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Abstract

Volatile, uncertain, complex and ambiguous (VUCA) business 

environments have intensi�ed challenges of talent attraction, 

employee retention and ethical conduct, particularly in knowledge-

intensive sectors such as healthcare and information technology 

(IT) (Saputra et al., 2024; Schoemaker & Heaton, 2018). Prior 

work on workplace ethics, religiously rooted values, sustainable 

leadership, and employee satisfaction in hospitals and IT services 

demonstrates that unethical practices, weak empowerment and 

transactional leadership signi�cantly heighten turnover risk (Prasad 

& Jhansi Rani, 2022; Suryakumari et al., 2020). Building on this 

foundation, and synthesizing Q1 research on employee retention, 

AI-enabled human resource management (HRM) and leadership 

agility, this article develops an integrative framework linking AI-

enabled talent management, ethical and sustainable leadership, 

and empowerment to long-term organizational goodwill and 

retention outcomes (Okolie & Umemezia, 2020; Palos-Sánchez, 

2023; Saputra et al., 2024). Evidence from systematic reviews, 

bibliometric analyses and AI-in-HR case studies indicates that AI-

driven analytics can reduce attrition, strengthen job satisfaction 

and improve organizational resilience, but only when embedded 

within a transparent, values-driven leadership architecture 

(Ekuma, 2023; JIER, 2024; Van Rooy et al., 2024). A fact-based table 

synthesizes drivers of ethical retention across healthcare and IT, 

highlighting the mediating role of ethical climate and leadership 

agility (see Table 1). The article concludes with a conceptual 

model and practical implications for hospital and IT managers in 

emerging economies, arguing that AI-enabled, ethically grounded, 

sustainable leadership can deliver superior retention, reputation 

and societal value. 
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1. Introduction: 

Retention, Ethics and AI in a VUCA World

Organizations in healthcare and IT operate in a VUCA environment marked by rapid 

technological disruption, skill obsolescence and tightening labor markets, which converts 

employee retention from a routine HR activity into a strategic imperative (Saputra et 

al., 2024; Okolie & Umemezia, 2020). Earlier work documenting unethical issues at the 

workplace shows that practices such as favoritism, opaque performance appraisal and 

exploitation silently erode trust, morale and commitment, thereby fueling turnover 

intentions (Prasad & Jhansi Rani, 2022a). In high-pressure contexts such as hospitals and 

IT services, these patterns manifest as burnout, psychological contract breach and intent 

to quit, despite formal compliance-oriented HR policies (Prasad & Jhansi Rani, 2022a; 

Suryakumari et al., 2020). 

Concurrently, AI-enabled HRM promises to transform recruitment, workforce 

planning and retention through data-driven decision-making, predictive modelling and 

personalized interventions (Palos-Sánchez, 2023; JIER, 2024). However, Q1 literature also 

underlines the risks of algorithmic bias, opacity and perceived surveillance if AI is deployed 

without robust ethical safeguards and human oversight (Sýkorová, 2024; Ekuma, 2023). 

�is article advances a critical thesis: AI-enabled HR tools can enhance retention only 

when integrated into a coherent system of sustainable, ethical leadership and employee 

empowerment, particularly in healthcare and IT workplaces that are structurally exposed 

to high turnover risks (Prasad, 2021; Prasad & Jhansi Rani, 2022b). 

2. Literature Foundations 

2.1. Workplace Ethics, Religious Values and Organizational 

Goodwill

Prasad and Jhansi Rani (2022a) identify a spectrum of unethical workplace issues 

discrimination, harassment, misuse of authority, and breach of psychological contracts 

that collectively undermine employees’ sense of fairness and trigger withdrawal behaviors. 

�eir review underscores how systemic unethical practices normalize cynicism, weaken 

a�ective commitment and ultimately manifest in attrition, particularly where grievance 

mechanisms are ine�ective. Similar patterns emerge in broader HR ethics literature, which 

shows that perceived injustice and moral transgression have stronger e�ects on turnover 

intention than many structural job characteristics (Okolie & Umemezia, 2020; Van Rooy 

et al., 2024). 

Prasad and Jhansi Rani’s (2015) study of religious tourism highlights how religiously 

grounded values shape expectations around fairness, stewardship and reciprocity, which 

employees may extend from sacred to organizational domains. When leadership conduct 

visibly deviates from these internalized norms for instance, tolerating exploitation or 

ignoring equity in promotion employees experience value dissonance that damages 

organizational goodwill, even if explicit HR policies appear neutral (Prasad & Jhansi Rani, 
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2015; Prasad & Jhansi Rani, 2022a). �is alignment (or misalignment) between ethical 

codes, lived leadership behavior and employee value frameworks therefore represents a 

subtle but powerful driver of retention. 

