
 

1358 
 

Adolescencia e Saude, vol. 21, No.10s, p. 1358-1370 

Research Article 

 
Impact of Employee Feedback on Retention in Beauty Businesses of Delhi NCR 
 
Mamta Upreti¹ and Saurabh Kumar² 
 
¹ Research Scholar, Institute of Business Management and Commerce, Mangalayatan University, Beswan, Aligarh, Uttar Pradesh, India. Email: 20211322_mamta@mangalayatan.edu.in 
² Professor, Institute of Business Management and Commerce, Mangalayatan University, Beswan, Aligarh, Uttar Pradesh, India. Email: saurabh.kumar@mangalayatan.edu.in 

 
Abstract 

Employee retention is an important human resource challenge for service businesses because employee continuity affects service 
quality, customer relationships, operational knowledge and organizational stability. This issue is particularly relevant to beauty 
businesses such as salons, beauty studios, spas, grooming centers and makeup establishments, where employees interact directly 
with customers and where technical and interpersonal skills are central to service delivery. This article examines the impact of 
employee feedback on retention in beauty businesses operating in Delhi NCR, with particular emphasis on the existing literature 
on employee voice, perceived organizational support, job satisfaction, organizational commitment, turnover intention and job 
embeddedness. 
The literature indicates that employee voice is not simply the act of expressing an opinion. Employees decide whether to speak 
up or remain silent depending on organizational conditions, leadership and their expectations about what will happen after they 
communicate. Morrison's influential review conceptualizes employee voice as employees' decisions to communicate potentially 
useful information or ideas rather than remain silent. More recent research, reviewing 256 longitudinal studies, emphasizes that 
employee voice should also be studied as a process that develops over time. 
The article proposes a practical Feedback-to-Retention (F2R) model, in which feedback quality and management responsiveness 
influence perceived organizational support, job satisfaction, organizational commitment and, ultimately, retention intention. The 
article also discusses a methodology for empirically testing this model among employees of beauty businesses in Delhi NCR. 
A key methodological distinction is made between published empirical evidence and illustrative model results. Because no 
primary employee survey was conducted for this article, the numerical model results presented later are synthetic 
demonstrations rather than actual findings from Delhi NCR employees. The article therefore provides a research framework that 
can subsequently be tested using primary data. 
 
Keywords: employee feedback, employee voice, employee retention, turnover intention, beauty businesses, salons, Delhi NCR, 
job satisfaction, organizational support, organizational commitment, job embeddedness, human resource management. 
 

1. Introduction 
Beauty businesses are service-intensive workplaces in which the employee is often part of the product experience. 
A stylist, therapist, beautician, nail technician, makeup artist, front-desk executive or outlet manager interacts 
directly with customers and can influence repeat visits, service consistency and brand reputation. This makes 
employee continuity particularly important. The Indian beauty and wellness ecosystem also has a substantial skills 
component: the National Skill Development Corporation and the Beauty & Wellness Sector Skill Council maintain 
occupational standards for roles such as beauty therapist, hair stylist and nail services technician, demonstrating the 
formal skill requirements associated with many occupations in the sector. 
Delhi NCR provides a particularly relevant setting for studying retention because it combines large organized salon 
chains, independent neighborhood businesses, premium studios, franchise outlets, spas and specialized beauty 
service providers. Current market reports describe metropolitan clusters such as Delhi NCR as important operating 
hubs for India's salon market, while broader market estimates indicate continued expansion of the Indian beauty 
salon sector. These market figures should be interpreted as commercial estimates rather than official government 
statistics. 
The central issue examined in this article is not simply whether employees are asked for feedback. The more 
important question is whether employees believe that their feedback is heard, treated fairly and converted into 
meaningful action. A suggestion box, periodic survey or informal conversation may have little retention value if 
employees never receive a response. Conversely, a small operational change, such as a more predictable shift 
arrangement, clearer incentive rules, better product availability or a structured training path, can signal that 
management takes employee concerns seriously. 
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The academic literature supports examining this issue through several connected constructs. Employee voice 
research focuses on employees' decisions to speak up or remain silent when they possess useful information. 
Perceived organizational support concerns employees' beliefs about whether the organization values their 
contribution and cares about their well-being. Job satisfaction and organizational commitment describe important 
work attitudes, while job embeddedness shifts attention toward the reasons people stay, including links, fit and 
perceived sacrifice. 
1.1 Research Problem 
Beauty businesses frequently face a tension between customer service pressure and employee expectations. 
Employees may value earnings and incentives, but they also care about schedule stability, supervisor behavior, 
learning opportunities, recognition, workload, team climate and career progression. When feedback channels are 
weak, managers may discover problems only after performance declines or an employee resigns. The research 
problem is therefore to understand whether structured employee feedback can become an early retention 
mechanism rather than merely an information-collection exercise. 
 

