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| ABSTRACT 

The relationship between HR strategy and its impact on employee turnover and productivity in SMEs is examined in this study. 

Although there is no concrete proof that HR strategy alignment with business objectives is related to productivity, the study's 

correlational, quantitative methodology shows that strategic HR activities, including employee engagement, performance 

review, and skill development, greatly increase productivity. Effective HR strategies lower turnover, including communication, 

career development, onboarding, and personnel acquisition. According to the findings, HR strategies should be in line with both 

company objectives and employees’ needs to improve performance and retention. The suggestions place a strong emphasis on 

talent development, open communication, and HR procedures that are retention-focused to promote organizational success. 
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1. Introduction  

For small and medium-sized businesses (SMEs) in China, employee turnover is a major problem that affects organizational 

effectiveness, stability, and expansion. Since high employee turnover rates can lead to higher expenses, operational disruptions, 

and the loss of critical skills and expertise, managing and lowering employee turnover has become critical for Chinese SMEs. 

Numerous elements, including as organizational culture, HR procedures, leadership styles, and employee happiness, have been 

identified in prior study as having an impact on employee turnover. Since SMEs are an essential component of the Chinese 

economy, resolving turnover concerns is essential to preserving their competitiveness and guaranteeing long-term growth. 

The function of leadership in staff retention is a key topic of attention in Chinese SMEs. According to studies by Hui (2021) and 

Amah and Oyetuunde (2020), servant leadership can improve employee retention by fostering career development and employee 

voice. It has been demonstrated that employee voice affects intentions to leave, indicating that companies with a culture that 

encourages workers to share their thoughts and participate in decision-making typically have lower turnover rates. Organizational 

culture also has a significant role in determining employee turnover. Strong corporate cultures that prioritize innovation and 

employee involvement have been shown to increase employee satisfaction and retention rates (Tidor et al., 2012; Anning-Dorson, 

2021; Isensee et al., 2020). This is especially important for Chinese SMEs, since, in spite of resource constraints, fostering a 

favourable work atmosphere may greatly increase employee dedication. 

Another tactic that has been connected to lower turnover in Chinese SMEs is corporate social responsibility (CSR). According to 

Hui (2021), CSR programs increase workers' attachment and sense of loyalty to their company, which lowers their desire to leave. 
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CSR may be a successful retention tactic in the context of Chinese SMEs, where high employee involvement and close-knit 

connections are essential. Additionally, studies by Haar and Kelly (2024) and Morales-Rojas et al. (2022) emphasize the value of 

structured HR procedures, well-defined strategic objectives, and encouraging work environments in keeping personnel. According 

to their results, Chinese SMEs may successfully lower turnover by coordinating HR procedures with company goals and promoting 

career advancement and work-life balance. 

Local research conducted in China has shed light on the unique difficulties SMEs encounter in controlling staff churn. According 

to Cammayo and Cammayo (2020) and Adviento et al. (2022), for instance, retention rates among SMEs in China are influenced by 

elements such as competitive remuneration, career progression prospects, and work satisfaction. Furthermore, Jiang and Po (2023) 

highlighted how crucial HR activities like training, development, and fostering a happy work environment are to improving 

employee retention, especially in industries like South China's manufacturing. These results are consistent with those of Saramosing 

(2022), who proposed that focused retention tactics might encourage information exchange and lower employee turnover in SMEs. 

Thus, the purpose of this study is to investigate the factors that affect employee turnover in Chinese SMEs, with a particular 

emphasis on HR practices, organizational culture, CSR, leadership, and regional economic considerations. Chinese SMEs may create 

plans to increase staff retention, lower attrition, and boost overall organizational performance by comprehending these factors. 

The goal of this study is to advance our understanding of staff turnover in SMEs, especially as it relates to the difficulties that SMEs 

in China and other developing nations confront. 

2. Human Resource Strategies 

To stay competitive and match an organization's staff with its long-term objectives, human resource (HR) strategies are crucial. 

According to Trost (2020), integrating human resources with corporate culture and business goals is a crucial component of 

successful HR strategy. This strategic strategy anticipates future difficulties and encompasses personnel acquisition, development, 

and retention. Trost emphasizes how crucial it is to prepare for long-term adaptability in addition to meeting immediate business 

demands, particularly in volatile corporate contexts. 