2.2. Sustainable Leadership and VUCA Contexts

Sustainable leadership has emerged as a key response to VUCA conditions, emphasizing 

long-term value creation, stakeholder inclusion and responsible use of human and 

environmental resources (Prasad & Jhansi Rani, 2022b; Avery & Bergsteiner, 2011). In 

their work on sustainable leadership in the VUCA world, Prasad and Jhansi Rani (2022b) 

argue that leaders must balance short-term performance pressures with long-term talent 

stewardship to prevent capability erosion. Complementing this, Saputra et al. (2024) 

conduct a systematic review of leadership agility, concluding that cognitive, emotional 

and behavioral agility are indispensable for navigating constant disruption. �eir �ndings 

show that agile leaders create resilient organizations by combining strategic foresight, 

systems thinking and open communication, which in turn foster employee adaptability 

and engagement (Saputra et al., 2024). 

Q1 empirical work further demonstrates that ethical and sustainable leadership styles 

are associated with higher job satisfaction, organizational commitment and reduced 

turnover intentions (Isnawan & Alsulami, 2023; Okolie & Umemezia, 2020). In both 

hospitals and IT �rms, where professional skills are portable and external opportunities 

abundant, visible leadership commitment to employee development, fairness and well-

being serves as a di�erentiating signal in competitive talent markets (Prasad & Jhansi Rani, 

2022b; JIER, 2024). Absent this, even technologically advanced organizations struggle to 

retain high performers. 

2.3.  Employee Satisfaction, Empowerment and Retention in 

Healthcare and IT

2.3.1. Evidence from Private Hospitals

Vishnu Priya and Jhansi Rani (2024) provide a detailed analysis of employee satisfaction 

and retention in private hospitals in Bengaluru, mapping job dynamics, attrition factors 

and strategic interventions. �eir �ndings point to workload intensity, supervisor support, 

role clarity and recognition as critical determinants of satisfaction and turnover intention, 

with nurses and paramedical sta� especially vulnerable to burnout and external poaching 

(Vishnu Priya & Jhansi Rani, 2024). Interventions such as clearly communicated career 

pathways, supportive supervision, participative decision-making and targeted non-

�nancial recognition demonstrate measurable improvements in retention. 

Broader Q1 reviews corroborate that in care-intensive sectors, relational and ethical 

dimensions respect, dignity at work and voice o�en weigh as heavily as �nancial rewards 

in retention decisions (Okolie & Umemezia, 2020; IJSRST, 2020). ICTACT studies on 

comprehensive retention frameworks show that organizations implementing predictive 

analytics, leadership development and proactive engagement strategies reduce turnover 
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from 18% to 6% while enhancing job satisfaction (ICTACT, 2024). �ese insights suggest 

that hospital leaders must combine structural interventions with visible ethical and 

relational practices to achieve sustainable retention. 

2.3.2. Empowerment and Organizational Goodwill in IT

Suryakumari et al. (2020) examine the e�ect of employee empowerment on organizational 

goodwill in the IT sector, showing that autonomy, participative decision-making and access 

to information signi�cantly elevate employees’ sense of ownership and identi�cation with 

the �rm. �eir study links empowerment to organizational goodwill indicators such as 

advocacy, tolerance for temporary setbacks and discretionary e�ort, all of which correlate 

with lower turnover intentions (Suryakumari et al., 2020). In high-skill IT labor markets, 

where switching costs are relatively low, empowerment and perceived respect become 

pivotal retention levers. 

Recent bibliometric and review studies con�rm that empowerment moderates the 

relationship between job stressors and retention: high workloads are less likely to translate 

into attrition when employees feel heard, in�uential and fairly treated (Van Rooy et al., 

2024; Okolie & Umemezia, 2020). However, empowerment without ethical and accountable 

leadership can be interpreted as abdication a mechanism to shi� responsibility and risk 

to employees without commensurate support (Prasad & Jhansi Rani, 2022a; Isnawan 

& Alsulami, 2023). Consequently, empowerment must be embedded within a coherent 

ethical and sustainable leadership architecture to generate durable retention outcomes. 

2.4. AI-Driven Talent Management: Promise and Ethical Risks

Transforming Recruitment and Retention

AI-driven HR tools increasingly permeate recruitment, selection, workforce planning and 

retention, using machine learning, predictive analytics and natural language processing to 

enhance decision quality and e�ciency (Palos-Sánchez, 2023; Ekuma, 2023). Q1 studies 

document how AI improves recruitment by screening large applicant pools, reducing time-

to-hire and identifying high-potential candidates based on multifaceted data (Sýkorová, 

2024; EmanResearch, 2023). In retention, AI-powered models classify employees by 

attrition risk, detect dissatisfaction patterns from engagement data and recommend 

targeted interventions such as redesigned roles, mentoring or tailored learning (JIER, 

2024; ICTACT, 2024). 

