee retention. The study further assessed the degree of this impact on these outcomes.

Organizational Commitment

Developing Talents Employee Retention

Organizational Commitment

Developing Talents Employee Retention
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The findings provide valuable insights for IT companies and HR practitioners striving to enhance employee retention.
Organizational commitment was found to fully mediate the relationship between employee retention and variables such as
acquiring talents and sustaining talents. Meanwhile, it partially mediated the relationships between employee retention and
factors like employer branding, workforce planning, developing talents, career opportunities, knowledge sharing, succession
planning, work-life balance, and leadership development.

Future research could explore these dynamics in greater depth by incorporating demographic and organizational factors.
Analyzing how these variables influence talent management practices, organizational commitment, and employee retention
would provide further clarity. Additionally, similar studies could be conducted in other sectors such as education,
manufacturing, hospitality, healthcare, banking and finance, retail, tourism, entertainment, logistics, media, public utilities, and
more, to broaden the scope and applicability of the findings
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