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ABSTRACT: Talent management practices play a crucial role in enhancing employee performance and retention in
knowledge-intensive sectors such as the information technology (IT) industry. Karnataka, particularly Bengaluru, represents
one of India’s largest technology ecosystems, yet organizations face increasing challenges in retaining skilled professionals
due to rapid digital transformation and artificial intelligence adoption. The present study investigates the impact of
recruitment and selection, training and development, performance management and compensation practices on employee
performance and retention among IT professionals in Karnataka. A quantitative research design was adopted using structured
questionnaire responses collected from 214 employees working in IT organizations. Data were analyzed using partial least
squares structural equation modelling (PLS-SEM). Results indicate that training and development significantly influence
employee performance, while compensation and integrated talent management strategies strongly influence employee
retention. The findings highlight the importance of structured talent management frameworks in improving workforce
productivity and sustainability in technology-driven environments.
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INTRODUCTION

Talent management practices have become a strategic priority
for organizations operating in knowledge-intensive industries,
particularly the information technology (IT) sector where
employee capability, innovation potential and adaptability
determine  long-term  organizational =~ competitiveness.
Organizations increasingly rely on structured recruitment
systems, continuous training programs, performance
management frameworks and compensation strategies to
enhance workforce productivity and retention outcomes in
rapidly evolving digital environments [4]. India’s IT industry
has experienced substantial expansion over the last decade
and is projected to reach approximately US $283 billion in
revenue during FY 2024-25, reflecting its growing
contribution to employment generation and export
performance at the national level [10]. Within this national
ecosystem, Karnataka remains the leading contributor to IT
exports and services-sector innovation. The state accounted
for approximately 34.09 lakh crore in IT exports during FY
2023-24, representing over 43 % of India’s total IT exports
from STPI-registered units [2]. Bengaluru, widely recognized
as the “Silicon Valley of India,” serves as the central driver of
this growth by hosting a large concentration of global
capability centres, research institutions and multinational
technology firms. The city contributes nearly 40 % of India’s
IT/ITeS exports and supports employment for a large number
of skilled professionals in technology-intensive roles [3].
Karnataka contributes more than one-third of India’s IT, ITeS
and electronics exports, highlighting the strategic importance
of the state within the national digital economy [11].

The rapid adoption of artificial intelligence technologies is
further transforming workforce requirements within the
software development lifecycle and increasing the importance
of creativity, analytical reasoning and continuous learning
among employees. As organizations integrate Al-enabled
tools into development environments, they increasingly
depend on structured talent management systems to maintain

workforce productivity and adaptability in technology-driven
workplaces [1].

Despite Karnataka’s strong technological infrastructure and
leadership position in India’s IT sector, organizations
continue to face challenges related to employee retention,
skill shortages and workforce mobility due to intense
competition for qualified professionals. Previous studies have
demonstrated that recruitment quality, training interventions,
performance management systems and compensation
structures significantly influence employee performance and
retention outcomes across service-sector organizations [4-9].
However, empirical evidence examining these relationships
within Karnataka’s IT ecosystem remains limited.

Therefore, the present study investigates the influence of
talent management practices on employee performance and
retention among IT professionals working in Karnataka. The
study contributes to existing literature by examining how
structured talent ~management interventions  support
workforce productivity and organizational sustainability
within one of India’s most dynamic technology clusters.
LITERATURE REVIEW

Talent management practices represent a strategic approach
through which organizations attract, develop and retain
employees capable of sustaining competitive advantage in
knowledge-intensive industries such as the information
technology sector. In rapidly evolving digital environments,

structured talent management systems ensure that
organizations align  workforce  competencies  with
organizational goals and technological transformation

requirements [4]. The theoretical foundation of talent
management practices in this study is primarily supported by
Human Capital Theory, Social Exchange Theory, and the
Resource-Based View (RBV) of the firm. Human Capital
Theory explains that investments in employee training,
recruitment quality and skill development enhance
productivity and long-term organizational performance by
increasing  workforce  capability and  adaptability.
Organizations that invest in employee competencies through
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structured development programs are more likely to achieve
higher performance outcomes and retention levels [5].
Similarly, the Resource-Based View suggests that skilled
employees represent valuable, rare and inimitable
organizational assets that contribute to sustained competitive
advantage. In technology-driven industries such as
Karnataka’s IT sector, workforce expertise and innovation
capability function as strategic resources that directly
influence  organizational ~ success.  Effective  talent
management practices therefore strengthen employee
contribution toward long-term organizational sustainability
[7].

Social Exchange Theory further explains that employees
reciprocate organizational investments such as training
opportunities, performance recognition and compensation
benefits through improved productivity and commitment.
When employees perceive supportive HR practices, they
demonstrate stronger organizational attachment and reduced
turnover intentions [9].

