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Abstract: Purpose: Faculty turnover is a costly human resource problem for
Indian higher education institutions. Heavy workloads, role pressure and
limited support lower educators' well-being and push many of them to leave.
This study tested whether a mindfulness-based HR intervention improved
educators’ emotional well-being, self-efficacy, job satisfaction and
organizational commitment, and whether these gains were linked to their
intention and actual decision to stay.

Design/methodology/approach: A quasi-experimental pre-test/post-test design
with a comparison group was used. The sample had 100 educators (50
intervention, 50 comparison) from autonomous, government and private higher
education institutions in India. Paired and independent t-tests, ANCOVA,
Pearson correlation, hierarchical multiple regression, binary logistic
regression and bootstrapped mediation analysis were applied.

Findings: The intervention group showed large and significant gains on all
four outcomes (Cohen's d from 1.45 to 1.78), while the comparison group
stayed almost unchanged. After controlling for pre-test scores, the group effect
was significant for well-being (F = 82.33, partial n? = .46), self-efficacy (F =
27.40, partial n? = .22), job satisfaction (F = 44.72, partial n?> = .32) and
organizational commitment (F = 83.41, partial n? = .46), all at p < .001.
Intervention participants reported higher retention intention (M = 32.54 vs
27.38, t = 3.74, p < .001). The four outcomes together explained 79% of the
variance in retention intention beyond demographic controls (total R2 = .83).
Well-being and self-efficacy significantly predicted actual retention after six
months (OR = 1.10 and 1.11). Job satisfaction and well-being gains carried
the effect of the intervention to retention intention. Six-month retention was
higher in the intervention group (52% vs 38%), but the difference was not
statistically significant.

Research limitations/implications: The quasi-experimental design, a sample of
100 educators and a six-month follow-up limit generalization. Larger
randomized studies with longer follow-up are recommended.

Practical implications: HR managers can use mindfulness training as a
practical retention lever. The programme works mainly by raising job
satisfaction and well-being, so HR should track these two indicators as early
signals of faculty exit.
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Originality/value: The study is among the few that connect a workplace
mindfulness programme with both psychological and organizational outcomes,
and with recorded retention behaviour, in the Indian higher education setting.
It positions mindfulness as a strategic HRM practice for talent retention, not
only as a wellness activity.
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Introduction

Indian higher education has grown fast over the last two decades. New universities, private
colleges and autonomous institutions have opened across the country, and enrolment has risen
sharply. The people who carry this growth are the educators. Their daily work now includes
teaching, research targets, accreditation paperwork, administrative duties and student
mentoring. Many of them work on short contracts, with uneven pay and few chances for growth.
These pressures wear down emotional health, and a tired, unhappy teacher is more likely to
look for another job.

From a management point of view, faculty are the core talent of a higher education institution,
and losing them is costly. Peddi and Pandey (2026) Each exit brings direct costs of recruitment,
selection and induction, and hidden costs such as lost subject knowledge, broken student
relationships and weaker accreditation and ranking scores. Most HR responses in Indian
institutions have relied on hard levers: pay, promotion rules and contract terms. Far less
attention has gone to soft levers that build the inner resources of the educator, such as how they
manage stress, how confident they feel in their teaching, and how emotionally connected they
are to their institution. For HR managers, the key question is whether such soft levers deliver
measurable returns in the form of better attitudes and lower turnover.

Mindfulness offers one way to build these resources. Kabat-Zinn (2003) described mindfulness
as paying attention on purpose, in the present moment, without judgement. Workplace studies
show that mindfulness training lowers emotional exhaustion and raises job satisfaction
(Hulsheger et al., 2013; Good et al., 2016). Studies with school teachers report less stress and
burnout and better classroom functioning after mindfulness programmes (Roeser et al., 2013;
Flook et al., 2013; Jennings et al., 2017). When such training is offered by the organization as
part of its HR system, it may also send a message of care that builds loyalty.

1.1 Research gap

Three gaps shaped this study. First, most mindfulness research with educators comes from
Western school settings, and very little comes from Indian colleges and universities. Second,
earlier studies usually measured psychological outcomes such as stress or well-being and
stopped there. They seldom followed the chain from psychological change to organizational
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attitudes and then to retention. Third, retention is mostly measured as an intention. Few studies
recorded whether the educator actually stayed.

