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Abstract

Although employee offboarding is recognized to
have an effect on employee well-being,
organizational  continuity, and reputation
management, this stage of the employment
relationship cycle lacks theoretical development.
Based on the concepts of organizational justice,
social exchange, and identity, this research
proposes a dignity-based model by which
inclusive offboarding practices affect employee
experiences via identity-relevant processes.
Through a hybrid systematic and integrative
review of 157 scholarly sources (2000-2025),
procedural fairness, respectful interaction, and
emotional support emerge as key practices, yet
there appears to be no underlying mechanism.
The current study addresses the issue of
inconsistency  within organizational justice
research in that the current research reveals that
perceptions of fairness, standing on its own,
cannot account for differences in identity- and
relationship-based outcomes but, rather, that
employee dignity acts as the proximate socio-
emotional mechanism through which such
effects emerge. The proposed model outlines the
role of dignity as the mediator of the effect of
inclusion within the process of offboarding to
subsequent outcomes in the form of recovery and
organizational advocacy, where the moderating
effects of type of exit and organizational ethical
climate play a part.

Avrticle received on: 4/24/2026
Article accepted on: 7/31/2026

Shahrukh Asif Khan*

*Algoma University, Canada

Orecid: https://orcid.org/0009-0007-0999-0257
shahrukh.khan@algomau.ca

Simran Soi*
*Algoma University, Canada

The authors declare that there is no conflict of interest

Resumo

Embora se reconhega que a saida de
funciondrios tenha um efeito sobre o bem-estar
dos funcionarios, a continuidade organizacional
e a gestao da reputacdo, essa etapa do ciclo da
relacdo de trabalho carece de desenvolvimento
teérico. Com base nos conceitos de justica
organizacional, troca social e identidade, esta
pesquisa propde um modelo baseado na
dignidade, segundo o qual praticas inclusivas de
saida afetam as experiéncias dos funcionarios
por meio de processos relevantes para a
identidade. Por meio de uma revisdo sistematica
e integrativa hibrida de 157 fontes académicas
(2000-2025), a equidade processual, a interacao
respeitosa e 0 apoio emocional emergem como
praticas-chave; no entanto, parece ndo haver
um mecanismo subjacente. O presente estudo
aborda a questao da inconsisténcia na pesquisa
sobre justica organizacional, na medida em que
revela que as percepcdes de equidade, por si s,
ndo podem explicar as diferencas nos resultados
baseados na identidade e nos relacionamentos;
ao contrario, a dignidade do colaborador atua
como 0 mecanismo socioemocional imediato por
meio do qual tais efeitos se manifestam. O
modelo proposto descreve o papel da dignidade
como mediadora do efeito da inclusdo no
processo de desligamento sobre os resultados
subsequentes, na forma de recuperacéo e defesa
da organizacéo, onde os efeitos moderadores do
tipo de saida e do clima ético organizacional
desempenham um papel.
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1 INTRODUCTION

The formal and informal procedures that employees use to leave an organization
are termed as employee offboarding, which is a very crucial but a relatively
underdeveloped part of the employment lifecycle (Klotz & Bolino, 2016). Although a
considerable body of academic research has been devoted to recruitment, onboarding, and
talent development, the exit phase has never received much theoretical and empirical
attention in the past. This disproportion remains even despite the increasing evidence that
offboarding practices have major impact on organizational performance, such as
employer image, retention of knowledge and employee morale (Hom et al., 2017). The
current academic body of human resource management (HRM) acknowledges that
employee claims of justice, respect, and belonging go beyond the active working time
and are also relevant at the terminal stage.

In this background, inclusive offboarding has become a phenomenon that
comprises organizational activities involving treating departing employees justly,
respectfully, and with dignity regardless of their exit nature. Some of the most common
practices in this area are the open communication, fair process, psychological support
system, and organized transitional help. Such practices help preserve the organizational
legitimacy and prevent the negative outcomes linked with leaving the company since they
strengthen perceptions of fairness and respect (Moon, 2024). Even though consistent with
larger diversity, equity, inclusion, and belonging (DEIB) agendas, inclusive oftboarding
is conceptually fragmented, and underlying mechanisms and theoretical underpinnings
are spread across several streams of research.

One of the dominant theoretical perspectives that the offboarding practices have
been studied in is the organizational justice theory. Tripartite model- distributive justice
(fairness of outcomes), procedural justice (fairness of processes), and interactional justice

(quality of interpersonal treatment) has been regularly associated with employee attitudes
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and behavior reactions (Moon, 2024; Zhao et al., 2024). It has been supported empirically
that perceptions of justice in the exit processes decrease negative reactions and increase
positive post-exit orientations towards the organization. But although justice systems are
effective in the explanation of evaluative judgments of fairness, it provides fewer
explanations on the deepest psychological and identity-based drawing reactions of
organizational exit (Colquitt ef al., 2013).

Recent studies have put emphasis on the role of socio-emotional interventions,
including outplacement support and dignity-oriented practices, in determining the
experience of the employees during the process of dismissal. Organized support systems
have demonstrated that they can strengthen the sense of dignity and minimize the negative
feelings of departing employees (Klotz ef al., 2021). This result is consistent with the
changing views in the field of HRM that offboarding is not just an administrative
procedure but a socio-emotional experience that has employee- and employer-branding
consequences. Furthermore, the modern labor market trends, such as enhanced labor
mobility, the emergence of hybrid and gig-based jobs, and an enhanced moral compass,
increase the strategic value of the manner in which organizations treat exits of employees
(Klotz et al., 2021). Simultaneously, online resources have strengthened the voice of
employees and a negative experience with departure is more exposed and can create a
bad image of the company (Hausknecht et al., 2011).

Even though this is the case, the surviving literature is theoretically fragmented.
A significant part of the studies dwells on individual constructs like turnover intention,
exit interview, or outcomes of well-being without incorporating them in a logical
explanatory system. Particularly, the concept of employee dignity, which is implicitly
captured in other constructs, like respect and fairness, has not received sufficient
theorization as an analytical concept of offboarding in the academic community.

Dignity is defined as the acknowledgement of the innate value of a person,
morality status and the right to decent treatment of the person especially when they are
prone and in identity related transitions like exiting the organization. The current
organization studies indicate that dignity maintaining practices are essential in the
emotional healing, identity eformation, and organizational legitimacy perceptions.

Nonetheless, in the oftboarding literature, the concept of dignity is frequently absorbed
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by more extensive constructs of interactional justice or organizational support, which
leads to conceptual vagueness and a lack of explanatory accuracy (Colquitt et al., 2013).

Notably, dignity is analytically different to the interactional justice. Whereas
interactional justice encompasses the nature of inter-personal treatment; politeness,
honesty, and sufficient explanations (Greenberg, 1990) dignity is a more psychological
and ethical state of the situation concerning identity preservation, and social acceptance.
A worker can feel treated in a polite and open way, and even be treated in such a manner
that he feels his dignity is diminished by an exit procedure that shows lack of professional
identity or reduced social importance. Therefore, dignity cannot be converted to
behavioral aspect of justice instead, it is a proximal socio-emotional process by which
views of justice are converted to future psychological, interpersonal, and reputational
effects. Even procedurally fair exits can create identity threat and reputational backlash
in the absence of preservation of dignity.