2. Objectives, Research Questions and Scope 
The primary objective is to synthesize the existing literature on employee feedback and retention and to apply that 
knowledge to the context of beauty businesses in Delhi NCR. A second objective is to develop a practical model that 
salon owners and HR managers could test through a structured employee survey. A third objective is to specify a 
transparent approach for measuring model accuracy and retention-related outcomes without confusing illustrative 
calculations with actual empirical evidence. 
2.1 Research Objectives 
The study seeks to explain the theoretical relationship between employee feedback and retention; identify the 
mechanisms through which feedback may affect employees' intention to stay; examine the relevance of job 
satisfaction, organizational support, commitment and job embeddedness; identify sector-specific conditions that 
may strengthen or weaken the feedback–retention relationship; and propose a practical measurement and analytics 
framework suitable for Delhi NCR beauty businesses. 
2.2 Research Questions 
RQ1: How does the existing literature conceptualize employee feedback, employee voice and organizational 
responsiveness? 
RQ2: What factors have been consistently associated with employee retention or turnover intention? 
RQ3: Through which mechanisms could employee feedback influence retention in beauty businesses? 
RQ4: Which workplace conditions are likely to matter particularly in salons and beauty service businesses? 
RQ5: How can a practical Feedback-to-Retention model be measured and validated in Delhi NCR? 
2.3 Scope 
The article focuses on employees working in beauty service businesses rather than on customers. The intended 
population includes stylists, beauticians, therapists, nail technicians, makeup professionals, reception and front-desk 
staff, sales personnel, trainers and outlet-level supervisors. The geographical focus is Delhi NCR. The article considers 
both organized and independent businesses because retention practices may differ substantially between chains 
and smaller outlets. 
2.4 Conceptual Definitions 

 
Table 1. Conceptual definitions of the study constructs 

Construct Working definition Possible indicators 

Employee feedback Information, suggestions, concerns or 
evaluations communicated by employees to 
managers 

Frequency, specificity, safety, 
accessibility 

Feedback responsiveness The extent to which management 
acknowledges and acts on employee input 

Acknowledgement, action, 
explanation, closure 
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Construct Working definition Possible indicators 

Perceived organizational 
support 

The employee's belief that the organization 
values their contribution and cares about 
them 

Fairness, support, recognition, 
concern 

Retention intention The employee's stated willingness or 
intention to remain 

Stay intention, job-search 
intention, expected tenure 

Turnover intention Conscious consideration of, or a plan for, 
leaving the current organization 

Thoughts of leaving, job-search 
intention 

Job embeddedness The degree to which links, fit and sacrifice 
connect an employee to the workplace and 
community 

Relationships, fit, perceived cost 
of leaving 

 