1.2 Objectives of the study
1. To assess the effectiveness of mindfulness-based HR interventions in improving
emotional wellbeing, self-efficacy, job satisfaction, and organizational commitment
among educators in Indian higher education institutions.
2. To analyze the relationship between psychological outcomes (well-being, self-
efficacy) and organizational outcomes (job satisfaction, commitment) on retention
intentions and behaviors of educators in Indian higher education institutions.

1.3 Structure of the paper

Section 2 reviews the literature and presents the conceptual framework and hypotheses. Section
3 explains the method. Section 4 reports the results. Section 5 discusses the findings, and
Section 6 covers implications, limitations, future research and the conclusion.

Review of Literature and Hypotheses

2.1 Mindfulness as an HR intervention

Mindfulness-based programmes grew out of Mindfulness-Based Stress Reduction, a structured
course of guided meditation, breathing practice, body awareness and reflective discussion
(Kabat-Zinn, 2003). Shapiro et al. (2006) explained that mindfulness works through three
linked processes: intention, attention and a non-judging attitude. Together these help a person
step back from stressful thoughts instead of reacting to them.

In organizations, mindfulness training has moved from a personal hobby to a planned HR
activity. Good et al. (2016) reviewed workplace research and found links with better attention,
emotion control, performance and relationships. Hilsheger et al. (2013) showed in a field
experiment that a short self-training in mindfulness reduced emotional exhaustion and raised
job satisfaction. When the employer pays for, schedules and supports such training, it becomes
an HR intervention, not just a private habit.

This shift reflects a wider change in human resource management. Guest (2017) argued that
HRM should move from a narrow focus on performance to a well-being-oriented approach, in
which investment in employee health is treated as a source of positive attitudes, commitment
and lower turnover. Saxena and Mehndiratta (2026) Under this view, a mindfulness programme
is not a welfare cost but a strategic HR practice, and it can be judged by the same yardsticks as
any other HR investment: its effect on job attitudes and on retention.

2.2 Mindfulness and psychological outcomes of educators

Teaching is emotionally demanding work. Roeser et al. (2013) ran a randomized trial with
teachers and found that mindfulness training lowered stress and burnout, and the gains held at
follow-up. Flook et al. (2013) found less psychological distress and better self-compassion
among teachers who joined a modified MBSR course. The CARE programme, tested by
Jennings et al. (2017), improved emotional regulation and reduced time urgency. Meta-analyses
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by Klingbeil and Renshaw (2018) and Zarate et al. (2019) confirmed moderate positive effects
of mindfulness programmes on teacher well-being and distress.

Self-efficacy is a person's belief that they can perform a task well (Bandura, 1977). For teachers,
it covers confidence in teaching, managing classes and engaging students. Mindful attention
reduces worry and self-doubt, which frees mental space for problem solving. A calmer mind
also makes past successes easier to notice, and Bandura named mastery experience as the
strongest source of self-efficacy.

2.3 Mindfulness and organizational outcomes

Job satisfaction is the positive feeling a person holds about their job. Organizational
commitment is the emotional bond with, and loyalty toward, the employer (Meyer & Allen,
1991). Under Social Exchange Theory (Blau, 1964), when employees see that the organization
invests in their welfare, they return the favour with positive attitudes and loyalty. Sasidhar and
lyer (2025) The Job Demands-Resources model (Bakker & Demerouti, 2007) adds that
personal resources, such as mindfulness and self-efficacy, buffer the strain of heavy demands
and drive engagement. Fredrickson's (2001) broaden-and-build theory suggests that positive
emotions widen a person's outlook and build lasting resources, which then show up as a better
view of the job.

2.4 Retention intention and retention behaviour

Intention to stay or leave is the closest predictor of actual turnover (Mobley, 1977; Griffeth et
al., 2000). The Theory of Planned Behaviour (Ajzen, 1991) also places intention just before
action. Meta-analyses show that job satisfaction and organizational commitment are among the
strongest predictors of turnover (Tett & Meyer, 1993; Griffeth et al., 2000). Among teachers,
emotional exhaustion and low satisfaction predict the motivation to leave (Skaalvik & Skaalvik,
2011), while self-efficacy is linked with stronger commitment to the profession (Klassen &
Chiu, 2011). Conservation of Resources Theory (Hobfoll, 1989) explains why: people who
keep losing emotional resources try to protect what remains, often by leaving.