The existing offboarding theory has three main limitations. To begin with, the
current models focus on procedural efficiency and administrative results, i.e., compliance,
the transfer of knowledge, and turnover management, but they do not pay sufficient
attention to psychological and relational processes. Second, mainstream theoretical
frameworks consider fairness, respect, and inclusion as parallel instead of defining how
they interrelate with each other. Third, the literature mainly concentrates on a short-term
organizational performance, which does not take into consideration the long-term
identity, relational and reputational performance. These constraints reduce the capability
of the existing models to describe variability in the responses of employees to the same
processes of exit (Yang & Parker, 2024).

In order to deal with these gaps, this research paper advances employee dignity as
a key mediating variable that combines justice-based oftboarding practices, with multi-
level outcomes. This study lends the organizational justice theory to the realms of identity
and moral experience by defining dignity as a socio-emotional process that connects the
structural fairness to identity preservation and relational continuity (Van Knippenberg &
van Ginkel, 2022).

Thus, the research is a hybrid systematic and integrative review, as it synthesizes
157 peer-reviewed articles, which were published between 2000 and 2025, in the

literature of HRM, organizational justice, DEIB, and employee experience. It is planned



Shahrukh Asif Khan & Simran Soi

to create a theoretically based and empirically supported paradigm of inclusive
offboarding that would encompass both structural and psychological aspects of employee
disengagement. In particular, the review seeks to: (1) derive the prevailing themes and
trends in the studies on inclusive oftboarding, (2) discuss the theoretical concepts applied
in explaining the exit experiences, (3) discuss the connection between inclusive practices
and personal, organizational, and reputational consequences, and (4) highlight the
meaningful gaps to guide future research.

The research contributions to this study are three. To begin with, it theorizes
employee dignity as a separate socio-emotional mediator that determines the impact of
justice-based offboarding practices on long-term outcomes. Second, it incorporates
organizational justice, social exchange, and DEIB into a single explanatory perspective,
which has been a fragmentation issue in literature. Third, it revisions employee exit as
identity-relevant relational shift but not an administrative termination, positing an
expansion of HRM theory to the theory of relational sustainability and reputational

continuity.
1.1 Theoretical gap and contribution

Existing organizational justice theory explains how employees evaluate fairness
during exit processes but fails to account for variation in identity-related and
psychological outcomes. People who perceive themselves as having been treated with
equal amounts of procedural and interpersonal justice tend to have varying degrees of
emotional restoration, organizational attachment, and post-exit behavior. This highlights
the main drawback, in that the current theory explains justice perceptions but not their
consequences on identity.

This study addresses this gap by introducing employee dignity as a proximal
socio-emotional mediator. Dignity is defined as the perceived preservation of an
individual’s intrinsic worth and professional identity during organizational exit. Unlike
interactional justice, which focuses on interpersonal treatment, dignity captures the
internalized experience of identity affirmation.

By positioning dignity as the mechanism linking fairness, respect, and support to

psychological and relational outcomes, this study resolves a long-standing inconsistency
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in justice research. It advances theory by integrating organizational justice, social
exchange, and DEIB into a unified framework and reframing offboarding as an identity-
relevant transition rather than an administrative event (Nishii & Leroy, 2022).

While organizational justice theory helps us understand the process by which
individuals assess perceptions of fairness, it falls short when trying to explain the different
identity, emotion-based, and behavioral consequences that arise from what appear to be
equally fair situations. Organizational justice theories deal primarily with perceptions
about fairness or procedural justice; however, they do not address issues of identity threat,
identity protection, or the process of meaning re-construction that occurs when exiting an
organization. This research paper differs from other papers in that it addresses this
theoretical inconsistency by arguing that it is employee dignity, rather than justice per se,

which drives the psychological internalization of organizational fairness.

1.2 Construct definitions and conceptual boundaries

To reduce conceptual ambiguity and enhance theoretical precision, this study
clearly distinguishes between the core constructs used in the integrative framework.
Previous research tends to use overlapping definitions for terms such as justice, respect,
dignity, and related aspects of DEIB, leading to confusion in analysis. However, the
current study employs distinct definitions for each concept in the model based on their
respective roles, thus drawing a clear distinction between structures, interactions, and

identity formation.

Table 1
Construct Definitions and Roles in the Model

Construct Definition Role in Model Level Distinct From
Organizational Perceived fairness of Antecedent Organizational /  Does not capture
Justice organizational decisions, (structural Perceptual internal identity
processes, and outcomes condition) experience
(distributive, procedural,
interactional)
Respectful Quality of interpersonal Interpersonal Interactional Differs from dignity as it
Communication treatment characterized by =~ mechanism reflects behavior, not
politeness, clarity, and internalized meaning
empathy during exit
interactions
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Employee Dignity Perceived preservation of Mediator (core Psychological /  Distinct from justice and
intrinsic worth, mechanism) Identity-based respect; captures internal
professional identity, and identity affirmation
social recognition during
exit

DEIB (Diversity,  Organizational principles Contextual/Norm  Organizational /  Broader system-level

Equity, Inclusion, ensuring fair, inclusive, and ative framework Cultural construct, not a direct

Belonging) equitable treatment across psychological
diverse employee groups mechanism

Psychological Organizational efforts to Support Organizational /  Does not itself ensure

Support provide emotional, career, mechanism Individual dignity; contributes to it
and transition assistance (enhancer of
during exit dignity)

Inclusive Integrated set of practices Independent Organizational ~ Higher-order construct

Offboarding ensuring fairness, respect, Variable (bundle combining multiple
and support during of practices) practices

employee exit

As demonstrated in Table 1 below, the model distinguishes between structural

variables (organizational justice), processes involving interpersonal relations (respective

interaction), and identity-related factors (dignity of employees). Such discrimination is

essential since earlier studies failed to make distinctions between these variables and,

therefore, were unable to provide accurate explanations. By emphasizing the dignity of

employees as an intermediate variable, the model illustrates how fairness and respect

result in certain consequences.

1.3 Dignity-based conceptual model of inclusive offboarding

Figure 1

Dignity-Based Model of Inclusive Offboarding
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The model demonstrates the impact of the inclusive nature of oftboarding
procedures on organizational outcomes, personal outcomes, and reputation outcomes
through the mediating role of employee dignity, contingent on contextual conditions and

alternate causes (Figure 1).
1.4 Research questions

Based on the objectives of the current mixed systematic review and integrative
review, the following research questions are investigated by the study:

RQ1: What are the key themes, trends, and concepts related to the issue of
inclusive oftboarding and dignified exit processes?

RQ2: What theories have been used to analyze the experience of employees and
organizations throughout offboarding?