HR strategies in small and medium-sized businesses (SMEs) are different from those in bigger corporations because they place a 

greater emphasis on adaptation and flexibility. According to Vrchota and Rehor (2019), SMEs gain from customized HR strategies 

that increase worker commitment and engagement, which improves organizational performance. According to Knezović, Bušatlić, 

and Riđić (2020), strategic HR management in SMEs improves performance and efficiency, highlighting the significance of methods 

catered to the dynamics of smaller businesses. 

The success of micro, small, and medium-sized businesses (MSMEs), especially in the Philippine environment, depends heavily on 

human capital development. According to Borazon, Liu, and Okumus (2024), HR strategies that prioritize social capital and skill 

development are essential. In this situation, social networks play a critical role as a mediator between employee competencies and 

corporate competitiveness, emphasizing the significance of human resources strategies that foster both personal development 

and community ties. 

Additionally important is the relationship between HR strategy and innovation, especially for SMEs. According to Adla, Gallego-

Roquelaure, and Calamel (2020), HR policies that place a high priority on talent development and an innovative culture have a 

direct positive impact on a company's capacity for innovation. For SMEs, where resources may be few, a culture of innovation and 

development is essential to maintaining long-term success. 

Lastly, HR methods are becoming more and more important for maintaining economic sustainability, particularly in industrial and 

culturally diverse situations. In order to assist business sustainability in SMEs and MSMEs, Hernita et al. (2021) and NAWANGSARI 

et al. (2023) concentrate on HR initiatives that improve skills, leadership, and employee well-being. Additionally, in Industry 4.0, 

Mukhuty, Upadhyay, and Rothwell (2022) emphasize the necessity of HR strategies that strike a balance between social 

responsibility and technical improvements. Together, these studies show how important strategic HR management is for boosting 

productivity, encouraging creativity, and maintaining company success in a variety of settings. 

2.1 HR Policies 

HR policies play a critical role in improving organizational effectiveness, especially in small and medium-sized businesses (SMEs), 

where careful management of resource limits is necessary. Verma, Singh, and Bhattacharyya (2021) emphasize how big data-driven 

HR practices enhance service quality and innovation, demonstrating how technological improvements have had a substantial 

impact on HR policy. SMEs may improve overall agility, make well-informed decisions, and expedite procedures and innovation by 

incorporating data analytics into HR services. 

Another major element in the creation of HR policy is sustainability. The growth of Green Human Resource Management (GHRM) 

in SMEs is examined by Papademetriou et al. (2023), who find that eco-friendly HR practices, such as sustainable hiring, training, 

and performance management, support environmental responsibility and organizational agility. By bringing personal and 

corporate values into alignment, these sustainable HR approaches not only help achieve environmental goals but also boost 

employee engagement and morale. 
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Flexible and customized HR rules are necessary due to the unique features of SMEs. According to Harney et al. (2022), SMEs 

frequently struggle to execute HR strategies because of a lack of resources, highlighting the necessity of striking a balance between 

formal and informal HR practices. Despite the inherent constraints that SMEs experience, their study shows that tailoring HR 

practices to meet their specific needs can result in a more engaged and cohesive staff. 

For HR policies to be successful, leadership is essential, particularly when it comes to creating a creative and long-lasting culture. 

According to Asad et al. (2021), transformational leadership has a good impact on SMEs' sustainable HR practices, which enhances 

innovation and long-term viability. In order to foster cultures that support proactive HR practices and emphasize the value of 

strategic HR management, leaders that place a high priority on employee development and engagement are essential. 

Additionally, HR rules need to be flexible enough to accommodate various cultural and economic settings. Particularly in the 

ASEAN context, Laberinto Solina (2020) and Dewi Anggadini et al. (2023) stress the importance of HR policies that are cognizant 

of regional variations. Their research emphasizes that, especially when assisting MSMEs, successful HR policies should take 

economic situations, cultural norms, and unique company issues into account. In a variety of corporate contexts, these context-

specific regulations are essential for fostering sustainability and productivity. 

2.2 Leadership 

In small and medium-sized businesses (SMEs), leadership is essential to fostering innovation, employee engagement, and general 

company performance (Surya et al., 2021). The success of SMEs, their capacity for innovation, and employee conduct are all 

impacted differently by various leadership philosophies, especially transformational, transactional, and entrepreneurial approaches 

(Zhen et al., 2021). According to Purwanto (2022), SMEs' organizational culture and performance may be greatly influenced by 

effective leadership. 

