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Abstract 

The Information Technology (IT) industry is known for its rapid growth, frequent employee turnover, and 

strong competition for talented employees. In this regard, integrated talent management has become a key 

strategy for attract, develop, engage, and retain talented employees. The present study looks at how employee 

retention in the IT industry is affected by integrated organization performance and talent management. To 

examine the connection between talent management systems and retention results, data is gathered from IT 

professionals in Chennai city. The results show that effective talent management strategies greatly increase 

employee commitment and promote organizational loyalty. This study shows that maintaining a stable and 

productive IT employee requires an integrated approach to talent management. 
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1. Introduction 

One of the world's most dynamic and quickly 

changing industries is the Information Technology 

industry. IT companies, which are characterized by 

ongoing innovation, digital transformation, and 

international competition, require significantly on a 

highly qualified and dedicated employees to maintain 

their competitive advantage. However, because of 

employment flexibility, international opportunities, 

and shifting employee expectations, the industry 

routinely has among of the highest staff turnover rates 

(NASSCOM, 2023). Talent management and 

employee retention has thus grown to be a significant 

strategic concern for IT firms. In this regard, Talent 

Management has become a comprehensive and 

strategic method of human resource management. In 

order to provide a smooth employee experience, 

talent management integrates a number of 

interconnected HR procedures, including hiring, 

selection, training and development, performance 

management, employee engagement, career 

planning, and succession planning (Lewis & 

Heckman, 2006). Organizations may have a steady 

and motivated staff that can handle upcoming 

business issues when these practices are in line and 

mutually beneficial (Collings & Mellahi, 2009). The 

capacity of a company to keep its workers by 

improving long-term engagement, organizational 

commitment, and job happiness is known as 

employee retention (Hausknecht et al., 2009). 

Retention is especially important in the IT industry 

since competent workers have uncommon, in-

demand skills and are often pursued by competitors 

(Aguinis & Lawal, 2013). According to research, 

companies that provide clear career paths, supportive 

leadership experiences, and investments in employee 

development considerably reduce staff turnover 

intentions (Noe, 2017; Goleman, 2013). Because it 

makes sure that every phase of the employee 

lifecycle—from hiring to development to 

succession—is in line with retention objectives, 

integrated human resource management is essential 

to improving retention. Effective training programs, 

for example, improve the relevance of skills, 

performance feedback improves motivation and 

clarity, and leadership development creates a 

favorable work environment, all of which contribute 

to increased retention (Armstrong, 2014). 

Additionally, in knowledge-driven businesses, 

employee engagement programs foster emotional 

commitment, which is a significant predictor of 
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retention (Kahn, 1990). IT companies are 

increasingly implementing ITM solutions to lower 

attrition and create a long-lasting, productive staff 

because of the strategic value of human capital. 

Nevertheless, few empirical studies have specifically 

looked at how integrated personnel management 

affects retention in the IT industry, especially in the 

Indian setting, despite its significance. By examining 

how integrated talent management strategies affect 

employee retention in the IT industry, this study 

seeks to close this knowledge gap and provide 

policymakers and HR professionals with useful 

information [1]. 

1.1 Need of the Study 

The IT industry exhibits one of the highest rates of 

employee turnover; hence, retaining qualified 

employees is crucial for the long-term sustainability 

of an organization. Organizations need to adopt 

strategic and integrated talent management practices 

to attract, develop, and retain top talent to meet the 

evolving demands of technology and a highly 

competitive talent marketplace. Employees 

increasingly seek meaningful engagement, career 

growth, enabling leadership, and continuous 

improvement - needs which the traditional HR 

approach cannot fulfill. To minimize attrition costs 

and maintain continuity of knowledge, thereby 

maximizing overall productivity, IT companies need 

to understand how integrated people management 

influences retention. The absence of empirical 

research, especially in the Indian IT sector, despite 

the clarion call on the importance of talent 

management, makes it imperative to examine the 

effectiveness of integrated people systems in 

improving employee retention [2]. 

1.2 Objectives of the study 

 To identify key factors influencing employee 

engagement and retention within IT 

organizations. 

 To find out most influential dimensions 

affecting talent management and 

organizational outcomes. 

2. Review of Literature 

Al Aina, R., & Atan, T (2020) looked at how talent 

management strategies affected long-term 

organizational performance in UAE real estate firms. 