Recruitment and selection practices play a critical role in
ensuring employee-job fit and improving productivity
outcomes.  Structured  recruitment processes enable
organizations to attract individuals whose competencies align
with job requirements and organizational objectives.
Empirical studies confirm that effective recruitment strategies
significantly improve employee performance and retention
across service-sector organizations [4].

Training and development practices represent one of the most
important dimensions of talent management in technology-
intensive environments. Continuous learning opportunities
enhance employee adaptability and technical capability in
digital workplaces undergoing artificial intelligence
transformation. Training interventions improve workforce
engagement and strengthen productivity by enabling
employees to respond effectively to evolving technological
requirements [5].

Performance management systems contribute significantly to
employee motivation by establishing structured feedback
mechanisms and accountability frameworks. Transparent
evaluation systems improve employee clarity regarding
expectations and career progression opportunities. Evidence
suggests that performance appraisal systems positively
influence productivity outcomes and strengthen employee
commitment toward organizational objectives [14].
Compensation practices remain a critical determinant of
employee retention in the IT sector due to intense
competition for skilled professionals. Competitive salary
structures, incentives and career advancement opportunities
enhance employee satisfaction and reduce turnover intentions
in knowledge-based industries. Studies confirm that reward
systems significantly influence retention outcomes by
strengthening employee perceptions of organizational support
[6].

In addition to compensation structures, supportive
organizational environments and respectful supervision
further strengthen workforce stability and commitment.
Employees who perceive fairness and organizational
recognition demonstrate higher engagement levels and
stronger retention intentions [9].
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Artificial intelligence adoption and digital transformation are

further increasing the strategic importance of talent

management practices within technology organizations. As

Al reshapes traditional software development workflows,

organizations increasingly depend on creativity, problem-

solving ability and learning agility among employees.

Therefore, structured talent management systems play a

critical role in maintaining workforce competitiveness in

innovation-driven sectors such as Karnataka’s IT ecosystem

[1].

Based on Human Capital Theory, Resource-Based View and

Social Exchange Theory, talent management practices are

expected to positively influence employee performance and

retention. Accordingly, the study proposes the following

hypotheses:

H1: Recruitment and selection positively influence employee
performance

H2: Training and development positively influence employee
performance

H3: Performance management positively influence employee
performance

H4: Compensation positively influence employee retention
H5 Talent management practices positively influence
employee retention

Recruitment Training & Performance Compensation
& Selection Development Management Practices
By B2 B3 B4

Employee Employee
Performance Retention

Fig. 1: Prepesed research framework

RESEARCH METHODOLOGY

The present study adopted a quantitative research design to
examine the influence of talent management practices on
employee performance and retention in Karnataka’s IT
sector. A structured questionnaire was used for primary data
collection from employees working in information
technology organizations located in Bengaluru and other
major IT clusters in Karnataka. The quantitative approach
was considered appropriate because it enables statistical
examination of relationships between latent constructs using
structural equation modelling techniques [10].A convenience
sampling technique was employed due to accessibility
limitations within corporate environments. A total of 214
valid responses were collected and used for analysis. The
sample included software engineers, analysts, project
coordinators and technical specialists representing mid-level
and entry-level workforce segments within IT organizations.
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The measurement instrument consisted of six constructs:
Recruitment and selection

Training and development

Performance management

Compensation practices

Employee performance

Employee retention

All constructs were measured using previously validated
scales adapted from earlier talent management and human
resource management studies to ensure reliability and content
validity. Recruitment and selection practices were measured
using indicators adapted from strategic talent acquisition
literature emphasizing job clarity, role suitability and
selection transparency [4].Training and development
constructs were measured using indicators reflecting skill
enhancement opportunities, career growth support and
learning accessibility adapted from employee development
studies in knowledge-intensive organizations [5].Performance
management practices were measured using indicators related
to structured performance evaluation, feedback systems and
goal alignment adapted from performance appraisal literature
[14].Compensation practices were measured using items
reflecting salary satisfaction, incentives and career
advancement opportunities adapted from employee retention
research in technology organizations [6].Employee
performance indicators were measured using perceived
productivity improvement, work efficiency and task
effectiveness based on organizational performance
measurement literature [13].