2.5 Conceptual framework and hypotheses

Figure 1 brings these strands together. The intervention first builds personal resources (well-
being and self-efficacy). These resources shape how educators feel about their job and
institution (satisfaction and commitment). Both layers then feed retention intention, which leads
to actual retention.

Mindfulness training reaches retention through two layers of outcomes

Hic-d

Psychological Organizational Retention

Emotional : : Retenti
moetona Job satisfaction etention
well-being intention
Mindfulness-based [112°0 H2 H3-H4 e

HR intervention
. Organizational Retention
If-eff

LRI o commitment behaviour

H3-H4: psychological cutcomes to retention

H5: gains in the four outcomes carry the effect of the intervention to retention intention

Figure 1. Conceptual framework and hypotheses of the study
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The arrows show the expected direction of influence; the H labels mark where each hypothesis
was tested.

H1: Educators in the intervention group show significantly greater improvement than
the comparison group in (a) emotional well-being, (b) self-efficacy, (c) job satisfaction
and (d) organizational commitment.

H2: Psychological outcomes (well-being, self-efficacy) are positively related to
organizational outcomes (job satisfaction, commitment).

H3: Psychological and organizational outcomes significantly predict retention
intention.

H4: Psychological and organizational outcomes significantly predict actual retention
behaviour after six months.

H5: Improvement in the four outcomes mediates the effect of the intervention on
retention intention.

H6: Retention intention significantly predicts retention behaviour.

Research Methodology

3.1 Research design

The study followed a quasi-experimental pre-test/post-test design with a non-equivalent
comparison group. Random assignment of individual teachers was not practical inside working
institutions, so intact groups were used. Baseline equivalence between the groups was then
checked statistically (Section 4.1). Figure 2 shows the stages of the study.

Two matched groups, measured before, after and six months later

Quasi

experimental pre-test / post-test design with a comparison group (N = 100)

Comparison

Jsual HR practice

Figure 2. Research design and data collection stages

Outcome data were collected at three points: before the programme (T1), after it ended (T2),
and six months after T2, when each educator's employment status was recorded.

3.2 Population and sample

The population was teaching staff in Indian higher education institutions. A total of 100
educators took part, 50 in the intervention group and 50 in the comparison group. There were
no missing values in the final data set.

Table 1. Profile of respondents (N = 100)

Characteristic Category Intervention | Comparison (n | Total (%)
(n=50) =50)
Gender Female 27 24 51 (51%)
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Characteristic Category Intervention | Comparison (n | Total (%)
(n = 50) =50)
Male 23 26 49 (49%)
Institution type Private 25 17 42 (42%)
Governmen 12 18 30 (30%)
t
Autonomou 13 15 28 (28%)
s
Teaching experience 1-5 years 8 12 20 (20%)
6-10 years 13 11 24 (24%)
11-15 years 11 11 22 (22%)
16-20 years 9 9 18 (18%)
21-25 years 9 7 16 (16%)
Experience, mean (SD) Years 12.80 (6.50) 11.96 (6.79) 12.38
(6.63)

The groups had a similar spread of gender (¥* = 0.16, p = .689), institution type (y>*=2.87,p =
.239) and experience (t = 0.63, p =.529).

3.3 The intervention

The intervention group took part in a structured mindfulness-based programme run through the
HR function of the institutions. It combined guided meditation, breathing practice, body-scan
exercises, mindful listening and short group reflection on stress at work. Sessions were held
within working hours, so that staff saw the programme as an organizational commitment and
not as an extra burden. The comparison group continued with usual HR practices and received
no mindfulness training during the study period.

3.4 Variables and measurement

All psychological and organizational variables were measured with multi-item self-report
scales. Item responses were summed into a total score, where a higher score shows a higher
level of the construct. Change scores were calculated as T2 minus T1.