RQ3: What inclusive offboarding practices contribute to positive outcomes for

individuals, organizations, and reputation?
2 METHODOLOGY
2.1 Research design

This research employs a systematic-integrative review method that combines
systematic literature review with integration techniques, to generate an encompassing
offboarding framework. Such a combination allows not only quantitative analysis but also
qualitative analysis of both the theory and practice of offboarding processes. The use of
the hybrid technique is not only theoretically justified, but essential in theory building
because systematic review on its own will fail to address the issue of conceptual
fragmentation, while integration will aid in recognizing and modeling the phenomenon.
The review adheres to PRISMA principles for reporting and conducting systematic
reviews and meta-analyses.

The process of review entailed five steps: (1) the selection of the databases, (2)
the development of the search strategy, (3) the screening and selection criteria, (4) the

quality appraisal, and (5) the data extraction.
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While a fully systematic review process is replicable and transparent, it may be
structural in nature. Conversely, an integrative review process enables theoretical re-
interpretation but lacks procedural rigor. This study incorporates elements from both the
two types of studies in order to ensure methodological transparency (including PRISMA
guidelines, structured coding and quality appraisal), while at the same time providing for
interpretive synthesis and re-theorization of the mediating function of dignity in relation
to the phenomenon under scrutiny. The integrative approach goes beyond thematic
integration by exploring and resolving theoretical contradictions and developing a new
explanatory framework.

Further reinforcing the appropriateness of methodological integration, the two-
method hybrid fits within existing types of reviews in management research. In such
studies, systematic reviews guarantee reproducibility and breadth, whereas integrative
reviews support theory building and conceptualization. It is important to note that this
type of methodology is suitable for this review because it seeks to synthesize literature
and build a theoretical framework — two objectives that cannot be achieved using either
aggregation or interpretation exclusively.

The present study was not registered in advance (for example, at PROSPERO).
Nevertheless, an explicit protocol for the review process was created prior to conducting

searches in databases in order to avoid bias and increase methodological transparency.
2.2 Data sources and search strategy
2.2.1 Database selection

Scopus and Web of Science have been selected because these are believed to be
the best databases for peer-reviewed papers on management and organizations. Both
databases ensure the inclusion of good quality journals in their indices and provide
consistent bibliometric measures. Google Scholar was another tool that was used to search
for peer-reviewed articles that could not have been indexed by Scopus and Web of
Science. However, the ultimate selection included only those articles that had appeared

in peer-reviewed journals ranked by reputable journal ranking systems.
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2.2.2 Search keywords

The following was the structured approach to keyword search, employing Boolean
operators and truncations.

(employee oftboarding OR exit management OR employee exit OR workforce
downsizing OR termination practices OR outplacement) AND (dignity OR respect OR
organizational justice OR inclusion OR fairness OR employee wellbeing)

The period of search was between January and March 2026 and the date range
considered was 2000 to 2025. Please refer to Appendix C for database-specific search
strings.

Execution of the Search: The searches were performed as follows: Scopus
(January 10, 2026); Web of Science (January 18, 2026); ABI/INFORM (February 2,
2026); and Business Source Complete (February 15, 2026), with the last update searches
done on March 5, 2026. Google Scholar results were not included in the initial data set

but were utilized for backward and forward citation searches.

2.3 Inclusion and exclusion criteria

Eligibility criteria were established clearly to ensure relevance and quality of

selected studies (Table 2).

Table 2

Inclusion and Exclusion Criteria

Criterion Inclusion Criteria Exclusion Criteria

Publication Peer-reviewed journal articles Conference papers, dissertations,
Type book chapters

Time Period 20002025 Published before 2000

Language English Non-English publications
Research Employee offboarding, exit management, General turnover studies without
Focus dignity, justice, inclusion exit focus

Quality Indexed in Scopus/WoS Non-indexed or predatory journals

Veredas do Direito, v.23, €238139 — 2026
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2.4 Screening and selection process

From the initial basic search through the database, there were 1,284 records found
(Figure 2). After removing duplicates, 1,017 unique records were retrieved. In total, 612
articles (60.2) were excluded due to being irrelevant. Out of the total analyzed records,
405 articles underwent full-text review, where 248 of those (61.2) were excluded due to
being off topic or empirically weak. Finally, 157 articles (12.2% from the initial record,
and 15.4% from the screened record) were included in the qualitative and quantitative
synthesis. (See Appendix A) Percentages are calculated in relation to both the initial

record and the denominator at each stage.
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Figure 2
PRISMA Flow Diagram of Study Selection
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unrelated disciplinary
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Studies included in review
(n=157)

Reports of included studies
(n=157)

2.5 Quality assessment
The appraisal process involved a modified Critical Appraisal Skills Programme

(CASP) checklist that was used for assessing all the eligible studies to guarantee

methodology and analysis reliability. The selected articles were assessed in five important
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aspects that are: design clarity, theoretical framework, methodological validity, data
honesty, and oftboarding knowledge contribution. Each aspect was assessed on a scale of
1 — 5 (very poor - very good). The total score was made consistent with respect to the
average score among the five dimensions. Only articles whose quality was less than 3.0
were omitted from the sample pool. The quality assessment results showed that the studies
included had solid methodological grounds, with the score varying between 3.1 and 4.8,
and the mean score is 3.9. These results indicate that the literature reviewed was
considered to be of sufficient theoretical integration, clear reporting as well as sound

research design which allows subsequent synthesis and interpretation to be reliable.
2.6 Risk of Bias assessment

Along with quality appraisal, the structured Risk of Bias (RoB) assessment was
done to assess possible systematic distortions in the study design, collection and reporting
of data. The RoB measurement was based on the existing instruments in the field of
management and social science review and targeted five areas, namely selection bias,
performance bias, detection bias, attrition bias, and reporting bias. All the domains were
classified as either low risk, moderate risk, or high risk (Figure 3). All in all, 62.4% (n=98)
of the included studies were rated with low risk of bias in most domains, 28.0% (n=44)
with moderate risk, and 9.6%(n=15) with high risk, mainly because of incomplete
reporting or poor sample representativeness. Only studies that made significant

conceptual or contextual contributions were retained as high-risk studies.
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Figure 3
Risk of Bias Assessment Across Included studies (N = 157)
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2.7 Data extraction and coding

To make data collection consistent and accurate, a standardized data extraction
form was created in the Microsoft Excel program. The extraction protocol was pilot tested
with 15 randomly selected studies and was refined before it was implemented on a large
scale. The coding system developed was finalized and both descriptive and analytical
variables were operationalized. Among other things, the following data from each paper
were identified: authors and date of publication; country where the study was conducted;
quartile rating of a journal (Q1-Q4); research approach; sample size; theoretical
orientation; major findings, and practical relevance. This comprehensive set of
information enabled conducting both bibliometric mapping and thematic analysis. To
ensure high validity and credibility of the codes, all suitable papers were independently
coded by two reviewers. The reliability between coders was estimated using the Cohen
Kappa coefficient which gave a score of 0.87 indicating high agreement. Disagreements
among reviewers were settled during meetings of consensus and in case of a difference a

third reviewer was brought into the picture.
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2.8 Descriptive characteristics of included studies

Table 3
Characteristics of Included Studies (N = 157)

Variable Category Frequency (n) Percentage (%)
Research Method Quantitative 62 39.5
Qualitative 51 32.5
Mixed Methods 44 28.0
Region North America 54 344
Europe 46 29.3
Asia-Pacific 38 24.2
Other Regions 19 12.1
Journal Ranking Q1 103 65.6
Q2 41 26.1
Q3-Q4 13 8.3
Study Focus Downsizing/Terminatio 61 38.9
n
Voluntary Exit 49 31.2
Retirement/Transition 47 29.9

2.9 Data synthesis and analysis

The review adopted a mixed-method synthesis design that combined both

bibliometric analysis and thematic analysis (Table 3).
2.9.1 Quantitative synthesis

Publication patterns, methodological tendencies, and geographical spread were
examined using descriptive statistics. Publication volume per year increased by 200%

from 4.2 publications per year (2000-2010) to 12.6 publications per year (2016-2025).
2.9.2 Qualitative synthesis

Thematic analysis was performed through Braun and Clarke's six-stage process.