A systematic questionnaire was used to gather data 

from 306 managers employed by different real estate 

companies. To investigate the suggested theories, the 

researchers used structural equation modeling, or 

SEM. The results showed that career management 

and learning and development had a strong positive 

influence on sustainable performance, while talent 

acquisition and retention had very little effect on 

long-term organizational success. Based on the 

findings, the research suggested that in order to 

achieve sustainable organizational growth, 

companies should give priority to coaching, job 

rotation, training programs, and employee career 

development. Cen (2023) observed the companies 

constantly look for solutions that promote long-term 

success and sustainable growth in today's fiercely 

competitive business climate.  The research looks at 

how supply chain efficiency and management's 

financial performance are impacted by HRM 

strategies, namely talent management, recruiting, 

training, and workforce development.  Building a 

more capable and driven team is emphasized as a 

result of effective personnel management, which 

includes high-potential hiring and skill development.  

In order to summarize participant responses, means, 

standard deviations, and frequency distributions were 

calculated.  The associations between the variables 

were ascertained using regression and correlation 

analysis.  The results make important theoretical 

contributions to the domains of HRM and SCM, 

especially in terms of comprehending their influence 

on overall organizational performance. Sharmila 

Devi et al. (2023) conducted a study that provides 

deeper insights into the challenges faced by 

Malaysian SMEs in retaining talent, particularly due 

to the growing national skills shortage. In this 

research, the unit of analysis is the individual, as the 

study focuses on understanding talent retention from 

the perspective of employees working in Malaysian 

SMEs. The study employed descriptive statistics, 

reliability tests, and validity assessments as analytical 

tools. However, the authors emphasized that SMEs 

can still play a crucial role in enhancing employees’ 

expertise, broadening their knowledge across various 

domains, supporting personal and professional 

growth opportunities, and helping employees 
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maintain up-to-date skills required for performing 

their job responsibilities effectively [3]. 

3. Research Methodology 

The present study adopts both descriptive and 

analytical research approaches and the sample of 449 

respondents was selected using a convenience 

sampling method, which enabled the researcher to 

gather responses efficiently from readily accessible 

participants. The study is specifically confined to HR 

professionals working in IT industries within 

Chennai city, as this segment is directly involved in 

designing and implementing talent management and 

retention practices. The research incorporates both 

primary and secondary data sources to ensure depth 

and reliability. A well-structured questionnaire 

intended to record respondents' opinions and 

experiences was used to gather primary data. 

Websites, published research articles, reports, and 

other reliable materials pertaining to talent 

management and HRM procedures in the IT industry 

were the sources of secondary data. A five-point 

Likert scale-based standardized questionnaire was 

used in the empirical study to enable systematic 

variable measurement and statistical analysis. The 

findings' validity is further supported by this 

methodological approach, which also offers 

insightful information on talent management 

procedures in Chennai's IT sector Shown in Table 1. 

4. Data Analysis and Interpretation 

4.1 Percentage analysis 

 

Table 1 Demographic Profile 

Demograp

hic profile 
Category Percentage 

Gender Female 59.7 

Age 25-35 37.2 

Education 

Qualificatio

n 

UG 62.4 

Income 
300000- 

500000 
35.9 

Marital 

Status 
Unmarried 55.9 

 

Percentage analysis on demographic profile of the 

respondents provides essential background 

information that helps in understanding the 

composition of the sample and the context of their 

responses. Analyzing demographic variables such as 

gender, age, education, income, and marital status 

allows the study to assess the diversity of participants 

and examine whether these characteristics influence 

perceptions of talent management and employee 

retention. This section presents a detailed breakdown 

of the respondents’ demographic attributes, offering 

a foundation for interpreting subsequent analytical 

results. The demographic profile of the respondents 

reveals important characteristics of the HR 

professionals working in the IT sector. The majority 

of the participants are female (59.7%), indicating a 

strong presence of women in HR roles within IT 

organizations. In terms of age distribution, the largest 

group falls within the 25–35 age category (37.2%), 

suggesting that the workforce is relatively young and 

likely in the early to mid-stages of their professional 

careers. Regarding educational qualifications, a 

significant proportion of respondents hold 

undergraduate degrees (62.4%), reflecting the 

minimum qualification commonly required for HR 

positions in the IT industry. With respect to income 

levels, 35.9% earn between ₹3,00,000 and ₹5,00,000 

annually, which aligns with the typical salary range 

for early-career HR professionals in Chennai. 

Additionally, a majority of respondents are 

unmarried (55.9%), indicating a predominantly 

young, single workforce that may exhibit different 

career expectations, mobility patterns, and work-life 

priorities compared to married employees. Overall, 

the demographic profile highlights a youthful, 

educated, and moderately paid HR workforce 

dominated by women in Chennai’s IT sector [4]. 

4.2 Factor analysis 

Factor analysis was conducted to identify the key 

underlying dimensions influencing talent 

management and employee retention in the IT sector. 