Table 2. Study variables

Variable Role in the model Measured at Observed
range
Group (intervention / Independent variable — 0-1
comparison)
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Variable Role in the model Measured at Observed
range
Emotional well-being Psychological outcome T1, T2 16-47
Self-efficacy Psychological outcome T1, T2 18-50
Job satisfaction Organizational outcome T1, T2 10-50
Organizational commitment | Organizational outcome T1, T2 10-47
Retention intention Dependent variable T2 15-47
Retention behaviour (1 = Dependent variable 6 months after T2 0-1
stayed, 0 = left)
Gender, institution type, Control variables T1 —
experience

3.5 Tools of analysis
Data were analysed in Python (SciPy and statsmodels). The significance level was set at .05.

Table 3. Statistical techniques used for each hypothesis

Hypothesis Purpose Technique
— Baseline equivalence of groups Independent T-test, chi-square test
Hla-d Change within each group Paired t-test, Cohen's d
Hla-d Difference between groups after Independent t-test on change scores;
the programme ANCOVA with pre-test as covariate
H2 Links among outcomes Pearson correlation
H3 Predictors of retention intention Hierarchical multiple regression
H4, H6 Predictors of retention behaviour | Binary logistic regression, chi-square test
H5 Indirect effect of the intervention Bootstrapped mediation (2,000
resamples, 95% Cl)

Data Analysis and Results

4.1 Data screening and baseline equivalence
All 100 records were complete. Skewness of the post-test scores ranged from —0.21 to 0.34 and
kurtosis from —0.51 to —0.19, well within the +2 limit, so the data were treated as normally
distributed. Before the programme, the two groups did not differ on any outcome (Table 4).
Any later difference can therefore be linked to the programme rather than to a starting gap.
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Table 4. Baseline (T1) comparison of the two groups

Variable Intervention M Comparison M t (98) p
(SD) (SD)
Emotional well-being 28.62 (5.52) 28.96 (5.50) -0.31 | .758
Self-efficacy 30.10 (5.78) 29.92 (5.37) 0.16 | .872
Job satisfaction 29.76 (5.87) 29.94 (7.44) -0.13 | .893
Organizational commitment 28.98 (7.42) 29.46 (5.54) -0.37 | .715
Teaching experience (years) 12.80 (6.50) 11.96 (6.79) 0.63 | .529

4.2 Effect of the intervention on the four outcomes (Objective 1, H1)
Figure 3 shows the clearest result of the study. Every outcome rose by about four points in the
intervention group, while the comparison group stayed close to where it began.

Only the intervention group improved, by about 4 points on each outcome

26 28 30 32 34 36

Emotional well-being

Intervention @ +4.26
Comparison 0.38

Self-efficacy
Intervention Oo—® +374
Comparison +1.24

Job satisfaction
Intervention (Or—l + .08

Comparison +0.32

Organizational commitment
Figure 3. Pre-test and post-test means of the four outcomes by group (n = 50 per group).
Source: study data.

Paired t-tests confirmed this pattern (Table 5). All four gains in the intervention group were
significant with very large effect sizes (d = 1.45 to 1.78). In the comparison group, only self-
efficacy rose significantly, and that effect was small (d = 0.47). Well-being and commitment in
the comparison group fell slightly, though not significantly.

Table 5. Within-group change from T1 to T2 (paired t-test, df = 49)

Outcome | Interventio | Interventio | Interventio | Compariso | Compariso | Compariso
nt np nd nt np nd
Emotional 11.34 <.001 1.60 -1.09 .280 -0.15
well-being
Self- 12.61 <.001 1.78 3.34 .002 0.47
efficacy
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Outcome | Interventio | Interventio | Interventio | Compariso | Compariso | Compariso
nt np nd nt np nd
Job 10.26 <.001 1.45 0.80 427 0.11
satisfactio
n
Organizati 10.86 <.001 1.54 -1.60 116 -0.23
onal
commitme
nt

Table 6 compares the two groups directly. The independent t-test on change scores and the
ANCOVA, which adjusts post-test scores for pre-test scores, gave the same answer. The
intervention group gained significantly more on all four outcomes. The programme explained
46% of the adjusted variance in well-being and in commitment, 32% in job satisfaction and
22% in self-efficacy. Following Cohen (1988), all of these are large effects. H1a, H1b, H1c and
H1d were supported.