Employee retention was measured using turnover intention
reduction, organizational commitment and willingness to
continue employment based on validated retention
measurement scales [7].Responses were recorded using a
five-point Likert scale ranging from strongly disagree (1) to
strongly agree (5).Data analysis was conducted using Partial
Least Squares Structural Equation Modelling (PLS-SEM),
which is widely recommended for predictive research models
involving multiple constructs and relatively small sample
sizes. PLS-SEM allows simultaneous evaluation of
measurement and structural models and is particularly
suitable for exploratory organizational research contexts [10].
The structural model equations used in this study are:
Employee Performance = BiRS + B.TD + B:PM + ¢

Employee Retention = B4COMP + BsTMP + ¢

RESULTS AND DISCUSSION
Table 1: Reliability statistics of measurement constructs
| Construct [Cronbach’s Alphal
[Recruitment & Selection 10.82 |
[Training & Development [0.87 |
Performance Management 10.85 |
|Compensation [0.84 |
[Employee Retention l0.88 |
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Table 1 presents the reliability statistics of the measurement
constructs used in the study. Cronbach’s alpha values for all
constructs exceed the recommended threshold value of 0.70,
indicating satisfactory internal consistency reliability of the
measurement scale. Training and development recorded the
highest reliability value (0.87), suggesting strong consistency
among the items measuring employee skill enhancement
practices. Similarly, employee retention also demonstrated
high reliability (0.88), confirming that the items used to
measure retention intention were stable and reliable. These
results indicate that the constructs are suitable for further
structural model analysis using PLS-SEM techniques [10].
Table 2: Average Variance Extracted (AVE) values

| Construct | AVE |
[Recruitment & Selection |0.61 |
Training & Development |0.68 |
[Performance Management [0.65 |
|Compensation [0.63 |
[Employee Retention [0.70 |

Table 2 presents the convergent validity results using
Average Variance Extracted (AVE). All constructs reported
AVE values above the recommended threshold level of 0.50,
confirming  acceptable convergent validity of the
measurement model. Employee retention recorded the highest
AVE value (0.70), indicating that the indicators strongly
explain the latent construct variance. Training and
development also showed strong convergent validity (0.68),
highlighting the effectiveness of learning and development
indicators in measuring employee capability enhancement.
These findings confirm that the measurement items
adequately represent their respective constructs and support
the suitability of the model for hypothesis testing [10].
Table 3: Hypothesis testing results

| Relationship |Path Coefficient]| Result |
’RS — Employee Performance H0.31 ||Supported’
‘TD — Employee Performance H0.44 ||Supported\
‘PM — Employee Performance HO.29 ||Supported‘
‘COMP — Employee RetentionHO.SZ ||Supported\
]TMP — Employee Retention HO.48 ||Supported]

Table 3 presents the structural model results obtained using
PLS-SEM analysis. Recruitment and selection practices
showed a positive influence on employee performance (f =
0.31), indicating that structured hiring processes improve
employee-role alignment and productivity. Training and
development demonstrated the strongest effect on employee
performance (f = 0.44), suggesting that continuous learning
opportunities significantly enhance workforce efficiency in
the IT sector. Performance management also positively
influenced employee productivity (B = 0.29), confirming that
structured evaluation mechanisms improve accountability and
motivation levels.
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Compensation practices recorded the highest effect on
employee retention (B = 0.52), indicating that competitive
salary structures play a critical role in retaining skilled
employees in knowledge-intensive industries. Similarly,
overall talent management practices significantly influenced
retention outcomes (B = 0.48), supporting the importance of
integrated HR strategies in sustaining workforce stability.
These findings are consistent with previous empirical studies
demonstrating the strategic importance of talent management
practices in improving employee performance and retention
outcomes [4, 6, 7].
Table 4: R2 values of endogenous constructs

| Construct | R2Value |
[Employee Performance 10.56 |
[Employee Retention [0.61 |

Table 4 presents the coefficient of determination (R2) values
for endogenous constructs. The results indicate that talent
management practices explain 56% of the variance in
employee performance and 61% of the variance in employee
retention. These values indicate moderate to substantial
explanatory power of the structural model. The findings
confirm that recruitment practices, training interventions,
performance evaluation systems, and compensation strategies
collectively contribute to improving workforce productivity
and retention outcomes within Karnataka’s IT sector. Similar
explanatory strengths have been reported in previous talent
management  studies  conducted in  service-sector
organizations [4, 7].

The structural model results obtained using PLS-SEM
analysis indicate that talent management practices
significantly influence both employee performance and
employee retention within Karnataka’s IT sector. The
findings confirm that recruitment and selection, training and
development, performance management and compensation
practices contribute positively to workforce productivity and
organizational ~ commitment in  knowledge-intensive
environments.