It has been demonstrated that SMEs benefit from transformational leadership, which places an emphasis on inspiring and 

motivating staff members. According to Feranita, Nugraha, and Sampir (2020), SME performance in Indonesia is impacted by both 

transformational and transactional leadership styles, with transformational leadership being especially successful in inspiring staff 

members to work toward common objectives. Like this, Abdul-Azeez, Ihechere, and Idemudia (2024) contend that transformational 

leadership promotes employee engagement and creativity, which in turn promotes corporate success. More resilient and adaptable 

businesses are often produced by leaders that place a high priority on innovation and employee participation. 

In the context of SMEs, entrepreneurial leadership—which blends conventional leadership qualities with a strong emphasis on 

innovation and risk-taking—has an influence as well (Leso et al., 2023). According to Nguyen et al. (2021), organizational elements 

including social capital and innovation capability allow entrepreneurial leadership to improve SME performance. Purwati et al. 

(2021) also stress that social capital and entrepreneurial leadership enhance corporate success by using employees' creative 

potential. These studies highlight how crucial it is for SMEs to succeed to combine strategic innovation emphasis with leadership. 

The networks and connections that promote collaboration, or social capital, frequently act as a moderator in the efficacy of 

leadership philosophies. Cortes and Herrmann (2020) investigate how social capital and employee engagement are two ways that 

CEO transformational leadership in SMEs promotes creativity. A leader's transformative approach creates a collaborative 

atmosphere that encourages more creative work practices. Like this, Knezović and Drkić (2021) emphasize the importance of 

leadership that fosters trust and teamwork and show how transformational leadership influences innovative behavior in SMEs. 

Employee productivity is directly impacted by leadership abilities in SMEs, in addition to organizational outcomes. The impact of 

leadership abilities on worker productivity in micro and small businesses is examined by Campos (2021) and Campos (2024), who 

conclude that effective leadership promotes long-term productivity. For microbusinesses, where organizational stability and 

development are strongly correlated with leadership abilities, this is especially crucial. All things considered, research indicates that 

leadership—especially transformational and entrepreneurial leadership—is essential to creating an innovative culture, raising 

employee engagement, and eventually guaranteeing the success of SMEs. 

2.3 Training and Development 

Since training and development have a direct impact on employee skills, organizational capabilities, and responsiveness to market 

changes, they are essential for SMEs' performance and competitiveness. Effective training techniques are crucial for maintaining 

development in SMEs, where resources may be limited. Pauli (2020) emphasizes the value of professionalized training programs, 

pointing out that well-designed training greatly improves SME performance by giving staff members the abilities they need to 

satisfy changing company needs. Operating efficiency can be increased by this professionalization, especially in smaller companies 

where talent shortages may be more noticeable. 

Targeted training that builds digital competences is necessary for SMEs to undergo a digital transition. The development of digital 

skills in SMEs is examined by Gonzalez-Varona et al. (2024), who discover that a well-designed training framework promotes a 

more seamless digital transition. This is in line with Azevedo and Almeida (2021), who encourage digital adaption by 

recommending training programs tailored to SMEs' decision-makers. To improve organizational resilience, their study emphasizes 
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the significance of managerial buy-in and the necessity for leaders to possess the skills necessary to successfully lead digital 

transformation initiatives. 

Employee performance and engagement are also significantly impacted by training and development. The effect of training on 

worker performance in medium-sized manufacturing companies is examined by Sannagy and Hassan (2023), who find that training 

expenditures increase employee engagement and enhance job performance. This is especially important for SMEs, as the 

performance of the company may be significantly impacted by the contributions of each employee. In addition to improving 

performance, high engagement brought about by successful training initiatives also improves staff retention, which is especially 

beneficial for SMEs that can face turnover issues. 

Training programs that promote a culture of lifelong learning are intimately linked to innovation in SMEs. According to Lim (2022) 

and Depaoli, Za, and Scornavacca (2020), training initiatives focused on innovation can boost the competitiveness of SMEs. Training 

that encourages creative behaviour helps SMEs take advantage of new possibilities and adjust to market shifts. According to the 

interaction-based strategy put forward by Depaoli et al. (2020), SMEs ought to concentrate on training that promotes teamwork 

and information exchange, since these are essential components of developing an inventive corporate culture. 