Table 6. Between-group comparison of gains

Outcome Mean Mean t (98) Cohen's | ANCOV | F(1,97) | Partial
change, change, d A n?
interventi | compariso adjusted
on (SD) n (SD) differenc
e
Emotional 4.26 -0.38 9.07*** 1.81 4.65 82.33*** 46
well-being (2.66) (2.46)
Self- 3.74 1.24 (2.62) | 5.26*** 1.05 2.50 27.40%** .22
efficacy (2.10)
Job 4.08 0.32 (2.82) | 6.67*** 1.33 3.77 44.72%** .32
satisfaction (2.81)
Organizatio 4.08 -0.54 9.15%** 1.83 4.60 83.41*** 46
nal (2.66) (2.38)
commitmen
t

Note. *** p <.001.

A two-way ANOVA with group and institution type found no significant interaction for well-
being change (F =1.80, p=.171) or job satisfaction change (F = 1.24, p =.293). The programme
worked in a similar way in autonomous, government and private institutions.
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4.3 Retention by group

Educators in the intervention group reported higher retention intention (M = 32.54, SD = 7.63)
than those in the comparison group (M = 27.38, SD = 6.09), t(98) = 3.74, p < .001, d = 0.75.
Six months later, 26 of 50 intervention participants (52%) were still in service, against 19 of 50
in the comparison group (38%). This 14-point gap was in the expected direction but did not
reach significance, y*(1) = 1.45, p = .228.

More intervention educators stayed after six months: 52% vs 38%

Share of educators still In service six months after the programme; overall difference not significant (p = .228)
25%

All institutions

n I 527 (26/50)

38% (19/50)

Autonomous

o I 777 (10/13)

47% (7115)

Government

I 507 (5/12)
n 39% (7h8)
Private

o I 0% (10/25)

29% (5/17)

Figure 4. Retention behaviour six months after the programme, by group and institution
type. Source: study data.

The gap was widest in autonomous institutions (from 47% to 77%). In government (39% to
50%) and private institutions (29% to 40%), the difference was about 11 points.

4.4 Relationships among the variables (Objective 2, H2)

All post-test variables were positively and significantly correlated (Figure 5). Well-being was
linked with job satisfaction (r = .41, p <.001) and commitment (r = .22, p = .028). Self-efficacy
was linked with job satisfaction (r = .27, p =.006) and commitment (r = .26, p = .009). H2 was
supported. Job satisfaction had the strongest link with retention intention (r = .74), and well-
being had the strongest link with actual retention (r = .40).

Job satisfaction shows the strongest link with retention intention (r = .74)

Pearson correlations of post-test scores, N =100; darker cell = stronger link; all p <.05

Self-efficacy .24
Job satisfaction 4 27
Org. commitment 22 .26 .30
Retention intention .54 .57 74 .59
Retention behaviour 40 34 .33 22 A8
Well-being Self-efficacy Satisfaction Commitment Intention

Figure 5. Correlation matrix of post-test variables (N = 100). Source: study data.
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4.5 Predictors of retention intention (H3)

Hierarchical regression was run in three steps (Table 7). Demographic controls entered first and
explained almost nothing (R? = .04, p = .475). Adding the two psychological outcomes raised
R2 to .54. Adding the two organizational outcomes raised it again to .83. Each step added
significant explained variance.

Table 7. Hierarchical regression: model summary (DV = retention intention)

Step Predictors added R2 | Adjusted | AR? | F change p
RZ
1 Experience, gender, institution type | .036 —.005 .036 0.89 475
2 Well-being, self-efficacy .536 506 .500 50.02 <
.001
3 Job satisfaction, commitment .828 813 292 77.21 <
.001

In the final model (Table 8), all four outcomes were significant positive predictors. Job
satisfaction carried the most weight (B = .46), followed by commitment (B = .33), self-efficacy
(B = .30) and well-being (B = .22). None of the controls was significant. Variance inflation
factors were between 1.08 and 1.41, the Durbin-Watson value was 2.12, and the residuals were

close to normal (Shapiro-Wilk W = 0.98, p = .082). H3 was supported.

Table 8. Final regression model (Step 3)

Predictor B SE B t p
Constant —14.07 2.34 — —6.01 <.001
Teaching experience 0.02 0.05 .02 0.34 736
Gender (female) 0.64 0.67 .09 0.97 337
Government (vs autonomous) 0.24 0.86 .03 0.28 178
Private (vs autonomous) —0.95 0.80 -.13 -1.18 .239
Emotional well-being 0.24 0.06 22 4.25 <.001
Self-efficacy 0.36 0.06 .30 6.30 <.001
Job satisfaction 0.44 0.05 .46 8.89 <.001
Organizational commitment 0.35 0.05 .33 6.83 <.001

Note. F(8, 91) = 54.68, p < .00L.