Open coding identified 312 codes, which were narrowed down to 27 subthemes and
grouped under six themes:
1. Procedural fairness

2. Respectful communication
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3. Psychological support
4. Knowledge transfer
5. Ethical compliance

6. Post-exit relationships
2.9.3 Reliability and validity

Some of the steps taken to enhance reliability and validity include:

- Multiple database use to avoid publication bias

- Independent double coding

- Generalized quality assessment instruments

- Transparent selection criteria communication

The sensitivity test was conducted using the reanalysis of a twenty percent random
sample (n=31), which produced the same theme structure in 93.5 percent. This process
ensures the reliability of the thematic coding framework, ensuring that small changes in

the sample structure do not affect higher order theme categorization.
2.10 Ethical considerations

Since the research is conducted using only secondary data, there is no formal
ethical approval needed. However, all sources were referenced properly, and intellectual

property rights were honored as per APA 7 rules.
2.11 PRISMA transparency and reporting

A completed PRISMA 2020 checklist is provided in Appendix D to ensure full
reporting compliance and facilitate reproducibility assessment. The review is written in
strict compliance with the PRISMA 2020 guidelines to increase the methodological
transparency and replicability with reporting on all stages. To start with, the scope of
databases was expanded because Scopus, Web of Science, ABI/INFORM (ProQuest), and
Business Source Complete (EBSCO) were also integrated into the records providing a

full representation of the management and HRM literature. Google Scholar was also not
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utilized as the primary source of data but was utilized only to track the citation backwards
and forward. Second, transparency in search strategies was ensured by recording
complete Boolean search queries, syntax differences in databases, and search filters in
Appendix A. January to March 2026 were selected as the search periods, with 2000 to
2025 considered as the timeframe of search results. Third, PRISMA flow diagram has
been extended to display proportional reporting at every stage, which gives absolute
counts and percentages against the initial and screened records. This involves reporting
the reasons of exclusion explicitly at full text stage. Fourth, the quality appraisal
transparency was enhanced by providing a comprehensive CASP scoring table (Appendix
B), the reporting of separate study scores on five dimensions, distribution statistics (mean,
standard deviation, and range). Lastly, systematic risk of bias evaluation was performed
in five areas (selection, performance, detection, attrition, reporting bias) and aggregated

distributions reported to assist in methodological rigor.
3 RESULTS
3.1 Descriptive analysis of included studies

This hybrid systematic and integrative review included 157 studies. The analysis
of these studies was conducted to determine tendencies in methodologies and geographic
dispersion, the ranking of the journals, the area of interest, and the goal of the study, which
will form a quantitative picture of the existing literature and will be used to inform the
consequent thematic synthesis. In terms of research methods, 62 studies (39.5) were
quantitative, 51 studies (32.5) were qualitative, and 44 studies (28.0) were mixed-method
studies. Geographically, the research was highly concentrated in North America (34.4, n
= 54), Europe (29.3, n = 46) followed by Asia-Pacific (24.2, n = 38) and other regions
(12.1, n =19). Regarding journal ranking, most of them were in Q1 journals (65.6%, n =
103), then Q2 (26.1%, n =41), and Q3-Q4 journals (8.3% n=13). Analysis of focus of the
study included that downsizing and involuntary termination made up 38.9 percent of the
studies (n = 61), voluntary exit made 31.2 percent (n = 49), and retirement or career
transition made 29.9 percent (n = 47). Journal rankings were classified using SCImago

Journal Rank (SJR) quartiles and Journal Citation Reports (JCR) quartiles. These results
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indicate that the organizational-based exits have been marginally researched than the

voluntary departures. These descriptive characteristics are summarized by Table 4.

Table 4
Descriptive Characteristics of Included Studies (N = 157)

Variable Category Frequency (n) Percentage (%)
Research Method Quantitative 62 39.5
Qualitative 51 32.5
Mixed Methods 44 28.0
Region North America 54 34.4
Europe 46 29.3
Asia-Pacific 38 24.2
Other Regions 19 12.1
Journal Ranking Q1 103 65.6
Q2 41 26.1
Q3-Q4 13 83
Study Focus Downsizing/Terminatio 61 38.9
n
Voluntary Exit 49 31.2
Retirement/Transition 47 29.9

3.2 Thematic analysis

The identified studies were then subjected to thematic analysis and six key themes
on inclusive oftboarding and dignified exit practice were identified. Procedural fairness
(75.2, n = 118), respectful communication (71.3, n = 112), psychological support (61.1, n
=96), knowledge transfer (52.9, n = 83), ethical compliance (49.7, n = 78), and post-exit
relationships (43.9, n = 69) were the most common themes that were reported (Table 5,
Figure 4). These results represent fairness, respect, and well-being as the essential
elements of the modern oftboarding practice.

Although the frequency analysis can determine that procedural fairness (75.2%)
and respectful communication (71.3%) are the most prevalent issues, these distributions
have to be interpreted theoretically. Their notable presence indicates that the historical
basis of offboarding studies, which were rooted in downsizing and organizational justice
paradigm, has been that the overriding goal has been the maintenance of legitimacy and
a reduction of risks. Procedural fairness is mainly a legitimacy rule, which lowers the
sense of arbitrariness and increases the acceptance of bad news. Respectful

communication constitutes a relational signal system, showing a sign of respect and
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civility between individuals and within organizations. However, neither of the two
concepts alone can explain the significance of identity associated with exit. The fairly low
interest in psychological counseling (61.1) and relationships post-exit (43.9) suggests that
there is a dependency on a closure-based approach to understanding exit. This restricts
theoretical interaction of longitudinal cares, as identity reconstruction, alumni
interactions and reputation dynamics. Worse, the fact that dignity is not a clear construct
of analysis indicates conceptual blindness. The available literature is based on proxy
variables, including respect, fairness, and support, but does not theorize the combinations
of these variables in the task of identity preservation. This exclusion limits explanatory
power especially to explain why the same degree of fairness causes different
psychological and behavioral effects. In this way, the thematic organization is not only an
expression of the empirical regularity, but also the theoretical dispersion, which supports
the necessity of an integrative model, according to which dignity is the main explanatory

factor to connect the structural situation with long-term consequences.