Effective training practices in SMEs have a favourable impact on company commitment and employee retention. An emphasis on 

training and development lowers turnover intentions and increases organizational commitment, according to Nandi et al. (2020). 

This is especially important in situations when SMEs struggle to retain a steady staff because of a lack of funding. For SMEs to 

succeed in the long run, training is crucial since it not only develops the skills that are needed but also improves the employer-

employee relationship and produces a more dedicated and stable staff. 

 

2.2 Organizational Culture 

SMEs' performance, creativity, and general success are significantly influenced by their organizational culture. According to Tidor 

et al. (2012), SMEs may function much better if they can diagnose and comprehend corporate culture. They stress that SMEs that 

have a strong, flexible culture typically perform better because they can better match internal procedures with external 

requirements, which enables better decision-making and business operations (Harel et al, 2021). In SMEs, where corporate culture 

shapes employee behaviour and propels strategic results, this alignment is essential (Arabeche et al., 2022). 

Within SMEs, innovation and culture are tightly related. According to Abdul-Halim et al. (2019), SMEs that want to be competitive 

in ever-changing marketplaces must have an innovative culture. They contend that an innovation culture that enables SMEs to 

swiftly adjust and grasp new possibilities is fostered by corporate culture, organizational learning, and market orientation. Anning-

Dorson (2021), who claims that a flexible organizational culture supports SME competitiveness, particularly when it is led by good 

leadership, supports this conclusion. SMEs are better equipped to handle shifting market conditions and maintain long-term 

growth when they have a culture that values creativity and adaptability. 

Notable is also how organizational culture affects performance and quality management. A quality-oriented culture improves the 

implementation of Total Quality Management (TQM), which in turn improves SME performance, according to Eniola et al.'s (2019) 

investigation of the association between organizational culture and TQM practices in Nigerian SMEs. The idea that organizational 

culture is crucial to attaining quality and operational excellence is further supported by Hilman, Ali, and Gorondutse (2020), who 

demonstrate how a TQM-friendly culture mediates the relationship between TQM practices and company performance. 

The adoption and use of digitization and sustainability strategies by SMEs is also influenced by organizational culture. According 

to a systematic review by Isensee et al. (2020), SMEs that have a culture that encourages sustainability and digital innovation have 

a higher chance of effectively implementing technologically sophisticated and environmentally friendly initiatives. This implies that 

cultivating a sustainable culture boosts competitive advantage in addition to compliance. According to Jardioui, Garengo, and El 

Alami (2020), organizational culture also affects how well SMEs' performance measurement systems work, emphasizing the 

necessity of a supportive culture to provide accurate and valuable performance data. 

According to Pham Thi et al., corporate culture has a major impact on employee engagement and satisfaction in SMEs (2021). 

According to their research conducted in Vietnam, a healthy corporate culture increases employee engagement and happiness, 

both of which are essential for retaining a steady and driven staff. This is especially critical for SMEs, since they frequently have 

limited human resources, and keeping qualified staff is essential to sustaining operations and accomplishing corporate objectives. 

Therefore, creating a cohesive work environment and increasing employee loyalty are based on a strong corporate culture. 

3. Human Resource Strategies Linked with Employee Productivity 

By using established methods to match individual performance with company goals, human resource techniques greatly increase 

employee productivity. According to Amjad et al. (2021), green human resource management (GHRM) methods enhance employee 

performance through environmental and individual performance mediators in addition to promoting sustainability. Similar to this, 

Sabuhari et al. (2020) stress the significance of employee competency, HR flexibility, and cultural adaptability in promoting 

productivity and work happiness. In addition, skill development, training, and equitable pay are essential for increasing productivity. 
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Emon and Chowdhury (2023) and Elisa et al. (2022) show that focused training programs and fair pay greatly improve performance 

in the banking and academic industries. 

Productivity results are further strengthened by organizational support and creative frameworks. According to Ridwan et al. (2020), 

citizenship behavior, organizational support, and dedication all play a part in fostering a positive work atmosphere that improves 

output. Through evaluative routes, Meijerink et al. (2022) shed light on how HR practices regulate employee views and impact 

performance. Nuraeni et al. (2021) show that the Human Resource Scorecard methodology is a useful tool for matching HR strategy 

with performance indicators, especially in the retail industry. When taken as a whole, these studies highlight the value of a 

multidimensional approach to HR management that incorporates organizational support, training, remuneration, and sustainability 

in order to develop a dynamic and effective workforce. 