4.6 Predictors of retention behaviour (H4, H6)

Binary logistic regression tested which factors predicted whether an educator stayed after six
months (Table 9). The model was significant, LR y*(8) =37.67, p <.001, Nagelkerke R* = .42,
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and it classified 73% of cases correctly. Well-being (OR = 1.10, p = .033) and self-efficacy

(OR =1.11, p =.025) were significant. Each extra point of well-being raised the odds of staying

by 10%. Job satisfaction and commitment were positive but not significant once the

psychological outcomes were in the model. Educators in private institutions were less likely to
stay than those in autonomous ones (OR = 0.15, p = .006). H4 was partly supported.

Table 9. Logistic regression: predictors of staying after six months

Predictor B SE | Oddsratio | 95% CI for OR p
Teaching experience 0.01 | 0.04 1.01 0.93-1.10 .785
Gender (female) -0.95 | 0.53 0.39 0.14-1.09 073
Government (vs autonomous) | —1.11 | 0.69 0.33 0.09-1.28 .108
Private (vs autonomous) -1.87 | 0.68 0.15 0.04-0.58 .006
Emotional well-being 0.10 | 0.05 1.10 1.01-1.20 .033
Self-efficacy 0.10 | 0.05 111 1.01-1.22 .025
Job satisfaction 0.05 | 0.04 1.05 0.97-1.13 .218
Organizational commitment 0.06 | 0.04 1.06 0.98-1.15 123

Retention intention on its own was a strong predictor of actual retention (B = 0.16, SE = 0.04,
OR =1.18, 95% CI 1.09-1.27, p < .001; Nagelkerke R2 = .30; 73% correct). Each extra point
on the intention scale raised the odds of staying by 18%. H6 was supported.

Figure 6 puts the two retention models side by side, as a driver analysis that HR managers can
read at a glance. Job satisfaction was the top driver of what educators planned to do, while well-
being and self-efficacy were the only significant drivers of what they actually did.

Attitudes drive the plan to stay; personal resources drive who stays
Key drivers of retention, N =100; grey bars in the right panel are not significant (p > .05)

Intention to stay Actually stayed (6 months)
standardized B, regression % rise in odds per 1-point gain
Org. commitment B=.33 +6% (ns)
Emotional well-being B=.22 _ +10%

Figure 6. Key drivers of retention intention and of actual retention after six months.
Source: study data.
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4.7 Mediation analysis (H5)

The intervention raised retention intention by 5.16 points in total. Bootstrapped mediation
(2,000 resamples) tested whether this effect passed through gains in each outcome (Table 10).
Gains in job satisfaction and well-being were significant mediators, as their confidence
intervals did not include zero. When either was in the model, the direct effect of the intervention
was no longer significant, which points to full mediation. Gains in self-efficacy and
commitment were not significant mediators. H5 was partly supported.

Table 10. Indirect effect of the intervention on retention intention

Mediator (change Indirect 95% bootstrap Direct effect | Type of
score) effect Cl (p) mediatio
n
Job satisfaction gain 3.00 1.16 to 5.17 2.16 (.175) Full
Well-being gain 2.57 0.05t0 4.70 2.59 (.163) Full
Self-efficacy gain 1.17 —0.21t02.76 3.99 (.012) None
Commitment gain 0.44 —1.89t0 2.98 4,72 (.014) None

4.8 Summary of results

Figure 7 brings the tested paths together on one model.