3. Literature Review: Employee Feedback and Employee Voice 
The literature on employee feedback overlaps strongly with the broader construct of employee voice. Morrison 
describes voice as the choice employees face when they have potentially useful information or ideas: they may speak 
up, or they may remain silent. This distinction matters because an organization can technically provide a feedback 
channel while still producing silence if employees do not believe that speaking up is safe or worthwhile. 
A systematic review of employee voice research covering 67 articles published in 33 journals between 2000 and 
2021 concluded that voice is influenced by multiple antecedents, outcomes, inhibitors and organizational norms. 
This reinforces the idea that feedback should not be reduced to a single survey question. Voice is embedded in the 
wider organizational environment, including leadership, relationships and norms around speaking up. 
More recent longitudinal scholarship further emphasizes that voice should be understood over time. A 2025 review 
examined 256 longitudinal studies on employee voice, involvement, participation and silence, and argued for greater 
attention to how voice processes develop and produce outcomes over time. For beauty businesses, this temporal 
dimension is important because a single annual survey may miss repeated patterns of dissatisfaction, ignored 
suggestions or improvements that gradually build trust. 
3.1 Feedback Quality versus Feedback Frequency 
Frequency alone is not sufficient. Employees may receive frequent requests for feedback but still experience low 
organizational responsiveness. High-quality feedback systems therefore contain at least four components: 
employees can express concerns; managers listen without retaliation; managers evaluate and respond; and 
employees can see whether action was taken. In this article, these components are combined into the practical 
concept of feedback effectiveness. 
3.2 Psychological Safety and Speaking Up 
Psychological safety is relevant because employees often possess information that managers do not see directly. In 
a salon, a junior stylist may know that a particular product causes repeated workflow problems, a front-desk 
employee may notice scheduling bottlenecks, and a therapist may recognize workload or client safety concerns 
before senior management does. If speaking up is associated with embarrassment, blame or lost opportunities, 
silence can become rational from the employee's perspective. 
3.3 Feedback as a Signal 
Feedback also works as a signal of the employment relationship. When managers ask for employees' views and 
respond constructively, employees may interpret this as evidence that the organization values their contribution. 
When managers repeatedly request feedback and then ignore it, the same process can create cynicism. This is why 
responsiveness is positioned as a separate variable in the F2R model, rather than treating feedback collection itself 
as the intervention. 
 

4. Literature Review: Job Satisfaction, Organizational Support and Commitment 
Job satisfaction is one of the most established constructs in turnover research. Tett and Meyer applied meta-analytic 
path analysis to 178 independent samples drawn from 155 studies and found that job satisfaction and organizational 
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commitment each contributed to the prediction of intention-related withdrawal cognitions. The analysis also found 
that withdrawal cognitions mediated much of the relationship between work attitudes and turnover. 
More recent review work continues to identify job satisfaction as a central component of the turnover process. A 
2025 systematic review examined the shared determinants of job satisfaction and turnover intention and concluded 
that multiple workplace determinants can be associated with both constructs. The implication for beauty businesses 
is that retention is unlikely to be explained by a single factor such as salary. Employees' experiences are 
multidimensional. 
Perceived organizational support provides another important bridge between feedback and retention. A meta-
analysis of 20 years of research reported strong positive relationships between perceived organizational support and 
both job satisfaction and organizational commitment, as well as a strong negative relationship with intention to 
leave. A later meta-analysis similarly found that perceived organizational support was positively associated with 
employee engagement, job satisfaction and organizational commitment, and had a moderate relationship with 
turnover intention. 
4.1 Why Organizational Support Matters in Beauty Businesses 
Beauty work is highly interpersonal. Employees can experience direct pressure from customer expectations, sales 
targets, appointment peaks and service recovery. In such conditions, supervisor behavior can become a major part 
of the employee experience. Feedback that leads to practical support, such as better scheduling, training, adequate 
tools or recognition, can communicate that the organization understands the realities of frontline work. 
4.2 Commitment as a Retention Mechanism 
Organizational commitment refers to an employee's attachment to the organization. The literature distinguishes 
different forms of commitment, including affective attachment, continuance considerations and normative 
attachment. In this article, commitment is treated as an intermediate psychological mechanism rather than as a 
synonym for retention. An employee can be satisfied with a job yet still leave if attractive alternatives arise; 
conversely, an employee with strong organizational ties may remain despite temporary dissatisfaction. 
4.3 Feedback, Satisfaction and Commitment 
The literature therefore suggests a plausible sequence: effective feedback processes can strengthen perceived 
organizational support; support can improve satisfaction and commitment; and these attitudes can reduce 
withdrawal intentions. The sequence is not deterministic. External job opportunities, compensation, personal 
circumstances, career aspirations and labor market conditions can intervene. This is why the proposed model 
includes several variables rather than assuming that feedback directly causes retention. 
 

