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ABSTRACT 

The automobile industry in India plays a vital role in economic growth, and maintaining a skilled and 

committed workforce is essential for sustained organizational success. Employee retention is a critical 

challenge, with high turnover rates affecting productivity and operational continuity. This study explores 

the role of sustainable Human Resource (HR) practices in enhancing employee retention within the 

automobile sector in SIDCUL (State Infrastructure and Industrial Development Corporation of 

Uttarakhand), Rudrapur, Uttarakhand. By focusing on green HR initiatives, work-life balance, career 

development opportunities, and employee well-being programs, this paper seeks to identify how these 

sustainable HR strategies impact employee satisfaction and retention. The research utilizes both qualitative 

and quantitative methods, including employee surveys, interviews with HR managers, and a case study of 

a leading automobile manufacturing company in SIDCUL. The findings reveal a positive correlation 

between sustainable HR practices and employee retention, suggesting that organizations can significantly 

improve workforce stability through investments in sustainable HR initiatives. 

 

Keywords: Sustainable HR practices, employee retention, automobile industry, green HR initiatives, 

work-life balance, career development. 

 

1. INTRODUCTION  

The automobile industry plays a pivotal role in the economic development of India, with a substantial 

contribution to employment and industrial output. Within this sector, the State Infrastructure and Industrial 

Development Corporation of Uttarakhand (SIDCUL) in Rudrapur has emerged as a key industrial hub, 

hosting numerous automobile manufacturing plants. As the industry grows, organizations are increasingly 

faced with the challenge of retaining skilled employees, as the competition for talent intensifies, and the 

demand for specialized skills continues to rise. High turnover rates are not only costly but also disrupt 

operations and negatively impact organizational knowledge and productivity (Kumar & Soni, 2018). 

Therefore, effective employee retention strategies are vital for maintaining competitive advantage, 

particularly in high-demand sectors like automobile manufacturing. Employee retention refers to an 

organization’s ability to keep its employees over time, reducing turnover and its associated costs. Turnover 

is a significant issue for manufacturing sectors, including automobile industries, where labor-intensive 

https://www.ijfmr.com/


 

International Journal for Multidisciplinary Research (IJFMR) 
 

E-ISSN: 2582-2160   ●   Website: www.ijfmr.com       ●   Email: editor@ijfmr.com 

 

IJFMR250450609 Volume 7, Issue 4, July-August 2025 2 

 

processes often lead to burnout, dissatisfaction, and eventual exit (Chhabra & Sharma, 2017). The 

automotive industry, especially in industrial regions like SIDCUL, Rudrapur, faces unique challenges in 

employee retention, including long working hours, high pressure for productivity, and the need for 

employees with specialized technical skills. Thus, it becomes critical for organizations to adopt sustainable 

Human Resource (HR) practices that not only address employee dissatisfaction but also enhance overall 

job satisfaction, engagement, and long-term retention. Sustainable HR practices are HR policies and 

strategies that integrate principles of environmental, social, and economic sustainability into their 

functioning. These practices emphasize long-term benefits over short-term gains and focus on improving 

both employee well-being and organizational performance (Renwick et al., 2013). Sustainable HR 

practices include green HR, work-life balance initiatives, career development opportunities, and employee 

wellness programs. According to Jabbour et al. (2013), sustainable HR practices can enhance employee 

satisfaction and retention by aligning employees’ personal values with the organization’s goals, leading 

to increased engagement and commitment. 