�e Comprehensive Employee Retention Framework evaluated by ICTACT shows that 

combining predictive analytics with personalized engagement strategies and leadership 

development reduces turnover by roughly two-thirds and increases employee satisfaction 

by around 46% (ICTACT, 2024). Empirical results from EmanResearch (2023) also 

demonstrate that AI-based recruitment and performance systems can lower voluntary 

attrition and improve job–candidate match accuracy by more than 30%, while enhancing 

diversity and engagement scores (Ekuma, 2023). �ese �ndings indicate that when 

thoughtfully designed, AI can become a strategic enabler of retention rather than a mere 

automation device. 
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2.5. Ethical, Bias and Transparency Concerns

Despite these bene�ts, AI in HRM raises substantial ethical concerns about bias, opacity 

and perceived surveillance, particularly when algorithms operate as black boxes (Palos-

Sánchez, 2023; Sýkorová, 2024). Studies show that AI systems trained on historical 

HR data may reproduce or amplify past discrimination patterns, leading to systematic 

disadvantage for certain demographic groups in hiring or promotion decisions (Ekuma, 

2023; EmanResearch, 2023). Moreover, opaque AI-based performance ratings and 

promotion recommendations undermine perceptions of procedural justice, eroding trust 

and organizational goodwill (JIER, 2024; Isnawan & Alsulami, 2023). 

Research on job seekers’ acceptance of AI recruitment indicates that while candidates 

view AI as a signal of innovation, they also insist on human oversight and the ability to 

contest decisions (Sýkorová, 2024). Employees likewise express concern that AI-enabled 

monitoring could intrude on privacy or intensify control, especially where communication 

about data use is vague or unilateral (Palos-Sánchez, 2023; Van Rooy et al., 2024). Without 

explicit ethical safeguards, transparent communication and participative governance, AI 

can thus become another source of perceived injustice and disengagement. 

2.6.  Fact-Based Synthesis: Drivers of Ethical Retention in 

Healthcare and IT

Table 1 synthesizes evidence-based drivers of ethical employee retention across healthcare 

and IT, integrating �ndings from the above literature streams.

TABLE 1. Evidence-based drivers of ethical retention in healthcare and IT.

Dimension Healthcare (Hospitals) IT Sector

Core retention 
drivers

Workload management, supervisor 
support, recognition, career pathways 
(Vishnu Priya & Jhansi Rani, 2024; 
ICTACT, 2024). 

Empowerment, autonomy, learning 
opportunities, innovative projects 
(Suryakumari et al., 2020; Van Rooy 
et al., 2024). 

Role of ethical 
climate

Fair scheduling, non-exploitative 
contracts, respect for professional 
judgment (Prasad & Jhansi Rani, 
2022a; Isnawan & Alsulami, 2023; 
Vishnu Priya & Jhansi Rani, 2024). 

Transparent performance criteria, 
non-discriminatory assignments, 
honest communication (Suryakumari 
et al., 2020; Okolie & Umemezia, 
2020). 

Leadership 
style

Sustainable, supportive, participative 
leadership reduces burnout and 
turnover (Prasad & Jhansi Rani, 
2022b; Saputra et al., 2024). 

Agile, empowering leadership fosters 
commitment and organizational 
goodwill (Saputra et al., 2024; 
Isnawan & Alsulami, 2023). 

AI-enabled HR 
applications

Predictive analytics for nurse 
turnover, sta�ng optimization, 
training needs (ICTACT, 2024; JIER, 
2024; Van Rooy et al., 2024). 

AI for recruitment, skill mapping, 
internal mobility, performance signals 
(Palos-Sánchez, 2023; Ekuma, 2023). 
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Dimension Healthcare (Hospitals) IT Sector

Ethical risks 
of AI

Over-monitoring of clinical sta�, 
opaque scheduling algorithms, bias in 
promotion decisions (Palos-Sánchez, 
2023; Isnawan & Alsulami, 2023). 

Algorithmic bias in hiring, opaque 
rating systems, perceived surveillance 
in productivity tracking (Palos-
Sánchez, 2023; Sýkorová, 2024). 

Strategic 
interventions

Integrated wellness programs, �exible 
rosters, ethics committees overseeing 
AI use (Vishnu Priya & Jhansi Rani, 
2024; Prasad & Jhansi Rani, 2022a; 
ICTACT, 2024). 

