
 
1 

 
CHAPTER I 

1. INTRODUCTION 

1.0 BACKGROUND 

 

One of the ancient Retailing is one of the oldest businesses of mankind and almost close to 

settled agriculture, as its beginning can be traced back to the time when exchange of goods 

started taking place. Any exchange (even barter) as in ancient times represent retailing as

there was a direct interaction with the consumer. As the progress growth in human 

civilization took place and business as a unit it evolved, the direct producer-to-the-

consumer interaction gave away to a business-to-consumer interaction. Any business to 

customer interaction in the present context can be termed as retailing. Retailing, therefore, 

encompasses all forms of direct marketing too, in its broader sense. 

The French word Retailer is origin for the word retail, which means to "cutting off, clip and

comprises of the sale of physical goods or merchandise from a static

location. The activities include selling, renting, and providing goods and services to the end 

users for their personal and family use. (https://www.etymonline.com/, n.d.) 

 

1.1 Indian Retail market 

 

The Indian retail sector is experiencing a rapid modification and this promising and 

upcoming market is experiencing a considerable amount of alteration in the investment and 

growth patterns. The new entrants as well as existing organisations in the market are trying 

to invest upon new sorts of retailing formats. Early nineties supermarkets and hypermarkets 

were extensively popular retail formats and now there has been a gigantic change are there. 

The retailers facing challenges in constantly changing and modifying their retail marketing 

strategies as per the shifting customer dynamics. In simple words, one can say that earlier 

the retail industry was driven by manufacturer and seller but in present scenario it has 

become totally driven by consumer. Indian service segment is renowned for its capability

and retail plays a key role in it.  Indian retail sector is getting a lot of international attention 

being the second place in the entire world market and therefore, a majority of multinational 

organizations are interested in capture this huge market.   
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The Indian retail industry is sprouting as one of the largest sectors in the economy. It is 

expected growth rate is US$ 1.3 trillion by 2020, footage a CAGR of 9.7 per cent 

between 2000-2020.  

 

A published report of the Boston Consulting Group and Retailers Association of India, 

(RAI, 2020) is highlighting that driven by the 

factors like improved income rate, urbanisation and attitudinal shifts. 

  

 
Figure 1.1, Source: BCG IAMAI 2014 report 

There is a swift in internet usage and emerging e- commerce market leads to huge 

investments in retail industry in India. The expected contribution of gross products value 

-commerce market going to reach US$ 220 billion, and 530 million 

shoppers by 2025, it is driven by improved tele communication, conveyance and positively 

receiving of online services by customers, and more variety of products. (Pandey, 2019) 

 

The Global Retail Development Index developed by (Mirko Warschun, 2017) has listed 

India first among the top 30 upcoming markets in the world. With the change in time 

evidently change in customer habits and lifestyle.  The emergence of Indian retail industry 

as one of the most evolving and dynamic industries can be attributed to the entry of several 

new players. Total expenditure in consumption is expected to reach nearly US$ 3,600 

billion by 2020 from US$ 1,824 billion in 2017. The retail industry contributes to over 10 

ss Domestic Product (GDP) and around 8 per cent of the 
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employment. On a global ranking India stands fifth in the retail arena. Retail includes both 

online and offline purchase. 

 

Figure 1.2, Source: Ibef.org 

 

In the United Nations Conference on Trade and Development's Business-to-Consumer 

(B2C) E-commerce Index 2019 and as per World 

India ranked 73 and ranked 63 consecutively. According to Foreign Direct Investment 

Confidence Index India rank is 16. (IBEF, 2019) 

 

1.2 MARKET SIZE 
 
 

The Retail industry got   US$ 950 billion on 2018 and the CAGR expected lot of change in 

its market size by 2021. They projected 67 to 84 billion by 2021. The un organized retail 

sector in India also developed with huge profits in the FY20. Apart from the unorganized 

market, huge investments and capital vested in organized sector. Rapid development is 

there in Indian E- commerce market.  (IBEF, 2019). 
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1.3  FORECAST OF RETAIL MARKET IN INDIA 

 

Indian Retail Market size from 2011 to 2020 with projection until 2026 ( in billion 

U.S. dollars) (https://www.statista.com, 2020) 

  

Figure 1.3, Source: Statista.com 

 

Figure 1.4, Source: Advance Technopak limited 
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Total Retail Market in FY 20 category based  

 

 
Figure 1.5, Source: Advanced Technopak Limited 

 

1.4 INVESTMENT SCENARIO 

 

According to Department for Promotion of Industry and Internal Trade (Trade, 2020) 

(International Management Consulting services Limited, 2010) the exchange rate in FDI 

got increased up to US$ 2.12 billion in the period of 2000 to 2020.  The needs of customers 

are getting changed and they are looking for the variety in their need. Hence many of the 

organizations investing their capital in retail space. It shows US$ 970 million got from 

different private investors involved in 2019.  