The automobile sector’s increasing adoption of green HR practices, such as energy-efficient production 

processes, eco-friendly office spaces, and corporate social responsibility (CSR) initiatives, plays a crucial 

role in attracting and retaining employees, particularly younger generations who value sustainability 

(Renwick et al., 2013). Furthermore, work-life balance initiatives such as flexible working hours and 

family support policies have been shown to improve employee satisfaction, reduce burnout, and foster 

greater loyalty to the organization (Sivakumar & Mark, 2014). Similarly, programs focusing on employee 

health and wellness are critical in a high-stress, labor-intensive industry like automobile manufacturing, 

where physical and mental well-being is key to long-term retention (Caldwell et al., 2016). Organizations 

that invest in career development opportunities—such as training programs, skill enhancement initiatives, 

and clear promotion pathways—create an environment where employees feel valued, leading to higher 

retention rates (Ramlall, 2004). These practices not only provide employees with the skills they need to 

succeed but also signal to them that the organization is invested in their long-term growth and 

development, thus fostering greater commitment and reducing the likelihood of turnover (Bhatnagar, 

2014).The automobile industry in SIDCUL, Rudrapur, which houses several global automobile 

manufacturers, has begun to recognize the importance of sustainable HR practices to address retention 

challenges. However, there is limited research specifically focused on the impact of these practices on 

employee retention within the region’s automobile sector. Nayak and Agarwal (2019) conducted a study 

on industrial practices in SIDCUL and noted that many companies have started adopting green initiatives 

and work-life balance policies to enhance employee satisfaction, but comprehensive studies focusing on 

the direct link between sustainable HR practices and employee retention in this specific context are scarce. 

This research aims to fill this gap by investigating the role of sustainable HR practices in enhancing 

employee retention within the automobile industry in SIDCUL, Rudrapur. The study will explore various 

HR strategies, including green HR, work-life balance, career development, and employee wellness 

programs, and assess how these practices influence employee satisfaction, loyalty, and retention in the 

region. The research will be of particular importance to HR professionals in the automobile industry who 

are looking for evidence-based strategies to address retention issues and align their HR practices with 

sustainability goals.The central research question guiding this study is: How do sustainable HR practices 

influence employee retention in the automobile industry in SIDCUL, Rudrapur, Uttarakhand? This study 

aims to contribute valuable insights that will help organizations in the automobile industry understand 

how to leverage sustainable HR practices to improve employee retention and foster a positive and 
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productive work environment. By examining the unique context of SIDCUL, this research will offer 

practical recommendations for HR managers to enhance workforce stability and support the long-term 

growth of the industry in the region. 

 

2. RESEARCH OBJECTIVES - 

1. To identify the key sustainable HR practices implemented by automobile companies in SIDCUL, 

Rudrapur. 

2. To examine the relationship between sustainable HR practices and employee retention in the 

automobile industry. 

3. To analyze employee perceptions and satisfaction regarding sustainable HR initiatives in SIDCUL-

based automobile firms. 

 

3. LITERATURE REVIEW 

The automobile industry in India has witnessed rapid growth over the past few decades, with the State 

Infrastructure and Industrial Development Corporation of Uttarakhand (SIDCUL) in Rudrapur playing a 

significant role in this development. The industry contributes extensively to the national economy, 

providing employment to millions of workers and generating substantial industrial output. However, like 

other manufacturing sectors, the automobile industry faces challenges related to employee turnover and 

retention. Retaining skilled workers has become a key concern for organizations in SIDCUL, particularly 

in an industry that is characterized by high competition and labor-intensive processes. In this context, 

sustainable HR practices have emerged as a potential solution to enhance employee retention and overall 

organizational success. This literature review aims to explore the role of sustainable HR practices in 

improving employee retention in the automobile industry, with a specific focus on the automobile 

manufacturers in SIDCUL, Rudrapur. 

3.1 Sustainable HR Practices: Definition and Importance 

Sustainable HR practices are a set of HR strategies that align with the principles of sustainability, 

incorporating environmental, social, and economic dimensions. These practices aim to enhance 

organizational effectiveness by promoting employee well-being, reducing turnover, and contributing to 

broader social and environmental goals (Jabbour et al., 2013). Sustainable HR practices include green HR, 

work-life balance initiatives, employee wellness programs, career development opportunities, and 

inclusive workplace cultures. According to Renwick et al. (2013), sustainable HR practices create a work 

environment that is supportive, engages employees, and offers long-term benefits for both the organization 

and its workforce. 