All four outcomes rose and together explained 83% of retention intention

Emotional well-being

partial n? = .46***
OR =1.18***

Self-effi ion intenti
elf-efficacy Retentionintention Stayed at 6 months

tial N2 = .22%** R2=.83
Mindfulness — Job satisfacti . Nagelkerke R* = .42
HR programme op satistac 'On_B . Self-efficacy OR = 1.11%
Prog isfacti Commitment = 33" Well-being OR =110
Job satisfaction Self-efficacy B = .30 ing OR =1.

partial n? = .32***

Org. commitment
partial n? = .46***

Well-being B = .22%**

Others not significant

n? = ANCOVA effect of the programme; B = standardized regression weight; OR = odds ratio from logistic regression. *** p <.001,* p <.05
Mediation: gains in job satisfaction and well-being fully carried the programme effect to retention intention

Figure 7. Empirical model with tested effects. Source: study data.
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Table 11. Summary of hypothesis testing

Hypothesi Statement (short form) Result
S

Hla Intervention improves well-being Supported

H1b Intervention improves self-efficacy Supported

Hic Intervention improves job satisfaction Supported

Hid Intervention improves commitment Supported

H2 Psychological outcomes relate to organizational Supported
outcomes

H3 All four outcomes predict retention intention Supported

H4 All four outcomes predict retention behaviour Partly supported (well-

being, self-efficacy)

H5 Outcome gains mediate the effect on retention Partly supported (job
intention satisfaction, well-being)

H6 Retention intention predicts retention behaviour Supported

Discussion

5.1 Effectiveness of the intervention (Objective 1)

The first objective was met clearly. Educators who took part in the mindfulness-based HR
programme improved on every outcome, while those in the comparison group did not. Both
groups started at the same level, so the gap that opened afterwards can reasonably be credited
to the programme.

The largest effects appeared for emotional well-being and organizational commitment (partial
M2 = .46 each). The well-being result agrees with Roeser et al. (2013) and Flook et al. (2013),
who also found less stress and distress among teachers after mindfulness training. A simple
way to picture this is a pressure cooker. Workload keeps adding heat, and mindfulness works
like the release valve: the heat is still there, but pressure does not build to the point of damage.
The strong rise in commitment is worth noting. Mindfulness itself does not teach loyalty. A
likely reason is the social exchange process. When educators saw their institution spend time
and money on their mental health, they read it as a sign of care, and they returned that care with
stronger attachment. This matches the view of Meyer and Allen (1991) that affective
commitment grows from positive work experiences.

Self-efficacy showed the smallest between-group effect (partial 12 = .22). This was partly

because the comparison group also gained in self-efficacy (d = 0.47). Teachers may build
confidence over a term through normal experience in the classroom. Even so, the intervention
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group gained three times as much, which supports the idea that a calmer mind helps teachers
notice and use their own successes (Bandura, 1977).

The gains did not differ across autonomous, government and private institutions. This suggests
that the programme does not depend on a particular type of institution and can travel across the
varied Indian higher education system.

5.2 Links between psychological, organizational and retention outcomes (Objective 2)
The second objective looked at how the outcomes connect with retention. The results support
a layered chain. Psychological resources (well-being and self-efficacy) were linked with
organizational attitudes (satisfaction and commitment), and all four together explained 83% of
the variance in retention intention. This fits the Job Demands-Resources model (Bakker &
Demerouti, 2007), in which personal resources feed positive job attitudes, and Conservation of
Resources Theory (Hobfoll, 1989), in which people with full resource reserves have less reason
to leave.

Job satisfaction was the strongest single predictor of intention to stay (p = .46), in line with
turnover meta-analyses (Tett & Meyer, 1993; Griffeth et al., 2000) and with teacher studies by
Skaalvik and Skaalvik (2011). The mediation results add a practical point. The programme
raised retention intention mainly by making educators more satisfied with their job and better
in their emotional health. The programme on its own did not add much once these gains were
counted.

A different pattern appeared for actual retention. When all four outcomes were tested together,
only well-being and self-efficacy predicted who stayed after six months. Satisfaction and
commitment shape what people say they plan to do, but the decision to actually leave seems to
depend more on whether a person still has the emotional energy and confidence to cope. Put
simply, attitudes shape the plan, but personal resources decide whether the person can hold on.
This is consistent with Klassen and Chiu (2011), who linked teacher self-efficacy with
commitment to stay in the profession.

Retention intention was a strong predictor of actual retention (OR = 1.18), which supports the
intention—behaviour link of Ajzen (1991) and Mobley (1977). Still, the six-month retention gap
between the groups (52% vs 38%) was not statistically significant. Actual exits also depend on
factors outside a wellness programme, such as contract renewal, salary offers, family moves
and promotion rules. With 50 people per group, a 14-point difference was also too small to
reach significance. Larger samples and longer follow-up would give a firmer test.