H01: There is no significant effect of human resource strategies on employee productivity 

3.2 Human Resource Strategies Linked with Employee Turnover 

As they affect retention, career satisfaction, and job satisfaction, human resource strategies are essential to reducing employee 

turnover. According to Aburumman et al. (2020), by encouraging a sense of commitment among staff members, good HR practices 

combined with career satisfaction dramatically lower turnover intentions. As demonstrated by Vizano et al. (2021), who discovered 

that insufficient remuneration and a lack of career advancement possibilities are powerful predictors of turnover intention in the 

Indonesian setting, compensation and career advancement opportunities are also crucial. Hassan (2022), who highlights that 

competitive pay and incentives systems mediate the link between HR practices and employee retention, especially in the Maldives, 

lends more credence to this. The significance of established HR frameworks in lowering turnover is shown by these findings. 

Additional research highlights the importance of organizational tactics, training, and employee involvement in reducing turnover. 

While Nguyen (2020) emphasizes performance, job satisfaction, and training as important factors in keeping young workers, 

Sepahvand and Bagherzadeh Khodashahri (2021) show that strategic HR practices, mediated by job engagement, play a crucial 

role in retention. In sectors with significant turnover and a knowledge-intensive nature, retention measures are particularly 

important. Papa et al. (2020), for example, demonstrate how HR procedures that prioritize staff retention and knowledge 

acquisition enhance innovation performance. Similar to this, Ghani et al. (2022) offer a thorough analysis of retention issues in the 

hotel sector, highlighting customized approaches to meet demands unique to the sector. Together, these studies demonstrate the 

complex methodology needed to successfully connect HR initiatives with lower employee turnover. 

H02: There is no significant effect of human resource strategies on employee turnover 

4. Methodology 

4.1 Population and Sampling 

50 SMEs in Guangdong Province, South China, participated in this study. 215 managers of SMEs participated to represent these 

50 SMEs.  They were chosen based on their credentials and willingness to participate. Stratified random sampling was employed 

to guarantee a representative sample from homogenous subgroups (Acharya et al., 2013). The minimum sample size of 114 needed 

for statistical significance was established by statistical power analysis using G Power (Cohen, 1988; Kyriazos, 2018). However, the 

respondent turnout is higher than the minimum sample size which provides higher statistical power. 

4.2 Instrumentation and Data Gathering 

Each construct is measured using Likert Scale statements created based on current literature. The items were answered from 1—

Strongly Disagree to 4—Strongly Agree.  The researchers sent informed consent to several SMEs in Guandong Province.  Electronic 

survey surveys disseminated using Baidu forms were used to collect primary data, while academic sources and published studies 

were used to obtain secondary data. Demographic data and characteristics pertaining to HR strategies, HR policies, leadership, 

training, organizational culture, employee productivity, and turnover were included in the two sections of the questionnaire, which 

used a 5-point Likert scale. This strategy guaranteed effective data gathering and analysis for SMEs in South China. 

4.2 Statistical Analysis 

The primary instrument employed in this study to examine the relationships between multiple variables is Covariance-based 

Structural Equation Modeling (CB-SEM), a robust statistical technique in quantitative research (Hair et al., 2014). CB-SEM enables 

the analysis of intricate relationships by controlling for measurement error and assessing the effects between latent and observable 

variables, offering greater precision than simpler correlation methods. The measurement model in CB-SEM plays a critical role by 

validating the constructs, ensuring that the observed variables adequately represent the underlying latent variables through 

reliability, validity (convergent and discriminant), and goodness-of-fit indices. 
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This approach is particularly valuable when investigating abstract concepts such as organizational culture, leadership, and training, 

and their influence on outcomes like employee attrition and productivity. In this study, CB-SEM is used to model the complex 

interactions between organizational culture, training initiatives, leadership philosophies, and HR policies, and their impact on 

employee productivity and turnover in South Chinese SMEs. The inclusion of a validated measurement model strengthens the 

analysis, ensuring that constructs are measured accurately, while the structural model provides insights into the strength and 

direction of these effects (Kline, 2015). By integrating the measurement and structural components, CB-SEM offers a 

comprehensive understanding of these interrelations that surpasses what traditional correlation techniques can achieve. 