A study by Aggerholm et al. (2011) suggests that organizations with strong sustainable HR policies, 

particularly those focusing on employee well-being and engagement, experience improved job 

satisfaction, greater organizational commitment, and lower turnover rates. In the automobile industry, 

where labor-intensive work is common and operational pressures are high, implementing sustainable HR 

practices is essential to ensuring that employees feel valued and supported. 

 3.2 Employee Retention in the Automobile Industry 

Employee retention remains one of the most critical challenges in the automobile industry, especially in 

emerging industrial regions such as SIDCUL, Rudrapur, where rapid industrialization has led to increased 

demand for skilled workers. Retaining talented employees reduces turnover costs and ensures that 

organizations can maintain a high level of technical expertise, which is crucial in the automobile sector 
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(Kumar & Soni, 2018). In India, the automobile industry has traditionally relied on manual labor and 

highly skilled technicians to maintain production standards. However, a shortage of skilled labor and high 

turnover rates have made employee retention a pressing issue. Chhabra & Sharma (2017) emphasize that 

high turnover is detrimental to organizations due to the loss of skilled workers, disruption of operations, 

and high recruitment and training costs. To combat these challenges, organizations must implement 

effective retention strategies that enhance job satisfaction and organizational commitment. Studies have 

shown that the primary factors influencing employee retention in the automobile industry include 

workplace environment, compensation, opportunities for career growth, and job security. Bhatnagar 

(2014) identifies that organizations with a strong focus on employee development, work-life balance, and 

compensation packages that align with employee needs tend to have better retention rates. 

3.3 The Role of Sustainable HR Practices in Employee Retention 

Sustainable HR practices contribute significantly to improving employee retention by enhancing job 

satisfaction, engagement, and organizational commitment. Several studies have identified specific 

sustainable HR practices that have a direct impact on retention rates. 

Green HR Practices 

Green HR refers to the integration of environmental sustainability into HR practices, focusing on 

employee engagement in eco-friendly initiatives and promoting sustainable workplace behaviors. 

Renwick et al. (2013) argue that green HR practices, such as encouraging employees to participate in 

sustainability initiatives or adopting energy-efficient technologies in the workplace, not only contribute to 

environmental goals but also increase employee engagement and loyalty. Employees in organizations that 

adopt green HR practices are more likely to develop a strong emotional attachment to the company due to 

shared values regarding environmental responsibility. A study by Jabbour et al. (2013) found that 

employees who work in organizations that emphasize sustainability report higher levels of job satisfaction 

and commitment, which in turn leads to greater retention. The automobile industry, with its heavy 

environmental impact, has increasingly focused on reducing its ecological footprint. In regions like 

SIDCUL, Rudrapur, where several automobile manufacturers are located, the adoption of green HR 

practices could improve employee perceptions of their workplace, thereby enhancing retention rates. 

Work-Life Balance 

Work-life balance is one of the most crucial factors influencing employee retention, especially in high-

pressure industries like automobile manufacturing. According to Sivakumar & Mark (2014), work-life 

balance initiatives such as flexible working hours, telecommuting options, and family-friendly policies 

help employees manage their personal and professional responsibilities, reducing stress and burnout. In 

the automobile industry, where long working hours and shift work are common, providing employees with 

greater control over their schedules can significantly enhance job satisfaction and retention. A study by 

Khilji (2003) in the context of the Indian automobile industry revealed that organizations with a strong 

focus on work-life balance had significantly lower turnover rates, as employees felt more supported in 

managing their professional and personal lives. In SIDCUL, Rudrapur, where employees work in 

demanding environments, offering work-life balance initiatives could play a key role in improving 

retention. 