This technique groups correlated variables into 

meaningful components, simplifying complex data 

into core factors. The KMO and Bartlett’s Test 

confirmed the suitability of the dataset for factor 

extraction. Using Principal Component Analysis with 

Varimax rotation, the major components were 

derived, providing a clear structure of how employees 
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perceive talent management practices and 

organizational performance Shown in Table 2. 

 

Table 2 KMO and Bartlett's Test 

Kaiser-Meyer-Olkin  

measure of Sampling 

Adequacy. 

.945 

Approx. Chi-Square 2830.770 

df 351 

Sig. 0.000 

 

The Kaiser-Meyer-Olkin (KMO) Measure of 

Sampling Adequacy is 0.945, which falls in the 

“excellent” range (above 0.90). This indicates that the 

sample size is highly adequate for conducting factor 

analysis. A KMO value this high suggests that the 

variables share substantial common variance, making 

them suitable for extracting reliable and meaningful 

factors. Bartlett’s Test of Sphericity shows a Chi-

square value of 2830.770 with 351 degrees of 

freedom, and the significance value is 0.000 (p < 

0.05). This confirms that the correlation matrix is not 

an identity matrix, meaning there are statistically 

significant correlations among the variables. 

Therefore, factor analysis is appropriate for this 

dataset. Overall, both tests strongly support the use of 

factor analysis and indicate that the data structure is 

suitable for dimensional reduction and component 

extraction. The factor analysis successfully reduced 

the dataset to four meaningful components, 

collectively explaining 51.80% of the total variance. 

The rotated factor solution provides a clearer and 

more interpretable factor structure, indicating that 

these four components capture the major patterns and 

relationships within the data. The rotated component 

matrix shows how the variables group into four 

meaningful components after applying Principal 

Component Analysis with Varimax rotation. Each 

variable loads most strongly on one component, 

indicating the underlying factor structure of the data. 

The rotated solution provides a clearer separation of 

constructs, enhancing interpretability Shown in Table 

3 Table 3 Rotated Component Matrix [5]. 

 

 

Table 3 Rotated Component Matrixa 

Compon

ent 

Initial Eigenvalues 
Extraction Sums of 

Squared Loadings 

Rotation Sums of 

Squared Loadings 

Total 

% of 

Varian

ce 

Cumul

ative 

% 

Total 

% of 

Varian

ce 

Cumul

ative 

% 

Total 

% of 

Varian

ce 

Cumul

ative 

% 

1 
10.30

2 
38.155 38.155 10.302 38.155 38.155 4.772 17.674 17.674 

2 1.475 5.462 43.616 1.475 5.462 43.616 3.683 13.639 31.313 

3 1.182 4.377 47.993 1.182 4.377 47.993 2.843 10.531 41.844 

4 1.028 3.808 51.802 1.028 3.808 51.802 2.688 9.957 51.802 

Component 1: Organizational Performance & 

Employee Engagement 

This component includes items associated with 

organizational outcomes, employee engagement, and 

overall workplace climate. High loadings on this 

factor indicate that these variables collectively 

represent perceptions of organizational effectiveness 

and employee experience. Key items loading on 

Component 1: 

 Company’s goods are of superior quality 

compared to competitors (0.743) 

 Work environment is conducive to good 

interaction among employees (0.666) 

Component 1 captures items reflecting growth, 

performance, engagement, and workplace 

improvements. This suggests that employees 

associate organizational performance and employee 

engagement as one unified construct [6]. 
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Table 4 Total Variance Explained 

 Component 

 1 2 3 4 

Employee’s stress level is given appropriate attention in my 

company. 
.477    

Customer experience has been enhanced over the past few years. .554    

Customer service metrics is very effective in my company. .613    

Product to market time has improved over the past few years. .547    

Revenues of my company are steadily increasing over the past few 

years. 
.588    

Employee morale has improved over the past few years. .538    

Work environment is conducive to good interaction among 

employees. 
.666    

Innovation is the key to success in my organization. .569    

Employee engagement has increased over the past few years. .621    

Company’s goods are of superior quality compared to competitors. .743    

Employees of my company very well know how to get into talent 

pool. 
 .575   

My company has very few people in talent pool.  .782   

My company provides huge support to the talent pool.  .458   

My company talent management system is transparent  .422   

Performance and progress of those identified as talent in the 

industry is continuously tracked. 
 .515   

My company follows differentiated route to enhance talent 

progress. 
 .582   

My company’s processes and procedures are easily understood 

among employees. 
 .473   

Customer attrition is reducing at a fast rate in my company.  .553   

Brand loyalty of company is increasing among customers over the 

past few years. 
 .455   

My company regularly measures the effects of retention strategy.   .538  

My company knows who the talented employees in company are   .530  

My company’s market reputation stands out among competitors.   .648  

Company’s market share has increased over the past few years   .702  

Recruitment method of my company is efficient and suitable.    .745 

My company plans to help employee development    .434 

Company spends more time & money on retention programs than 

on recruitment. 
   .407 

My company’s productivity level have increased over the past few 

years 
   .716 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 
    

a. Rotation converged in 7 iterations.     
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Component 2: Talent Management Practices & 