5. Results and Discussion 

5.1 Data Analysis 

Table 1. Construct Validity and Scale Reliability 

Construct Items Cronbach's α Loadings Ave. Var. Ext. 

HR Policies 

1 

0.811 

 

0.734 

0.511 

 

2 0.683 

3 0.718 

4 0.692 

5 0.744 

Leadership 

1 

0.791 

 

0.759 

0.609 

 

2 0.772 

3 0.847 

4 0.685 

5 0.829 

Training and 

Development 

1 

0.74 

 

0.818 

0.675 

 

2 0.864 

3 0.736 

4 0.89 

5 0.792 

Organizational 

Culture 

1 

0.819 

 

0.816 

0.614 

 

2 0.72 

3 0.791 

4 0.874 

5 0.703 

Competitive 

Advantage 

1 

0.91 

 

0.76 

0.634 

 

2 0.753 

3 0.794 

4 0.817 

5 0.853 
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Note: Cronbach's 

alpha should be 

larger than 0.70 for 

reliability. All loadings 

must be more than 

or equal to 0.50 for 

convergence validity, and all Average Variance Extracted should be => 0.50 when extracted.  

The constructs have excellent validity and reliability, according to the table. Good internal consistency is demonstrated by all 

constructions' acceptable Cronbach's Alpha scores (above 0.70). Convergent validity is supported by the majority of factor loadings 

exceeding 0.6.  

Furthermore, each construct's Average Variance Extracted (AVE) is greater than 0.5, indicating strong convergent validity. This 

implies that the items accurately and consistently assess their respective constructs. 

 

5. 2 Structural Model Evaluation 

Structural Path Results 

Figure 1, and Table 2, present the estimated results of the hypothesized covariance structural model. 

Figure 1. Path Evaluation Results Estimates 

Table 2. Direct Path Evaluation Results 

Path Estimates 
    

Predictor Dependent Estimate SE t p 

HR Policies 
Employee 

Productivity 0.37 0.0915 4.04 
< .001 

Leadership 
Employee 

Productivity 0.314 0.0865 3.63 
< .001 

Training and 

Development 

Employee 

Productivity 0.291 0.0857 3.39 
< .001 

Organizational 

Culture 

Employee 

Productivity 0.119 0.1038 1.14 
0.254 

Competitive 

Advantage 

1 

0.899 

0.883 

0.626 

2 0.696 

3 0.829 

4 0.71 

5 0.822 
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HR Policies 
Employee 

Turnover -0.295 0.0982 -3.01 
0.003 

Leadership 
Employee 

Turnover -0.367 0.0972 -3.78 
< .001 

Training and 

Development 

Employee 

Turnover -0.286 0.105 -2.73 
0.006 

Organizational 

Culture 

Employee 

Turnover -0.335 0.0993 -3.38 
< .001 

Note: If the p-value is lower than 5% or 0.05, it is statistically Significant. If the p-value is greater than 5%, the result is statistically 

non-significant. 

The Table 2 shows the effect of the Human Resource Strategies on Employee Productivity; Employee Productivity significantly 

increases by an estimated 0.370 per 1 level increase of HR Policies, t (350) = 4.04, p < .001, Employee Productivity significantly 

increases by an estimated 0.314 per 1 level increase of Leadership, t (350) = 3.63, p < .001, Employee Productivity significantly 

increases by an estimated 0.291 per 1 level increase of Training and Development, t (350) = 3.39, p < .001, Employee Productivity 

significantly decreases by an estimated 0.119 per 1 level increase of Organizational Culture, t (350) = 1.14, p = 0.254,. This supports 

the acceptance of Ha1. 

The Table 2 shows the effect of the Human Resource Strategies on Employee Turnover; Employee Turnover significantly decreases 

by an estimated -0.295 per 1 level decrease of HR Policies, t (350) = -3.01 p = 0.003, Employee Turnover significantly decreases by 

an estimated -0.367 per 1 level decrease of Leadership, t (350) = -3.78, p < .001, Employee Turnover significantly decreases by an 

estimated -0.286 per 1 level decrease of Training and Development, t (350) = -2.73, p = 0.006, Employee Turnover significantly 

decreases by an estimated -0.335 per 1 level decrease of Organizational Culture, t (350) = -3.38, p < .001,. This supports the 

acceptance of Ha2. 