5. Literature Review: Turnover Intention and Retention Theory 
Turnover intention is often used as a proximal indicator of potential employee departure. A recent review of research 
published between 1989 and 2024 identifies job satisfaction, organizational commitment and work–life balance 
among the major factors incorporated into contemporary explanations of turnover intention. The review also 
highlights the continued importance of organizational culture and HR practices. 
Indian evidence is particularly relevant to this article. Gupta and Bhatia's systematic review examined 198 empirical 
studies of employee turnover intention in Indian cultural settings published between 2010 and October 2022. The 
review identified 53 distinct correlates grouped into nine broad categories and highlighted two methodological 
concerns: researchers often study antecedents in isolation, and turnover intention is frequently used as a proxy for 
actual turnover. 
The latter point is important. An employee who says they might leave will not necessarily leave. Conversely, an 
employee can resign without having reported a strong intention to do so in a survey. A robust Delhi NCR study should 
therefore measure both the intention to stay or leave and actual subsequent turnover, wherever privacy and access 
allow. 
5.1 Job Embeddedness 
Job embeddedness broadens the question from "Why does an employee leave?" to "Why does an employee stay?" 
Mitchell and colleagues conceptualized embeddedness through links, fit and sacrifice. Their research found that job 
embeddedness predicted intention to leave and voluntary turnover, and explained additional variance beyond job 
satisfaction, organizational commitment, job alternatives and job search. Subsequent work by Lee and colleagues 
extended these findings to organizational citizenship, job performance, volitional absences and voluntary turnover. 



 

1362 
 

Adolescencia e Saude, vol. 21, No.10s, p. 1358-1370 

This perspective is particularly useful for beauty businesses because employees may develop strong links with 
colleagues and repeat clients, invest in training, build a local professional reputation and develop a sense of fit with 
a particular salon or team. Feedback can strengthen these links when employees see that their contributions shape 
the workplace. 
5.2 Contemporary Multi-Level View 
A 2026 scoping review of the factors influencing employees' intention to quit or stay grouped the evidence into 
organizational, interpersonal and individual domains. Organizational factors included policies, working conditions, 
job design and HR practices; interpersonal factors included supervisor and coworker relationships; and individual 
factors included satisfaction, exhaustion, motivation and self-efficacy. The review also noted gaps in sector coverage 
and an overreliance on cross-sectional research. 
Taken together, the literature suggests that the proposed Delhi NCR model should not treat feedback as a stand-
alone HR practice. Feedback is better understood as an organizational process that can influence several layers of 
the employment relationship. 
 

6. Sector Context: Beauty Businesses in Delhi NCR 
The beauty and wellness sector contains a diverse mix of occupations. NSDC materials identify formal occupational 
standards for beauty therapists, hair stylists, nail services technicians and other roles. This occupational diversity 
matters for retention research because the meaning of "good feedback" may differ by role. A stylist may value 
technical training and appointment flow, while a front-desk employee may prioritize staffing, support during 
customer conflicts and scheduling clarity. 
Commercial market research published in 2026 describes the Indian beauty salon market as continuing to expand 
and identifies metropolitan clusters, including Delhi NCR, as important operating hubs. One market estimate places 
the Indian beauty salon market at USD 12.565 billion in 2025 and forecasts continued growth through 2031. Because 
this is a commercial estimate, it should be treated as directional rather than as an official government statistic. 
The workforce structure of beauty businesses also creates a distinctive retention environment. Skills are visible to 
customers, employees can develop portable professional capabilities, and experienced professionals may build their 
own client relationships. These conditions can increase the value of experienced staff to employers while 
simultaneously giving skilled employees mobility. Retention strategies therefore need to address both economic and 
relational factors. 
6.1 Delhi NCR-Specific Workplace Conditions 
Delhi NCR contains dense urban markets, varied commuting patterns, multiple commercial districts and a wide range 
of employer types. These characteristics can affect employees' experience of shift timing, travel, work–life balance 
and access to alternative employers. In an empirical study, outlet location should therefore be recorded at a broad 
zone level rather than by collecting unnecessarily precise addresses. 
6.2 Common Feedback Areas to Measure 

 
Table 2. Feedback domains, example concerns and potential retention pathways 

Feedback domain Example employee concern Potential retention pathway 

Scheduling Shift changes are communicated late. Lower stress and better work–life 
balance 

Compensation Commission or incentive rules are 
unclear. 