The low retention in private institutions (OR = 0.15 against autonomous ones) reflects a known
problem in Indian private higher education, where job security and pay structures are often
weaker. Mindfulness helped here too, but it cannot replace fair employment terms.

5.3 The business case for HR
For management, the findings turn a wellness activity into a measurable HR investment. The
programme moved the two indicators that mattered most for retention: job satisfaction, which
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shaped the plan to stay, and well-being, which shaped the actual decision. Every faculty

member who stays saves the institution the cost of a new search, induction and lost teaching

continuity. HR departments can therefore assess mindfulness programmes the way they assess

training or compensation changes, by tracking satisfaction, well-being and exit rates before and
after, and by comparing these gains with programme cost.

Implications, Limitations and Conclusion

6.1 Theoretical implications

The study adds to the literature in three ways. First, it extends mindfulness research from
Western school teachers to educators in Indian colleges and universities. Second, it shows a
layered path from an HR intervention, through psychological resources and job attitudes, to
retention. This joins the Job Demands-Resources model, Conservation of Resources Theory
and Social Exchange Theory in one tested model. Third, it separates intention from behaviour.
Job attitudes drove the intention to stay, while personal resources drove the actual decision.
Turnover models that use only intention may therefore miss part of the story.

6.2 Managerial implications
For HR managers and institutional leaders, the findings point to clear actions, grouped in Figure
8.

Three HR action areas turn the findings into retention

[ Goal: keep skilled educators in Indian higher education ]
Personal resources Job attitudes Retention tracking
Mindfulness in work hours Act on staff feedback Measure well-being yearly

Trained facilitators Recognise good teaching Flag low self-efficacy early

Refreshers each semester Fair workload planning Review exits by cause

Builds well-being, self-efficacy Builds satisfaction, commitment Protects intention to stay

Foundation: fair pay, contract security and supportive leadership

Figure 8. Proposed HR action framework derived from the findings

1. Treat mindfulness training as a retention strategy, not a one-day wellness event. It
should run inside working hours so that staff see it as institutional support.

2. Focus on job satisfaction. It was the strongest driver of intention to stay and the main
route through which the programme worked.

3. Track well-being and self-efficacy each year. These two predicted who actually
stayed, so a drop in them is an early warning sign.

4. Give extra attention to private institutions, where retention was lowest. A mindfulness
programme there should go hand in hand with better contract terms.

5. Regulators such as the UGC and accreditation bodies like NAAC may consider faculty
well-being programmes as a quality indicator under human resource management.

Enterprise Development & Microfinance Vol. 36 No. 3



Kale Neha B. et. al

6.3 Limitations

The study had some limits. Groups were not randomly assigned, although baseline tests showed
they were equal. The sample of 100 educators was modest, which reduced the power to detect
group differences in actual retention. The psychological and organizational measures were self-
reported and may carry social desirability bias. The six-month follow-up was short, and the
long-term durability of the gains was not tested. Finally, the comparison group received no
alternative activity, so part of the effect may come from the attention the intervention group
received.

6.4 Directions for future research

Future studies can use randomized designs with larger, multi-state samples. Follow-up of 12 to
24 months would show whether the gains last and whether the retention gap grows. An active
control group, such as a general wellness talk series, would help separate the effect of
mindfulness from the effect of attention. Researchers can also add objective measures such as
absenteeism records or cortisol levels, and test moderators such as age, discipline and contract
type. Comparing online and in-person delivery would also be useful for large university
systems.

6.5 Conclusion

This study tested a mindfulness-based HR intervention with 100 educators in Indian higher
education institutions. The programme produced large gains in emotional well-being, self-
efficacy, job satisfaction and organizational commitment, and these gains were absent in the
comparison group. Together, these four outcomes explained 83% of the variance in educators'
intention to stay. Job satisfaction and well-being carried the programme's effect to retention
intention, and well-being and self-efficacy predicted who actually stayed six months later. The
intervention group also showed higher actual retention, though this difference was not
statistically significant. The findings show that caring for the inner life of educators is not a soft
extra. It is a practical HR tool that supports a stable, committed and effective teaching
workforce in Indian higher education.
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