Table 5
Major Themes ldentified in Inclusive Offboarding Literature (N = 157)

Theme Frequency Percentage Key Concepts
(n) (%)

Procedural Fairness 118 75.2 Transparent processes, equitable
procedures

Respectful 112 71.3 Polite interaction, clarity, empathy

Communication

Psychological Support 96 61.1 Counseling, emotional support,
outplacement

Knowledge Transfer 83 52.9 Documentation, mentoring, handover
procedures

Ethical Compliance 78 49.7 Legal adherence, corporate  social
responsibility

Post-Exit 69 43.9 Alumni networks, continued engagement,

Relationships referral programs
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Figure 4
Frequency of Major Themes in Inclusive Offboarding Literature (N = 157)

Procedural Fairness 752% (n=118)

Respectful Communication 71.3% (p=112)
Psychological Support 61.1% (n=96)
Knowledge Transfer 52.9% (n=83)
49.7% (n=78)

Ethical Compliance

Post-Exit Relationships 43.9% (n=69)

b T T T T T T
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3.3 Why do certain themes dominate? a theoretical interpretation

The hegemony of procedural fairness (75.2%) and respectful communication
(71.3%) can be taken as indicators of the historical grounds of the offboarding studies in
the organizational justice and downsizing research. The early exit studies mainly
concerned legitimacy, legal defensibility, and employee responses to layoffs and hence
the emphasis on procedural constructs. Nevertheless, the relatively less attention paid to
post-exit relationships (43.9%) and dignity-explicit constructs indicates that offboarding
has long been used as an administrative closure phenomenon and not as an identity-related
transition. This method of path dependence in theory development is the reason why
relational continuity and identity preservation are not theorized. The fact that dignity as a
construct has not been explicitly used in most studies is an indicator of a conceptual gap:
the current models of perception of fairness have been used to explain why similar fair
processes will yield different emotional and reputational results. This gap is the reason

why dignity is introduced as an integrative explanatory mechanism.
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3.4 Additional findings

Additional analysis revealed the trends in sector, exit type, and theoretical
framework. Almost fifty percent of the studies were on corporate organizations (48.4%,
n = 76), the public/government (25.5%, n = 40), nonprofits/NGOs (16.6%, n = 26), and
startups/gig economy settings (9.5%, n = 15) (Figure 5). The forms of exit consisted of
organizational-based departures (downsizing/involuntary) (38.9), voluntary resignation
as (31.2) and retirement/transition (29.9). The theoretical background was as diverse as
possible: organizational justice (45.9% n = 72), the social exchange theory (31.8, n =50),
the psychological contract theory (27.4, n = 43), and the DEIB-related theories (22.3, n =
35). The sample size was between 12 and 4,500 participants with the mean size of 312.
Surveys were a little bit more prevalent (39.5% n=62) compared to qualitative interviews
(32.5%, n=51) and mixed methods (28%, n=44). Employee well-being (63.1, n = 99),
knowledge retention (52.9, n = 83), turnover intention (48.4, n = 76), post-exit
relationships (43.9, n = 69), and employer branding/reputation were the outcome
measures (37.6, n = 59). Most of the researches were done in North America (34.4%
n=54) and Europe (29.3% n=46), which means that research could be done in under-

represented research areas, including Africa and Latin America.
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Figure 5
Distribution of Studies by Sector and Exit Type (N = 157)
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3.5 Quantitative trends over time

The evaluation of the publication trends for 25 years demonstrated that the
quantity of the publications had been growing on average by 4.2-12.6 publications/year
(2000-2010 to 2016-2025, respectively) and this was 200 percent. This trend indicates
increased scholarly and managerial attention to the field of inclusive and dignified
offboarding, as this upward trend shows (Nishii & Leroy, 2022).

The thematic analysis in totality provides a picture of a structurally mature but
conceptually immature area. Identity preservation and relational continuity have not been
adequately theorized whereas the constructs of justice prevail. This disequilibrium leaves
a gap in the conceptual grasp of long-term post exit dynamics. This theoretical gap is
filled by repositioning dignity as the missing mechanism of explanation as discussed in

the following.
4 DISCUSSION

One of the theoretical contributions that the review made is the conceptualization

of employee dignity as the mediating factor connecting inclusive practices of offboarding
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to individual, organizational, and reputational outcomes. Although earlier studies have
investigated procedural justice, interactional justice and organizational support as the
independent predictors of employee responses, the current review shows that dignity
incorporates these concepts into one complete explanatory model. In particular,
procedural fairness affects the sense of legitimacy, interactional justice affects the
maintenance of dignity by respectful treatment, and psychological support promotes
dignity restoration in the process of transition (Nishii & Leroy, 2022). This framework
reduces the effectiveness of inclusive oftboarding practices in explaining the relationship
between justice-consistent treatment and the creation of dignity as the resulting
psychological state that leads to emotional recovery, organizational identification, and
reputational advocacy. This is a contribution to the organizational justice theory because
it brings in dignity as another proximal psychological process by which justice
perceptions relate to long-term relational and reputational consequences. (Zhao et al.,
2024).

In addition to establishing prevalent themes, the synthesis unveils valuable
theoretical connections between organizational outcomes and dominant themes and
inclusive offboarding practices. Procedural fairness and interactional justice create the
feeling of legitimacy, and respectively, they directly affect the maintenance of dignity by
treating others respectfully. Dignity restoration can be achieved through psychological
support especially at the involuntary exits. The practices of knowledge transfer also play
a symbolic role in leading to organizational recognition of the contributions of employees,

which boosts dignity. (Van Niekerk, M. 2025).
4.1 Employee well-being and organizational justice

Oftboarding practices focus on the topic of organizational justice, such as
procedural, distributive, and interactional (Mengstie, 2020). When people are treated
fairly during exit procedures, their turnover intentions decrease, and they develop positive
attitudes towards the organization (Salunkhe et al., 2024). Procedural fairness, which
includes transparent layoffs, can play a significant role in terms of how they are perceived
by employees (Edrees et al., 2023). The social exchange theory supports the fact that

employees mimic equal treatment with faithfulness and positive actions (Blau, 1964).
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Weakly addressed exits may create additional stress and disconnection between the
remaining staff (Dhanani ef al., 2025). Dignity is mandatory to be maintained through
respectful correspondence and psychological assistance (Shinde, 2025). Psychological
distress is reduced among outgoing workers through counseling, outplacement services
and career support (Klotz & Bolino, 2016). Transference of knowledge leads to continuity
in the operations and portrays respect of employee input (Hom et al. 2017). Compensation
on ethics helps to safeguard organizations, as well as strengthen trust and equity (Shinde,