Greater perceived fairness 

Training Advanced skills are difficult to access. Stronger perception of growth 

Supervisor behavior Concerns are dismissed publicly. Greater psychological safety 

Workload Peak-hour staffing is inadequate. Lower exhaustion 

Recognition Good service is rarely acknowledged. Higher perceived support 

Tools and products Stock-outs disrupt service delivery. Higher job effectiveness 



 

1363 
 

Adolescencia e Saude, vol. 21, No.10s, p. 1358-1370 

Feedback domain Example employee concern Potential retention pathway 

Career path There is no clear progression beyond 
the current role. 

Stronger future orientation 

 
6.3 Why Feedback May Be Especially Valuable 
In a service business, employees are often the closest observers of operational friction. Customers may notice the 
final service, while employees experience the process that produces it. A retention-oriented feedback system can 
therefore operate as both a human resource mechanism and an operational improvement mechanism. 
 

7. Proposed Practical Model: Feedback-to-Retention (F2R) 
Based on the literature, this article proposes a Feedback-to-Retention (F2R) model for beauty businesses. The model 
does not claim to replace established turnover theories. Instead, it integrates established constructs into a practical 
sequence that managers can measure and act upon. 

 
Figure 1. Feedback-to-Retention (F2R) practical model 
 
Figure 1. Feedback-to-Retention (F2R) practical model. Source: Authors' conceptualization based on the employee 
voice, organizational support, satisfaction, commitment and job embeddedness literature. 
7.1 Model Logic 
The first component is employee feedback. Employees need an accessible channel through which they can 
communicate operational concerns, suggestions and experiences. The second component is feedback 
responsiveness, which captures whether managers acknowledge and act on employee input. These two components 
are separated because asking for feedback without responding may not create the expected retention benefit. 
The third component is perceived organizational support. When employees observe that their input is taken 
seriously, they may infer that the organization values their contribution and cares about their work experience. The 
fourth component is job satisfaction, reflecting how positively employees evaluate their work. The fifth is 
organizational commitment, reflecting attachment to the organization. The final outcome is retention intention, 
measured through willingness to remain and a reduced intention to search for alternative employment. 
7.2 Hypotheses for a Future Empirical Study 
H1: Higher perceived feedback quality is positively associated with perceived organizational support. 
H2: Higher management responsiveness to feedback is positively associated with perceived organizational support. 
H3: Perceived organizational support is positively associated with job satisfaction. 
H4: Job satisfaction is positively associated with organizational commitment. 
H5: Organizational commitment is positively associated with retention intention. 
H6: Feedback effectiveness has an indirect positive association with retention intention through perceived support, 
job satisfaction and commitment. 
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H7: Job embeddedness strengthens the tendency of satisfied employees to remain with the organization. 
7.3 Practical Interpretation 
The model suggests that the managerial question should move from "Did we collect feedback?" to "What did we 
hear, what did we do, and did the employee experience the response as fair and useful?" This shift makes feedback 
measurable as an organizational process rather than a one-time communication activity. 
 

8. Research Methodology for a Delhi NCR Study 
A suitable empirical design would use a mixed-method, multi-outlet survey. The quantitative phase could survey 
employees across independent salons, local chains, premium studios and larger organized chains. A purposive or 
stratified sampling strategy would be preferable to a convenience sample if the objective is to compare employer 
types or roles. 
8.1 Suggested Sample Design 

 
Table 3. Suggested sample design 

Element Suggested design 

Population Employees of beauty service businesses in Delhi NCR 

Unit of analysis Individual employee 

Suggested sample 300–500 employees for an initial cross-sectional model; larger 
samples are preferred for multi-group analysis 

Geographic coverage Delhi, Gurugram, Noida, Ghaziabad and Faridabad 

Roles Stylist, beautician, therapist, nail technician, makeup artist, front desk, 
sales, trainer, supervisor 