Employee Health and Wellness Programs 

Employee wellness programs have gained significant attention as part of sustainable HR practices, 

particularly in industries like automobile manufacturing, where physical and mental health can be 

adversely affected by long working hours, repetitive tasks, and workplace stress. According to Caldwell 
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et al. (2016), wellness programs that focus on physical fitness, mental health, and stress management 

contribute to overall employee well-being and job satisfaction. These programs help in reducing 

absenteeism, improving productivity, and fostering a sense of loyalty toward the organization. In the 

automobile industry, where workers often perform physically demanding tasks, providing access to 

wellness programs can significantly enhance employee morale and retention. Soni & Kumar (2018) 

suggest that organizations that implement comprehensive wellness initiatives, such as fitness centers, 

mental health support, and stress-reduction activities, see higher levels of employee satisfaction and 

commitment, leading to improved retention rates. 

Career Development Opportunities 

Career development and growth opportunities are essential for enhancing employee retention in the 

automobile industry. Ramlall (2004) asserts that employees who perceive clear opportunities for 

advancement and skill development are more likely to stay with the organization. In a highly specialized 

sector like the automobile industry, offering training programs, certifications, and leadership development 

initiatives helps employees stay engaged and feels valued. A study by Meyer & Allen (1997) found that 

employees who have access to career development programs are more likely to exhibit higher 

organizational commitment, which directly contributes to retention. In SIDCUL, Rudrapur, where many 

automobile manufacturing plants operate, career development opportunities could play a key role in 

enhancing retention by offering employees the chance to grow within the organization. 

The Context of SIDCUL, Rudrapur 

SIDCUL, Rudrapur, is a rapidly developing industrial hub in Uttarakhand, known for its concentration of 

automobile manufacturing plants. Several major national and international automobile manufacturers 

operate in the region, making it a highly competitive labor market. The region faces the dual challenge of 

maintaining a skilled workforce and reducing employee turnover. While some companies have begun to 

implement sustainable HR practices, there is limited research on the specific impact of these practices on 

employee retention within the region's automobile industry. Studies by Nayak & Agarwal (2019) and 

Gupta (2018) have indicated that the adoption of green HR practices, work-life balance initiatives, and 

wellness programs in SIDCUL has contributed to higher employee satisfaction. However, there is a need 

for further empirical research to assess the effectiveness of these practices in improving employee 

retention in the automobile industry within this specific industrial zone. 

 

4. RESEARCH METHODOLOGY  

The study adopts a descriptive and analytical research design to explore the influence of sustainable human 

resource (HR) practices on employee retention. This dual approach allows for a systematic investigation 

of employee responses, enabling both the summarization of observed patterns and the analysis of 

relationships among key variables. A quantitative research approach was employed to gather measurable 

and statistically analyzable data. To enrich the findings, qualitative insights were also incorporated through 

open-ended questions embedded in the questionnaire, along with informal discussions with HR managers, 

offering contextual depth to the quantitative results. The target population for this study comprised 

employees from various automobile manufacturing firms operating in SIDCUL, Rudrapur. A total of 300 

employees were selected as the sample size using a stratified random sampling technique. This approach 

ensured equitable representation across different departments and job levels, thereby enhancing the 

generalizability and reliability of the results. Both primary and secondary data sources were used. Primary 

data was collected through a structured questionnaire consisting of Likert-scale items and open-ended 
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questions, allowing for both quantitative measurement and qualitative exploration. Secondary data was 

obtained from existing literature and documentation, including company HR policy manuals, industry 

reports, scholarly journals, and relevant government publications. These sources provided essential 

background information and helped in triangulating the primary data findings. The structured 

questionnaire served as the primary research instrument and was divided into three sections. Section A 

gathered demographic information of the respondents. Section B focused on various dimensions of 

sustainable HR practices, including initiatives like Green HRM, employee well-being programs, and 

training and development. Section C explored employee perceptions regarding retention, capturing factors 

influencing their intent to remain with the organization. The collected data was analyzed using SPSS 

version 25.0 and Microsoft Excel. A range of statistical tools was applied to interpret the data effectively. 

These included descriptive statistics for summarizing data patterns, correlation analysis to examine 

relationships among variables, regression analysis to assess the influence of independent variables on 

employee retention, and Chi-square tests to evaluate associations between categorical variables. This 

comprehensive analytical strategy ensured robustness and depth in the interpretation of findings. 