2025).
4.2 Post-exit relationships and implication of organization

Inclusive oftboarding creates connection and organizational performance in the
long-term (Felps et al., 2006). Referral programs, boomerang hiring, and alumni networks
are the sources that provide the opportunity to remain involved (Moon, 2024). The exit
practices that are DEIB-consistent encourage equality and psychological safety (Hom et
al.,2017). Most studies consider corporate environment conditions in North America and
Europe, which results in research gaps in nonprofit, in the gig economy, and Global South
(Zhao et al., 2024). Integrating equity, communication, and support into the exit processes
increases exit knowledge retention, reputation of the employer, and ethical culture (Hom

etal., 2017).
4.3 Mediating and moderating mechanisms in inclusive offboarding

Respectful communication, open decision-making, and psychological support can
be regarded as inclusive practices that can boost dignity preservation, which consequently
define emotional recovery, organizational trust, and desire to continue relationships after
exiting (Im & Chung, 2023). Procedural fairness might not be sufficient to achieve
negative psychological outcomes, in the absence of dignity preservation (Felps ef al.,
2006). Employee dignity functions as the sole mediating mechanism linking inclusive
offboarding practices to post-exit outcomes. Inclusive practices (procedural fairness,
respectful communication, and psychological support) operate as identity-relevant signals

that reduce identity threat and enable identity preservation, thereby shaping dignity
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perceptions. In contrast, exit type and ethical culture operate exclusively as moderators,
not mediators. Exit type conditions the strength of identity threat, such that involuntary
exits intensify the impact of inclusive practices on dignity. Ethical culture strengthens or
weakens the translation of dignity into behavioral outcomes by reinforcing or

undermining social exchange norms (Moon, 2024).
4.4 Multi-level implications of inclusive offboarding

Inclusive oftboarding is a multi-level construction that has an individual,
organizational, and reputational implication. Dignity-preserving offboarding leads to
better emotional healing, mental health, and career transition preparedness at the
individual level (Hom et al., 2017). When employees are sent away with a dignified exit
procedure, they have higher chances of retaining self-esteem and professional identity.
Inclusive offboarding enhances knowledge retention, organizational culture and
minimizes disruption among the remaining employees at the organizational level (Klotz
& Bolino, 2016). Respectful and fair exit practices support organizational justice attitude
in the remaining employees and thus maintain morale and trust. On reputational
dimension, dignity-saving exit behaviors enhance employer branding and reputational
risk is minimized. Ex-employees can act as organizational promoters, join alumni
associations, and create good organizational image in the workplaces and employment
markets (Im & Chung, 2023). Such a multi-tier framework proves that the concept of an

inclusive oftboarding brings about value beyond the short-term administrative results.
4.5 Theoretical tensions and contradictions

The analysis shows that three theoretical tensions on oftboarding literature remain
unsolved.

First, there is a procedural-relational conflict: there are studies that put procedural
fairness at the center of employee responses, and others that focus on interpersonal
treatment. This rift is an indication of a broader theoretical difference between structural

legitimacy and preservation of relational identity (Sabuhari et al., 2025).
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Second, a closure/continuity dilemma: classic turnover studies have
conceptualized exit as disconnection with the organization, whereas new scholarship
identifies relational continuity in the form of alumni networks and boomerang hiring.
These views are yet to be integrated theoretically (Schierholt ez al., 2023).

Third, an efficiency ethics tension: offboarding is also discussed as an
administrative risk management or an ethical act based on the principles of DEIB.

The dignity-based model suggested below solves these tensions by making dignity
the integrating factor between structural justice and relational continuity (Sabuhari et al.,
2025). The model unites procedural and relational paradigms and combines ethical and
strategic views by replacing the concept of exit as terminal administrative event with that

of identity-relevant transition.
4.6 Sectoral and geographic variations

There is a great deal of geographic and sectoral inequality in the review. The
majority of the research is Western based with most researchers existing in North America
and Europe and this represents the cultural assumptions of the West regarding individual
identity and organizational relations (Schierholt er al., 2023). Collectivist cultural
contexts, in turn, might attach greater importance to relational dignity and community
identity. Corporate settings appear to take the lead in literature and the sector of gig
economy and nonprofit is under-studied. These variations indicate that dignity preserving
practices might be different in cultural and organizational settings (Igbal & Ahmad,

2022).
4.7 Conceptual evolution of offboarding research

Oftboarding studies have gone through three stages. The initial studies (2000-
2010) were mainly concerned with turnover and knowledge retention. The second phase
(2010 2018) added organizational justice and employee experience views. The latest step
(2018 2025) focuses on the dignity of employees, health, and relationship continuity. This
transformation is a part of the wider trends in the HRM towards employee-based and

ethical organizational behavior (Im & Chung, 2023).
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4.8 Theoretical implications

There are several important contributions made to theory through this research.
For one thing, dignity is moved to the status of a proximal psychological mechanism in
organizational justice theory, focusing on not just perceptions of fairness but also
processes preserving the identity of an individual as the key to understanding subsequent
relational and reputational consequences (Ali et al., 2022). Secondly, the research helps
integrate the disparate elements (e.g. justice, respect, and support) into a multilevel
framework based on the difference between structural antecedents, interaction processes,
and mediating identity elements (Schierholt et al., 2023). Lastly, the research makes an
important contribution to the oftboarding literature by reconceptualizing exit as an

identity-relevant transition instead of a purely administrative process.
4.9 Competing explanations

Other potential explanatory reasons have to be considered. First, there is social
exchange theory, which posits that the post-exit behavior could also be a consequence of
reciprocity rather than preservation of dignity. Second, labor market factors could
influence the post-exit attitude regardless of whether employees experience the exit
process positively due to good opportunities outside the organization (Lee & Rhee, 2023).
Third, individual-level characteristics may also explain why some employees feel better
after leaving the company irrespective of how they experienced offboarding practices.
Fourth, reputation could also emerge from brand building efforts instead of just being
related to the employee experience. Nonetheless, while the model helps to provide a
rationale for outcomes, other explanations suggest the multiplicity of determinants of
outcomes (Al ef al., 2022).

Based on the findings, the regularities of practices of fairness, communication,
and support can be established. Nonetheless, they cannot explain the variation in the
results. In order to address this issue, it is crucial to rely on the understanding of dignity
as the mechanism underlying such regularities. Based on these premises, the following

hypotheses will be made.
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5 PROPOSITIONS FOR FUTURE EMPIRICAL RESEARCH
5.1 Integrative model and proposition development

In light of the integrative model outlined above, inclusive oftboarding is
conceptualized as a justice-and-identity-based system of organizational policies that
regulates how employees perceive their departure from the organization (Lee & Rhee,
2023). At the core of this theoretical model lies the assumption that the dignity of
employees acts as the mediator between the structural antecedents of justice, respect, and
support, with each of them being translated into psychological and interpersonal
dynamics. Furthermore, this model takes into account contextual boundary conditions,
implying that the nature and intensity of these relationships depend on certain situational

characteristics, namely exit type and ethical culture of the organization.
5.2 Direct relationship: inclusive offboarding — employee dignity

The inclusive oftboarding practices, that are procedural fairness in terms of
protocol-driven processes, respectful treatment, clear communication, and personalized
attention, are (affirmative) signals that make employees realize the true worth of their
identity while leaving. Such actions reduce the threats to identity and preserve the
professional self-concept of employees, hence promoting dignity perceptions.