Tenure groups Less than 6 months; 6–12 months; 1–3 years; more than 3 years 

Business type Independent, local chain, franchise, national or organized chain 

Primary instrument Anonymous Likert-scale questionnaire 

Qualitative component Semi-structured interviews with a smaller voluntary subsample 

 
8.2 Measurement Framework 
Each construct can be measured with several Likert-scale items rather than a single question. Feedback quality can 
include accessibility, specificity and usefulness. Feedback responsiveness can include acknowledgement, action and 
explanation. Perceived organizational support can capture whether employees believe that the organization values 
their contribution. Job satisfaction can include satisfaction with the work itself, supervision and growth. 
Commitment can measure attachment and the desire to remain. Retention intention can include willingness to stay 
and the absence of active job-search behavior. 
8.3 Example Survey Items 

 
Table 4. Illustrative survey items for each construct 

Construct Illustrative item Scale 

Feedback quality I have a clear and convenient way to share 
work-related concerns. 

1–5 

Feedback responsiveness Management usually communicates what 
happened after employees provide feedback. 

1–5 

Support My organization values the contribution I 
make. 

1–5 
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Construct Illustrative item Scale 

Satisfaction Overall, I am satisfied with my current job. 1–5 

Commitment I feel attached to this organization. 1–5 

Retention intention I expect to continue working here over the 
next year. 

1–5 

 
8.4 Ethics and Data Protection 
Participation should be voluntary, with no manager present during completion. Employees should not be asked for 
unnecessary personal identifiers. Results should be reported in aggregate, particularly when an outlet has only a few 
employees. If actual turnover records are used, access should be authorized, and identifiers should be kept separate 
from survey responses. 
 

9. Illustrative Results and Comparative Analysis 
To demonstrate how the proposed model could be analyzed, this article uses a synthetic dataset of 300 hypothetical 
employee records. These values were generated solely for methodological illustration and do not represent surveyed 
employees in Delhi NCR. The purpose is to show the form of a results section, comparative chart and predictive 
validation that an empirical study could use. 
9.1 Illustrative Comparative Results 

 
Table 5. Illustrative mean scores by factor (synthetic data) 

Factor Illustrative mean (1–5) Interpretation for testing 

Feedback quality 4.18 High perceived importance; test 
association with support 

Feedback responsiveness 4.05 High perceived importance; test direct 
and indirect effects 

Supervisor support 3.92 Important interpersonal pathway 

Growth and training 3.71 Potential career-retention mechanism 

Work–life balance 3.54 Potential moderating or contextual factor 

Pay fairness 3.42 Economic fairness remains relevant 

 

 
Figure 2. Illustrative comparative chart (synthetic data, Table 5) 
 
Figure 2. Illustrative comparative chart using synthetic values. It is not a survey result from Delhi NCR. 
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The illustrative pattern places feedback quality and feedback responsiveness near the top of the measured 
workplace factors. This is consistent with the article's theoretical argument, but the ranking must not be interpreted 
as an empirical ranking of Delhi NCR employees. In an empirical study, mean differences should be accompanied by 
confidence intervals, effect sizes and appropriate statistical tests. 
9.2 Proposed Comparative Analysis 
An empirical study could compare retention intention across employees reporting low, medium and high feedback 
responsiveness. It could also compare independent salons with organized chains, newer employees with 
experienced employees, and customer-facing roles with administrative roles. Such comparisons would help identify 
whether the feedback–retention relationship is consistent across organizational contexts. 
 

10. Model Accuracy and Validation 
Because this article does not contain real primary survey data, it would be scientifically inappropriate to report a 
predictive accuracy figure as if it were evidence about Delhi NCR employees. Instead, the following values 
demonstrate how accuracy could be reported once a real dataset has been collected. The model used here is a 
logistic regression trained on the synthetic dataset described in the previous section. 
10.1 Illustrative Validation Metrics 

 
Table 6. Illustrative validation metrics (synthetic demonstration) 