6. Conclusion 

6.1 Human Resource Strategies on Employee Productivity 

Well-designed HR methods, such as efficient hiring, retention procedures, career development, and work environment 

enhancements, are essential for improving employee performance, according to research by Haar and Kelly (2024) and Morales-

Rojas et al. (2022). It has been demonstrated that HR practices that support skill development, job satisfaction, and employee 

engagement increase productivity by cultivating a dedicated and driven workforce. Research shows that strategic HR efforts that 

prioritize training, development, and fostering a good company culture lead to increased productivity (Kotaskova et al., 2020; Jiang 

and Po, 2023) .Furthermore, the idea that HR strategies that put an emphasis on employee well-being, growth opportunities, and 

alignment with corporate goals result in increased performance is supported by studies by Amah and Oyetuunde (2020) and Hui 

(2021). Since human resource strategies have a direct impact on employee motivation, skill development, and overall job efficiency, 

there is a considerable correlation between them and staff productivity. 

The results emphasize how important HR management, regulations, and training and development are in fostering an environment 

that promotes higher production. Organizations may use these insights to better their strategy and create a work climate that 

fosters engagement, growth, and productivity. The findings also encourage more investigation into the intricate relationships 

between organizational elements and productivity, setting the stage for future advancement and wise decisions in human resource 

management. 

6.2 Human Resource Strategies on Employee Turnover 

Numerous studies, such as those by Amah and Oyetuunde (2020) and Haar and Kelly (2024), highlight how HR policies emphasizing 

employee engagement, work happiness, and career development have a big impact on departure rates. HR procedures lower 

turnover intentions and boost employee retention by creating a positive work atmosphere and providing possibilities for 

advancement. This is further supported by research by Kotaskova et al. (2020) and Morales-Rojas et al. (2022), which shows that 

complete HR methods, such systematic retention procedures and good human risk management, are crucial in reducing turnover. 

According to research by Jiang and Po (2023) and Cammayo and Cammayo (2020) HR strategies that are customized to meet the 

demands of a given industry—like training and development in the food manufacturing and agriculture sector are essential for 

keeping staff on board. Furthermore, as demonstrated by Hui (2021), a solid psychological contract and CSR activities are essential 

HR tactics that help lower employee turnover. All these results point to a substantial correlation between effective HR practices 

and lower employee turnover, which enhances organizational stability and growth. 
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These findings provide useful information that will assist organizations' decision-makers in focusing on enhancing HR procedures, 

fostering leadership, financing training and development programs, and closely analyzing and simplifying organizational structures 

to lower employee attrition. Identifying and fixing these problems might lead to a more trustworthy and committed workforce, 

which will ultimately improve productivity and long-term sustainability of the business. 

 

6.3 Limitations and Implications 

The overall findings of this study indicate that human resource strategies have a substantial impact on employee turnover and 

productivity. According to this connection, it also demonstrates that employee productivity is unaffected by company culture as it 

relates to HR practices. Additionally, the research object for this article will be several cities in China's Guandong region. Employee 

productivity, employee turnover, and human resource initiatives (leadership, training and development, corporate culture, and HR 

policies) should all be examined to optimize the route. 

Given the significant impact that human resource strategies including leadership, training and development, organizational culture, 

and HR policies have on employee productivity and turnover, businesses need to put comprehensive plans into place. SME's may 

become more resilient, creative, and successful by implementing these elements into their operations, which might impact 

employee productivity and retention in this business climate. 

Supplying useful data that can be utilized to develop training curricula that are especially suited to the possibilities and unique 

challenges encountered by Chinese SMEs, hence enhancing organizational effectiveness and worker happiness. 

The study highlights the necessity of replication in many settings to increase comprehension and confirm results. To compare the 

results and broaden the scope of the study, future researchers are urged to repeat it in different locations. Extending the study's 

scope outside Guangdong Province, China, would provide more comprehensive insights. The importance of human resource 

strategies, such as HR policy, leadership, training, development, and organizational culture, in connection to employee productivity 

and turnover may be highlighted by such initiatives. Additionally, by tracking changing patterns in HR practices that affect 

employee outcomes, this replication might assist in identifying certain HR strategies pertinent to various regions or sectors. 
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