Proposition 1 (Direct Effect):

Inclusive oftboarding practices promote employee dignity through identity
preservation and minimize identity threats, thus contributing to the internalization of

organizational treatment.
5.3 Mediating mechanism: dignity — psychological outcomes

The concept of employee dignity acts as a primary explanatory variable between
offboarding practices and the post-exit psychological adjustment. By maintaining dignity,

the employees are less prone to identity disruption and emotional distress, more prone to

show adaptive coping and psychological recovery.
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Proposition 2a (Mediation — Psychological Outcomes):
Employee dignity acts as a mediator between inclusive offboarding and the
psychological impact where identity protection alleviates emotional problems and helps

individuals recover from the negative experience.
5.4 Mediating mechanism: dignity — relational and reputational outcomes

In addition to the psychological outcomes, dignity defines how the former
employees relate to the organization. Maintained dignity enhances the chances of the
relational involvement to continue, such as favorable word-of-mouth, alumni
identification, and employer promotion.

Proposition 2b (Mediation — Relational/Reputational Outcomes): The dignity
of the employee mediates the link between inclusive oftboarding and post-exit
organizational advocacy in that the perception of dignity leads to social exchange

reciprocity, thus increasing positive word-of-mouth and relational continuity.
5.5 Contextual moderation: exit type

The relationship between inclusive offboarding and dignity is contingent upon the
nature of the exit. Involuntary exits (e.g., layoffs, redundancies) are associated with
heightened identity threat, thereby increasing the marginal impact of inclusive practices
on dignity preservation.

Proposition 3 (Moderation — Exit Type):

The exit type influences the impact of inclusive offboarding on employee dignity

to the extent that it is more pronounced when the exit is voluntary.
5.6 Contextual moderation: ethical culture

The meaning of dignity as advocacy behavior relies on the context of the
organization. A well-established ethical culture supports dignity-consistent cues, which

increase the chances of existence of preserved dignity leading to positive post-exit

behavior.
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Proposition 4 (Moderation — Ethical Culture):
The impact of employee dignity on post-exit outcomes is contingent on ethical
culture; therefore, ethical culture acts as a moderator between employee dignity and post-

exit outcomes.

5.7 Conceptual role clarification

In the given framework, employee dignity is mentioned only as a mediating one,
between the concept of inclusive offboarding practices and both the psychological and
relationship outcomes (Figure 6). The contextual variables exit type and ethical culture
are defined as moderators explicitly, they do not tend to explain but to strengthen the
relationships. This specification has brought about theoretical accuracy, non-redundancy,
and causal transparency, thus filling in some of the ambiguities of the past in offboarding

studies, and enhancing the explanatory comprehensibility of the model.

Figure 6
Conceptual Model of Inclusive Offboarding, Employee Dignity, and Moderating Factors

Exit Type (Voluntary vs. Involuntary)

Inclusive Offboarding
Practices Employee 1 Psychological
Eates Dignity —— Well-Being —»

« Respectful Communication Mediator |
« Individualized Support \ 1 Post-Exit 1 Post-Exit ‘ v
Advocacy =% Organizational [ Eth_lcal Culture .
(High vs. Low)

Advocacy

5.8 Boundary conditions

This model operates under certain conditions, which have been highlighted below:
Firstly, the form of exit that occurs affects the level of threat and thus the role that
dignity plays in the process. Involuntary exits create a situation where the importance of
dignity becomes greater. Secondly, organizational ethical culture plays a key role in

determining whether the employee considers the dignifying signal as credible or not and
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thus responds positively through reciprocity. Thirdly, the industry plays a key role in
affecting the efficacy of the model in cases involving highly transactional industries.
Lastly, the centrality of an individual’s identity influences the sensitivity of the individual

to any dignity-based threats.
6 LIMITATIONS

This study faces certain limitations in terms of methodology, concepts, and data
collection. The methodology includes dependence on secondary sources of literature and
lack of meta-analysis of effect sizes which makes causal inference and generalization
difficult. On the concept side, there is an inconsistency in definitions and
operationalization of key concepts such as dignity and inclusive oftboarding which leaves
aroom for confusion. Finally, from the data side, there is an overrepresentation of sources
from the West and corporate world, among others. Furthermore, there is the risk of
publication bias due to the fact that research that yields no results or even negative results
is not often published. This means that the findings cannot be generalized to other
contexts that are outside the realm of corporations or the Western world. The use of cross-
sectional studies makes it impossible for any causal relationship to be established, while
the different ways used to measure the dependent variable make it difficult to compare
one study to another. Lastly, the impact of new factors like technology, artificial

intelligence, and hybrid work arrangements has not been sufficiently examined.
7 PRACTICAL IMPLICATIONS

The results have put inclusive oftboarding into a strategic role as opposed to an
administrative one. There is need for organizations to ensure transparency and fairness in
their exit procedures by maintaining consistency in their communication, decision-
making, and policies. In addition to minimizing unpleasant feelings, psychological
counseling, career counseling, and outplacement will ensure that the organization’s
reputation is well protected. As far as ensuring sustainable organizational processes go, it
will be necessary to have knowledge sharing and transferring in place. This will mean

having relationships with former employees by forming alumni networks and referral
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programs in order to have lifelong partners within former employees. The integration of
DEIB principles in the offboarding process will guarantee that all employees will receive

the necessary respect during this stage.
8 FUTURE RESEARCH RECOMMENDATIONS

Future research efforts must concentrate on exploring the developed dignity-
centric framework using advanced methodological techniques. Experimental research
design such as a lab experiment or field experiment is required to test for any causation
between different types of offboarding process, feelings of dignity and behavior. The use
of longitudinal methods will aid researchers in capturing the time aspect of restoring
dignity while making judgments about its impacts on future behaviors. Cross cultural and
cross sector analysis will help in validating the developed framework through studies
conducted among various institutions, especially those not represented within the
literature such as Global South and non-business settings. The utilization of multi-level
analysis models will be important in studying the relationships between variables at
multiple levels. Some of the topics that need further exploration are the impact of
technological developments, Al-supported HR practices, and hybrid working models on
offboarding processes. More emphasis should be placed on examining less-represented
labor market groups, including gig economy workers, part-time employees, and

individuals working in sectors with high turnover rates.
9 CONCLUSION

The inclusive offboarding is, on the one hand, strategically significant and, on the
other hand, ethically essential element in the practice of HR management. With the
implementation of wisdom, it will ensure dignified and fair treatment of the leaving staff
members and, as a consequence, preservation of organizational reputation, knowledge
transfer and creation of good relationships after termination of the employment relations.
Proper offboarding practices like transparent processes, effective communication,
motivation and post-offboarding engagement initiatives help transform the exit of the

employees from potentially losing resource for organization to positively engaged
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individual who may enjoy some benefits provided by the organization in the future.
Incorporating the ideas of DEIB into the process of exiting will promote fairness and
inclusivity that will have an impact on overall organizational culture. In any case,
inclusive offboarding should be considered among the primary sources of organizational

sustainability, ethical management and employees' wellbeing.
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Appendix

Appendix A. List of Studies Included in the Systematic Review (N = 157)

This appendix provides the complete list of peer-reviewed studies included in the

hybrid systematic and integrative review. Each study was coded according to author(s),

year, journal, methodological design, theoretical framework, geographic context, and

primary thematic contribution.