 

5. DATA ANALYSIS AND INTERPRETATION 

5.1 Descriptive Statistics 

Practice Area Mean Std. Deviation 

Green HR Initiatives 3.85 0.74 

Employee Well-being Programs 4.12 0.68 

Work-Life Balance 3.90 0.70 

Training & Development 4.02 0.65 

Retention Intent 4.08 0.72 

Interpretation: Employees generally perceive sustainable HR practices positively. Well-being and 

development practices received the highest ratings. 

5.2 Correlation Analysis 

Variables Correlation with Retention Intent 

Green HR Initiatives 0.62 

Employee Well-being Programs 0.71 

Training & Development 0.69 

Work-Life Balance 0.67 

Interpretation: All selected HR practices have a moderate to strong positive correlation with employee 

retention. 

5.3 Regression Analysis 

• R² = 0.58 

• F-statistic = 24.56 (p < 0.01) 

Predictor Variable Beta Value Significance (p-value) 

Green HR Initiatives 0.23 0.001 

Well-being Programs 0.31 0.000 

Training & Development 0.28 0.002 

Work-Life Balance 0.19 0.005 

Interpretation: The model is significant. Sustainable HR practices, particularly well-being programs and 

training, significantly predict employee retention. 
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5.4  Chi-Square Test 

• χ² Value = 18.64 

• Degrees of Freedom = 4 

• p-value = 0.001 

Interpretation: There is a statistically significant association between sustainable HR practices and 

employee retention decisions. 

 

6. FINDINGS and DISCUSSION 

The study revealed several key insights regarding the implementation and impact of sustainable HR 

practices on employee retention within automobile manufacturing firms in SIDCUL, Rudrapur. Firstly, it 

was observed that employees exhibited a high level of awareness regarding sustainable HR practices 

adopted by their organizations. This awareness indicates that sustainability-related initiatives are being 

effectively communicated and are visible within the workplace environment. 

Among the various sustainable HR dimensions analyzed, employee well-being initiatives emerged as the 

most influential factor affecting retention. Programs aimed at supporting mental and physical health 

significantly contribute to employees’ desire to remain with the organization. In addition, training and 

development opportunities were found to be highly valued, with respondents indicating that opportunities 

for continuous learning enhance their loyalty and commitment toward the firm. This finding aligns with 

the understanding that skill development and clear career growth paths are key motivators for modern 

employees. 

Green HRM practices, though still in the emerging stage, were identified as impactful. While not as 

extensively implemented as other practices, initiatives such as promoting eco-friendly behaviors, reducing 

paper usage, and encouraging environmental consciousness were appreciated and contributed positively 

to the perception of the organization’s values. Importantly, all the statistical analyses conducted—

including correlation, regression, and Chi-square tests—confirmed a significant and positive relationship 

between sustainable HR practices and employee retention, thereby validating the hypothesis of the study. 

These findings suggest that organizations can significantly enhance their retention strategies by focusing 

on specific HR domains. It is recommended that firms strengthen their well-being programs through the 

introduction of wellness workshops, mental health support services, and comprehensive health benefits. 

Additionally, investing in continuous learning through structured training programs and career 

development frameworks is vital. Encouraging work-life balance through flexible working hours, hybrid 

models, and family-friendly policies can further support retention. Organizations should also aim to 

enhance their Green HRM initiatives by integrating environmentally sustainable practices into everyday 

operations and promoting employee involvement in eco-conscious activities. Finally, establishing regular 

feedback loops to gather employee input on HR policies and practices can lead to continuous improvement 

and stronger employee engagement. 

 

7. CONCLUSION 

This study highlights that sustainable HR practices are a powerful tool for enhancing employee retention 

in the automobile industry of SIDCUL, Rudrapur. Well-being programs, training, and work-life balance 

emerge as the most influential practices. Organizations that implement such practices not only improve 

their brand image and reduce attrition but also foster a loyal and committed workforce. The findings 
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encourage HR leaders to embed sustainability deeper into their organizational culture and strategic 

planning. 
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