Talent Pool Effectiveness 

This factor includes variables related to talent 

identification, talent pool practices, and HR system 

transparency. Key items loading on Component 2: 

 My company has very few people in talent 

pool (0.782) Shown in Table 4 

 My company follows differentiated route to 

enhance talent progress (0.582) [7] 

Component 2 represents talent management 

operations, including tracking, supporting, and 

developing high-potential employees. It also includes 

customer loyalty and attrition, reflecting the strategic 

importance of talent in improving business outcomes. 

Component 3: Retention Strategy & Market 

Competitiveness 

This component includes items related to retention 

measurement, talent identification, and 

organizational reputation. Key items loading on 

Component 3: 

 Company’s market share has increased over 

the past few years (0.702) 

 My company’s market reputation stands out 

among competitors (0.648) 

Component 3 reflects strategic HR capabilities, such 

as monitoring retention efforts and identifying talent, 

combined with external market performance. This 

suggests that effective retention and talent 

identification contribute to a stronger market 

presence [8]. 

Component 4: Recruitment, Development, and 

Productivity 

This component captures variables related to 

recruitment effectiveness, employee development, 

retention investment, and productivity. Key items 

loading on Component 4: 

 Recruitment method of my company is 

efficient and suitable (0.745) 

 My company’s productivity level have 

increased over the past few years (0.716) [9] 

Component 4 reflects the internal HR operational 

efficiency, including recruitment practices, 

development initiatives, and productivity 

improvements. It suggests that a focus on retention 

and development is tied to enhanced organizational 

performance. These all 4 components collectively 

explain the underlying structure of integrated talent 

management and organizational performance in the 

IT sector. The results show that employees 

distinguish between performance outcomes, talent 

processes, strategic HR, and operational HR 

efficiency [10]. 

5. Implications 

According to the study's conclusions, IT companies 

should improve their integrated talent management 

strategies in order to improve organizational 

performance and employee retention. Companies 

should concentrate on organized talent identification, 

ongoing learning, and well-defined career 

development routes since the data showed a strong 

correlation between organizational success and talent 

management effectiveness. Previous studies have 

confirmed that skill enhancement programs and 

focused development activities greatly increase 

employee loyalty and lower turnover (Noe, 2017; 

Collings & Mellahi, 2009). Additionally, companies 

could improve their employee engagement methods 

by implementing supportive leadership, open 

communication, and recognition, all of which have 

been shown to have a beneficial impact on employee 

motivation and retention (Kahn, 1990; Armstrong, 

2014). Enhancing HR practices may also increase 

workplace happiness and foster trust. Examples of 

these improvements include streamlining processes, 

enhancing the openness of performance reviews, and 

guaranteeing frequent feedback (Aguinis, 2019). 

Additionally, as employee well-being is closely 

linked to long-term retention and productivity, 

programs that support stress management and a 

healthy work environment should be given top 

priority (Goleman, 2013). In general, IT firms may 

attain long-term employee stability and a competitive 

edge by matching HR procedures with employees' 

emotional and professional needs. 

Conclusion 

The study results in the conclusion that 

organizational performance and personnel retention 

in the IT industry are significantly influenced by 

integrated talent management strategies. Employees 

view Organizational Performance & Employee 

Engagement and Talent Management Practices & HR 

Effectiveness as essential to long-term workforce 
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stability, according to the factor analysis's two main 

components. These results are in line with earlier 

studies that highlight how well-thought-out talent 

strategies, like transparent performance management 

systems, structured development programs, and 

supportive leadership, greatly increase productivity 

and retention (Collings & Mellahi, 2009; Aguinis, 

2019). The findings provide more credence to the 

notion that creativity, a happy work environment, and 

employee engagement are powerful indicators of 

organizational success (Kahn, 1990; Goleman, 

2013). Furthermore, existing HRM frameworks that 

emphasize the strategic value of human capital in 

competitive sectors are consistent with the 

significance of identifying high-potential individuals, 

fostering skill development, and bolstering retention 

programs (Armstrong, 2014; Noe, 2017). Overall, the 

analysis confirms that IT companies are more 

probable to experience sustainable development, 

increased employee loyalty, and better market 

performance when they focus integrated personnel 

management systems are focused together with 

continuous learning, recognition procedures, and 

employee well-being activities [11 - 13]. 
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