Recruitment and selection practices demonstrated a positive
influence on employee performance (B = 0.31), supporting
Hypothesis 1. This result indicates that structured hiring
systems improve employee—job alignment and enable
organizations to recruit individuals whose competencies
match technical role requirements. These findings are
consistent with earlier empirical evidence showing that
effective  recruitment  strategies enhance employee
productivity and reduce role ambiguity in service-sector
organizations [4]. In technology-driven industries such as the
IT sector, recruitment quality plays an especially important
role because skill mismatch directly affects project efficiency
and delivery timelines. From a theoretical perspective, this
finding supports the Resource-Based View, which explains
that organizations achieve sustained competitive advantage
through the acquisition of valuable human resources [7].
Training and development emerged as the strongest predictor
of employee performance (§ = 0.44), supporting Hypothesis
2. The results indicate that continuous skill enhancement
programs significantly improve employee capability and
adaptability  in artificial-intelligence-enabled work
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environments. These findings align with recent research
demonstrating that structured learning interventions enhance
employee engagement, innovation capability and technical
efficiency in digital organizations [5, 13]. Within Karnataka’s
IT ecosystem, where organizations frequently adopt emerging
technologies such as cloud computing and Al-based
development tools, training programs play a critical role in
maintaining workforce relevance. This outcome strongly
supports Human Capital Theory, which emphasizes that
investments in employee capability directly improve
productivity and organizational effectiveness.

Performance management practices also showed a significant
positive relationship with employee performance (f = 0.29),
supporting Hypothesis 3. This result indicates that structured
appraisal systems improve employee accountability and
motivation by aligning individual goals with organizational
objectives. Similar findings have been reported in recent
HRM studies where transparent evaluation systems
strengthened employee engagement and task effectiveness in
knowledge-based organizations [14]. Effective performance
feedback mechanisms further help employees identify
competency gaps and improve their technical contributions in
project-oriented environments such as software development
organizations.

Compensation practices demonstrated the strongest influence
on employee retention (B = 0.52), supporting Hypothesis 4.
This finding confirms that competitive salary structures,
incentives and career advancement opportunities significantly
reduce turnover intentions among IT professionals. The result
is consistent with recent studies highlighting compensation as
a primary determinant of workforce stability in high-skill
technology sectors characterized by intense labour-market
competition [6, 15]. From a Social Exchange Theory
perspective, employees reciprocate organizational investment
through increased commitment and loyalty when they
perceive fairness in reward distribution systems.

Similarly, overall talent management practices showed a
significant positive relationship with employee retention (p =
0.48), supporting Hypothesis 5. This result indicates that
integrated HR  strategies  combining  recruitment,
development, evaluation and reward mechanisms collectively
strengthen  workforce  stability ~ within  technology
organizations. Previous studies have reported similar findings
across public-sector and knowledge-intensive industries,
where talent management systems explained a substantial
proportion of retention variance among employees [7, 11]. In
the context of Karnataka’s IT sector, this relationship
becomes particularly important because organizations
compete globally for highly skilled professionals and must
implement structured talent strategies to sustain workforce
continuity.

The coefficient of determination (R?) values further confirm
the explanatory strength of the model. Talent management
practices explained 56% of the wvariance in employee
performance and 61% of the variance in employee retention.
These values indicate moderate to substantial predictive
power and confirm that structured HR practices play a central
role in improving workforce productivity outcomes within
technology-intensive organizational environments. Similar

March-April



Sci.Int.(Lahore),38(2),233-237,2026

explanatory strengths have been reported in recent structural-
equation-modelling studies examining talent management
effectiveness in digital organizations [13, 15].

Ovwerall, the results demonstrate that integrated talent
management practices function as strategic organizational
tools for improving workforce capability and sustaining
employee commitment in Karnataka’s rapidly evolving IT
ecosystem. These findings reinforce the argument that
organizations investing in structured recruitment frameworks,
continuous learning opportunities, transparent performance
appraisal systems and competitive compensation strategies
are more likely to achieve long-term workforce stability and
productivity improvements in innovation-driven industries.
CONCLUSION, LIMITATIONS AND IMPLICATIONS
The study confirms that structured talent management
practices significantly improve employee performance and
retention within Karnataka’s IT sector. Training and
development emerged as the strongest predictor of employee
performance, while compensation practices showed the
strongest influence on retention outcomes. Organizations
operating in technology-intensive environments should
therefore prioritize integrated talent management strategies
aligned with evolving workforce expectations.

The study has certain limitations. First, the research was
conducted using cross-sectional survey data collected only
from Karnataka-based IT employees. Future studies may
extend the scope to multiple regions and industries. Second,
convenience sampling may limit generalizability. Third,
additional variables such as leadership style, employee
engagement and organizational culture may further
strengthen future models.

The study provides important managerial implications.
Organizations should strengthen continuous learning systems
aligned with artificial intelligence skill requirements,
implement transparent recruitment strategies and design
performance-linked reward systems to improve workforce
sustainability. From an academic perspective, the study
contributes empirical evidence supporting talent management
theory within emerging digital workforce environ
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