No. Author(s) Year Journal Method Theory Regio Primary
n Focus
Al Allen, Bryant, 2010 Academy of Conceptual Social USA Talent
& Vardaman Management Exchange retention and
Perspectives Theory exit
implications
A2 Backhaus & 2004 Career Conceptual Employer USA Employer
Tikoo Development Branding reputation
International Theory and exit
perceptions
A3 Bakker & 2017 Journal of Conceptual review | Job Demands— | Europ Employee
Demerouti Occupational Resources e well-being
Health Theory
Psychology
A4 Edrees, Khalid, 2023 Employee Quantitative Organizational | Asia Procedural
& Baloch Relations Justice Theory justice in
downsizing
AS Hom, Lee, 2017 Journal of Review Turnover USA Employee
Shaw, & Applied Theory exit behavior
Hausknecht Psychology
A6 Klotz & Bolino 2016 Academy of Review Turnover USA Employee
Management Process departure
Annals Theory experiences
A7 Klotz et al. 2021 Journal of Quantitative Mobility USA Workplace
Applied Theory mobility and
Psychology exit outcomes
A8 Mengstie 2020 International Quantitative Organizational | Africa Turnover
Journal of Justice Theory intention
Organizational
Analysis
A9 Moon 2024 Human Resource Conceptual Organizational | Asia Inclusive
Management Justice + oftboarding
Review DEIB
Al10 Salunkhe, 2024 SA Journal of Quantitative HRM Africa | HR practices
Mhlongo, & HRM Practices and turnover
Khoza Theory
All Shore et al. 2011 Journal of Review Inclusion USA | Inclusion and
Management Theory employee
experience
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Al2 Zhao et al. 2024 Heliyon Bibliometric EDI Theory Asia Equity and
organizational
outcomes
Al3 Dhanani, Beus, 2025 Journal of Quantitative Stress Theory USA Workplace
& Joseph Organizational stress and
Behavior well-being
Al4 van Niekerk 2025 Journal of Quantitative Reputation Europ Exit and
Organizational Theory e employer
Effectiveness reputation
Al5 Felps, Mitchell, 2006 Academy of Quantitative Social USA Exit impact
& Byington Management Contagion on
Journal Theory organizational
behavior
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Appendix B. Quality Appraisal Using Modified CASP Checklist

B1. Quality Assessment Framework

All included studies (N = 157) were appraised using a modified version of the

Critical Appraisal Skills Programme (CASP) checklist adapted for management and

organizational research. The assessment evaluated five methodological dimensions:

1. Research Design Clarity — clarity and appropriateness of study design

wok wN

Each study was scored on a 5-point Likert scale:

(1 = Very Weak, 2 = Weak, 3 = Moderate, 4 = Strong, 5 = Very Strong)

The overall quality score was calculated as the mean of the five dimensions.

B2. Quality Score Distribution

Contribution to Literature — theoretical and/or practical contribution

Quality Category | Score Range | Frequency (n) | Percentage (%)
High Quality 40-5.0 68 43.3%

Moderate Quality 3.0-39 89 56.7%
Low Quality <3.0 0 0%

Summary Statistics:

e Mean Quality Score: 3.9

Methodological Rigor — robustness of methods, sampling, and analysis

Theoretical Grounding — integration and justification of theoretical framework

Data Transparency — clarity in reporting data sources, measures, and procedures
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o Standard Deviation: 0.42
e Range: 3.1 —4.8
Only studies with a score > 3.0 were retained in the final synthesis to ensure

methodological robustness.

B3. Dimension-Level Averages

Dimension Mean Interpretation
Score

Research Design Clarity 4.1 Strong

Theoretical Grounding 3.8 Moderate—Strong

Methodological Rigor 3.9 Strong

Data Transparency 3.7 Moderate

Contribution to Literature 4.0 Strong
Interpretation:

The literature demonstrates strong design and contribution quality but
comparatively weaker transparency and theoretical integration—supporting the need for

integrative conceptual development.
Appendix C. Database-Specific Search Strings

Database-Specific Search Strings: While a generalized Boolean string guided the
search process, syntax was adapted to each database.

e Scopus: TITLE-ABS-KEY(("employee oftboarding" OR "exit management" OR
"employee exit" OR "workforce downsizing" OR "termination practices" OR
"outplacement") AND ("dignity" OR "respect" OR "organizational justice" OR
"inclusion" OR "fairness" OR "employee wellbeing"))

e Web of Science: TS=(("employee offboarding" OR "exit management" OR
"employee exit" OR "workforce downsizing" OR "termination practices" OR
"outplacement") AND ("dignity" OR "respect" OR "organizational justice" OR
"inclusion" OR "fairness" OR "employee wellbeing"))

e ABI/INFORM (ProQuest): AB,TI(("employee offboarding" OR "exit

management" OR "employee exit" OR "workforce downsizing" OR "termination
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practices" OR "outplacement") AND ("dignity" OR "respect" OR "organizational

justice" OR "inclusion" OR "fairness" OR "employee wellbeing"))

Business Source Complete (EBSCO): AB(("employee offboarding" OR "exit
management” OR "employee exit" OR "workforce downsizing" OR "termination
practices" OR "outplacement") AND ("dignity" OR "respect" OR "organizational justice"
OR "inclusion" OR "fairness" OR "employee wellbeing"))

Appendix D
Section and Topic Item Checklist Item Reported Location in Manuscript
No. (Yes/No)
TITLE 1 Identify the report as a Yes Title page
systematic review
ABSTRACT 2 Structured summary of Yes Abstract
objectives, methods,
results, conclusions

INTRODUCTION 3 Rationale for the review Yes Introduction

4 Objectives or research Yes Section 1.1
questions
METHODS 5 Eligibility criteria Yes Section 2.3
6 Information sources Yes Section 2.2
7 Search strategy (full) Yes Section 2.2, Appendix A
8 Selection process Yes Section 2.4
9 Data collection process Yes Section 2.7
10 Data items Yes Section 2.7
11 Study risk of bias Yes Section 2.6
assessment
12 Effect measures Not -
Applicable
13 Synthesis methods Yes Data Synthesis and Analysis
14 Reporting bias assessment Yes Section 2.6
15 Certainty assessment Yes Section 2.5
RESULTS 16 Study selection (PRISMA Yes Section 2.4, Figure 2
flow diagram)
17 Study characteristics Yes Section 2.8
18 Risk of bias in studies Yes Section 2.6
19 Results of individual Yes Results/Synthesis
studies
20 Results of syntheses Yes Data Synthesis
21 Reporting biases Yes Section 2.6
22 Certainty of evidence Yes Section 2.5
DISCUSSION 23 Summary of evidence Yes Discussion section
24 Limitations of evidence Yes Limitations section
25 Implications of results Yes Discussion/Conclusion
OTHER 26 Registration and protocol Yes Section 2.1
INFORMATION

27 Support/funding Yes Acknowledgment (if applicable)
28 Competing interests Yes Declaration section
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