Metric Synthetic demonstration 

Sample size 300 hypothetical records 

Train/test split 75% / 25% 

Accuracy 89.3% 

Precision 89.3% 

Recall 100.0% 

F1 score 94.4% 

 
In the synthetic demonstration, the test-set accuracy is 89.3%. This figure should not be described as the accuracy 
of the F2R model for Delhi NCR beauty businesses. It shows only that, with an artificial dataset and assumed 
relationships, a logistic regression classifier can be evaluated using accuracy, precision, recall and F1 score. 
10.2 What an Empirical Study Should Report 
An empirical model should first establish measurement reliability, for example by using internal-consistency 
statistics such as Cronbach's alpha or McDonald's omega, where appropriate. Construct validity should be examined 
through exploratory or confirmatory factor analysis when the sample size permits. For the predictive component, 
the study should use a held-out test set or cross-validation and report a confusion matrix together with accuracy, 
precision, recall and F1 score. If the outcome is a continuous retention intention score rather than a binary outcome, 
regression fit and prediction error metrics should be used instead. 
Most importantly, predictive accuracy should be evaluated out of sample. A model that performs well on the same 
observations used to fit it can overstate its performance. For a Delhi NCR study, validation across different outlet 
types or a later time period would provide stronger evidence of generalizability. 
10.3 Suggested Thresholds 
No universal accuracy threshold should be declared "good" without considering the base rate of turnover and the 
costs of false positives and false negatives. In HR retention work, a model that misses employees at high risk of 
leaving may be more costly than one that generates some additional follow-up cases. Model evaluation should 
therefore be linked to the managerial purpose, not to accuracy alone. 
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11. Practical Feedback System for Beauty Businesses 
The proposed system begins with a short monthly pulse survey rather than a long annual questionnaire. A small 
number of repeated questions can track changes in feedback effectiveness, supervisor support, satisfaction and 
intention to stay. Open-text questions can then capture issues that fixed-response items miss. 

 
Figure 3. Practical employee feedback-to-action cycle 
 
Figure 3. Practical employee feedback-to-action cycle. Source: Authors' framework. 
11.1 Close-the-Loop Management 
The most important operational principle is closure. After collecting feedback, managers should communicate what 
was heard, what can be changed, what cannot be changed and why. Employees do not need every suggestion to be 
accepted; they need evidence that suggestions are evaluated fairly. This distinction is central to building trust in 
feedback systems. 
11.2 Feedback Dashboard 

 
Table 7. Indicators for a feedback dashboard 

Dashboard indicator Frequency Purpose 

Feedback participation rate Monthly Detect whether employees are willing 
to speak up 

Response and closure rate Monthly Measure management responsiveness 

Average feedback-effectiveness 
score 

Monthly Track the quality of the feedback 
process 

Job satisfaction Quarterly Monitor work attitudes 

Retention intention Quarterly Provide an early warning indicator 

Voluntary turnover rate Monthly or quarterly Track actual departures 

Training participation Quarterly Track investment in development 

Internal promotions Quarterly or annually Track career mobility 

 
11.3 Managerial Actions 
For scheduling concerns, managers can test more predictable rosters and advance notice. For growth concerns, 
businesses can create skill ladders, such as junior stylist, stylist, senior stylist and trainer, with transparent criteria. 
For recognition concerns, recognition can be linked to customer service quality, teamwork and skill development 
rather than to sales alone. For supervisor concerns, managers can introduce structured one-to-one conversations 
and coaching. 
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These interventions should be tested rather than assumed to work. A salon can establish a baseline over three 
months, introduce a feedback-to-action process and compare changes over the subsequent quarters. This creates a 
practical quasi-experimental learning cycle, even when a randomized experiment is not feasible. 
 

12. Discussion 
The literature reviewed in this article suggests that employee feedback can matter for retention, but not necessarily 
because employees simply want to be asked for their opinions. The stronger explanation is relational: feedback can 
communicate whether employees have a voice, whether management is responsive, whether the organization 
values their contribution and whether workplace problems can be solved. These mechanisms align with established 
research on employee voice, perceived organizational support, job satisfaction, commitment and job 
embeddedness. 
For beauty businesses, this relationship may be particularly consequential because service quality and employee 
experience are closely connected. A stable and experienced workforce can preserve technical knowledge, customer 
familiarity and team coordination. At the same time, beauty professionals may have transferable skills and therefore 
mobility opportunities. Retention cannot be treated as an outcome that managers control completely; it is an 
interaction between organizational practices and employees' preferences, alternatives and circumstances. 
12.1 Comparison with Existing Literature 

 
Table 8. Contribution of the present article relative to existing literature streams 

Literature stream Core insight Contribution of the present article 

Employee voice Employees decide whether to speak up 
or remain silent. 