Co-designed AI policies, explainable 
AI dashboards, participative 
governance for HR analytics 
(Sýkorová, 2024; Ekuma, 2023). 

As Table 1 demonstrates, sectoral di�erences in task structures clinical workload versus 

project and innovation pressure coexist with convergent mechanisms centered on ethical 

climate, leadership style and technology governance. In both contexts, employees respond 

positively when AI and analytics are used to enhance fairness, support and development 

rather than to intensify control or conceal decision logics, reinforcing the centrality of 

ethics in AI-enabled retention strategies (JIER, 2024; Palos-Sánchez, 2023). 

2.7.  Toward an AI-Enabled Sustainable Leadership Framework for 

Retention

Integrating Sustainable Leadership and AI in HRM

Synthesizing the reviewed literature and the empirical insights embedded in Table 1, 

an AI-enabled sustainable leadership framework for retention can be conceptualized 

around four interlocking pillars: ethical foundations, sustainable leadership behaviors, 

AI-augmented HR practices and empowerment-oriented organizational design. Ethical 

foundations require clearly articulated values, robust codes of conduct and explicit policies 

governing AI use in people management, including fairness, privacy and contestability 

provisions (Prasad & Jhansi Rani, 2022a; Palos-Sánchez, 2023). Sustainable leadership 

behaviors involve modelling integrity, acknowledging ethical dilemmas, maintaining 

open dialogue and balancing short-term performance with long-term talent development 

(Prasad & Jhansi Rani, 2022b; Saputra et al., 2024). 

AI-augmented HR practices span recruitment, onboarding, performance management, 

learning and retention, where predictive and prescriptive analytics inform but do not 

replace context-sensitive human judgments (JIER, 2024; Ekuma, 2023). Empowerment-

oriented design ensures that employees have meaningful voice in decisions about AI 

deployment, transparent access to criteria a�ecting evaluations, and agency in shaping 

career pathways (Suryakumari et al., 2020; Van Rooy et al., 2024). Together, these pillars 

create a socio-technical system in which AI supports trust, fairness and development, 

thereby improving retention and organizational goodwill. 

3. Practical Implications for Healthcare and IT Managers

For hospital administrators, key implications include establishing multidisciplinary 

ethics-and-technology committees to review AI-based sta�ng and appraisal tools, piloting 

predictive turnover models with explicit communication, and pairing analytics-driven 

risk identi�cation with concrete support such as workload redistribution, mentoring 
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and career planning (Vishnu Priya & Jhansi Rani, 2024; ICTACT, 2024). Given the moral 

salience of clinical work, leaders must also ensure that algorithmic recommendations do 

not compromise care quality or professional autonomy, as such breaches rapidly erode 

trust and prompt exits (Prasad & Jhansi Rani, 2022a; Isnawan & Alsulami, 2023). 

For IT managers, priority actions include using AI for skill mapping, internal 

mobility and personalized learning while systematically auditing algorithms for bias and 

unintended exclusion (Palos-Sánchez, 2023; Ekuma, 2023). Co-designing AI policies 

with employee representatives, providing explainable dashboards and formal avenues 

to challenge AI-based decisions can mitigate perceptions of surveillance and injustice, 

thereby reinforcing empowerment and organizational goodwill (Suryakumari et al., 2020; 

Sýkorová, 2024). Across both sectors, investing in leadership development that integrates 

digital literacy, ethical reasoning and sustainable HRM capabilities appears essential to 

convert AI investments into durable retention and reputation gains (Prasad & Jhansi Rani, 

2022b; Saputra et al., 2024). 

4. Conclusion:

From Technology Adoption to Ethical, Sustainable Retention

�e converging evidence from Q1 research on employee retention, AI-enabled HRM and 

sustainable leadership in VUCA contexts indicates that technology adoption, by itself, is 

insu�cient to secure long-term retention. AI can sharpen recruitment, identify attrition 

risks and support personalized engagement, but its impact on satisfaction and loyalty is 

mediated by sustainable leadership behaviors, empowerment practices and credible ethical 

climates in both healthcare and IT workplaces (Prasad & Jhansi Rani, 2022a; JIER, 2024; 

Ekuma, 2023). Organizations aiming to attract and retain values-driven, high-performing 

professionals must therefore architect AI-enabled, ethically grounded, sustainable 

leadership systems that align technological capabilities with human dignity, professional 

autonomy and societal responsibility (Prasad & Jhansi Rani, 2015; Prasad & Jhansi Rani, 

2022b; Palos-Sánchez, 2023).
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