Treats feedback access and feedback 
responsiveness as separate variables 

Perceived organizational 
support 

Support is associated with favorable work 
attitudes and lower intentions to leave. 

Positions support as a mediator 
between feedback and retention 

Job satisfaction and 
commitment 

Work attitudes are linked to withdrawal 
intentions. 

Uses satisfaction and commitment as 
intermediate mechanisms 

Job embeddedness Links, fit and sacrifice help explain why 
employees stay. 

Adds an employee-relationship 
perspective relevant to salon teams 

Indian turnover research Many correlates exist; integrated and 
sector-specific models are needed. 

Proposes a beauty-sector model for 
Delhi NCR 

Recent retention reviews Organizational, interpersonal and 
individual factors interact. 

Integrates these levels into a practical 
measurement framework 

 
12.2 Managerial Implications 
The main managerial implication is that feedback should be treated as a process with an outcome, not as a 
questionnaire. Beauty businesses can strengthen retention by making feedback safe, specific and regular, assigning 
responsibility for responses, documenting action and measuring whether employees notice improvements. 
Managers should also avoid promising changes they cannot deliver, because repeated unfulfilled promises can 
undermine trust. 
12.3 Implications for Researchers 
Researchers should move beyond single-outlet convenience samples and examine differences across business 
models, roles and tenure groups. Longitudinal research is especially valuable because voice and retention unfold 
over time. Combining survey responses with anonymized turnover records would also reduce the limitation of 
treating intention to leave as equivalent to actual turnover. 
 

13. Limitations, Conclusion and Future Research 
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13.1 Limitations 
The principal limitation is that this article is a literature-focused conceptual study rather than a completed primary 
survey. The Delhi NCR-specific relationships proposed here therefore require empirical testing. The synthetic model 
results are not evidence about real employees. In addition, commercial market estimates vary according to how the 
salon market is defined, whether informal businesses are included and the methodology used. They should therefore 
be used with caution. 
A second limitation is that employee retention is influenced by factors that may sit outside the feedback system, 
including compensation, career opportunities, commuting, personal circumstances, labor market alternatives and 
organizational restructuring. The F2R model is therefore best understood as one explanatory framework within a 
broader retention system. 
13.2 Conclusion 
Employee feedback has the potential to become a meaningful retention mechanism in Delhi NCR beauty businesses 
when it is embedded in a responsive employment relationship. The literature indicates that employees' willingness 
to speak up, perceptions of organizational support, job satisfaction, organizational commitment and job 
embeddedness are connected to how employees experience and evaluate their work. The proposed F2R model 
translates these established ideas into a practical framework that beauty businesses can measure through a 
structured survey and a feedback-to-action cycle. 
The most important distinction is between feedback collection and feedback effectiveness. Asking employees for 
their opinions is only the first stage. Retention-oriented feedback requires psychological safety, managerial 
responsiveness, transparent communication and visible closure. An empirical Delhi NCR study should test these 
pathways using a sufficiently diverse sample, reliable multi-item scales and out-of-sample validation. If such research 
confirms the proposed relationships, beauty businesses could use employee feedback not only as an HR listening 
mechanism but also as an early warning system for retention risk and workplace improvement. 
13.3 Future Research Agenda 
Future research can examine whether feedback responsiveness mediates the relationship between employee voice 
and retention intention; whether job embeddedness moderates this relationship; whether the model differs 
between independent salons and organized chains; whether tenure changes the importance of feedback; and 
whether improvements in feedback systems produce measurable changes in actual voluntary turnover over six to 
twelve months. Qualitative interviews could further identify the language employees use when describing being 
"heard" or "ignored," helping researchers develop culturally and sectorally appropriate survey items. 
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