 

1.5 GOVERNMENT INITIATIVES 

 

The below mentioned are GOI (Government of India) has taken the following measures to 

improve the retail sector 

 GOI permitted E- Commerce companies and foreign retailers to sell the made in 

India products according to the changes taken in FDI rules.  

 Indian Government has given clarity on FDI on all the retail services with 100 

percent. 

 Indian retail market increasing CAGR of 9-11 percent which was estimated amount 

$1.75 ton by 2026 from the amount $0.79 ton in 2018.  Projected amount for E- 

commerce is $200 ton by 2026. 
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 In Indian total retail sector contributing 88% and 22% by unorganized and 

organized retail sector in India.  (Delloite, 2017-2018)  The current estimation of 

total retail market is $60 bn and $40 bn by organized and the unorganized market 

consecutively. The share of organized retail is growing rapidly which is the main 

cause for the reduction of unorganized retail portion and estimated growth of 

organized retail market is 23- 25 % by 2021. It has a potential increase of $140 bn. 

 

1.6 FUNCTIONS OF RETAILING 

 

These functions include Important functions of retailers to perform products sale: 

 Sorting 

The Large scale production of manufactured goods produced by manufactures. The 

same variety of goods and products are going to sell some of the buyers i.e., selected 

buying units who takes in large quantity. While the customers want verity of 

products . Retailers maintain the products  

 Managing small lots 

Retailers buy the goods from two different channels i.e., the manufacturer who 

produces the goods and the large quantities procured by wholesalers who sells to 

the customer in small quantities. 

 Communication channel 

The retail industry involves in straight contact with the end users and for businesses 

and producers one of the significant functions of retail is channel of communication. 

The benefits and discount of the products are declared by the manufacturers. The 

mediator between the company and the customer is retail. Retailers how they 

informed about advantages and discounts of the products similarly they pass the 

feedback from customer to wholesalers. 

 



 
7 

 
 Marketing 

The final channel of the retail is market i.e., retail stores. The final decisions are 

taken in retail stores so, for the brands the important channel is retail stores. All the 

strategies given by the manufacturer like ads, smart placements and offers all are 

implemented to increase the sales and profit in retail outlets. 

 

1.7 KINDS OF RETAILING 

 

The dynamics of Indian retail sector is transforming incredible way. The entire 

Indian retail sector is categorized in to two formats that is organized and un 

organized retail sectors. The changing lifestyle of the customers is influencing 

the present retail market. The development is evident in customer behavior is 

huge which has already contributed to the Indian economy of retail sector. In 

1990, the LPG (Liberalization, Privatization and Globalization) effected 

positively on the retail market as well as customer experience in exploring the 

variety of products. The retail sector can be mainly classified as: 

 
             Figure 1.6, Source: by Researcher's work 
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1.7.1 Un Organized Retail 

 

In Indian olden days the retail setup was small family business which are prominently 

known as Kirana stores or neighborhood mom and pop stores. These Kirana shops are 

always with small set up with less space, limited products, lack of skills, funds and 

infrastructure. This conservative way or traditional way of retail is called as unorganized 

retail sector.  

These unorganized retail stores are not under any proper legal structure and very less 

maintenance of records. The small stores and scattered stores in a fixed place or mobility 

of a place so, these unauthorized stores are also getting the profits. 

 

1.7.2 Organized Retail 

 

Organized retailers are those who are registered for business activities and the levied taxes 

on those activities to pay to the government. Under one roof all the goods and products 

kept in a format, maintained records, works with skilled manpower and with prescribed 

infrastructure is called as organized retail sector. The display of prices is systematic and 

electronic billing system which is connected with government taxes and system storage are 

available. 

Moreover, the customer care department take care of the customer related issues and proper 

grievance system also available. Stock records are maintained for the check. In the present 

day scenario organized retail is providing comfort and ease to the customers in their product 

service and assistance.  

 

1.8 RETAIL CHAINS IN KARNATAKA 

 

1.8.1 Tata Group 

 

The group of Tata company have grown over the years right from fast moving consumables 

(FMCG) to general merchandising. The retail store west side was launched in 1998. One 

of the largest specialised stores includes Croma, by infinity retails and star bazar has made 

their foot mark in the market.  Today the group has fit in entire globe. 



 
9 

 
 

 

1.8.2 Reliance Retail 

 

Reliance retail is the biggest company in India by reach scale of revenue and profitability. 

It has occupied by the market and heads its presence in food, FMCG and fashion retailing. 

It is the first retailer in India that has crossed 1000 crores revenue and was secured 94th 

rank in Delloite Global Power of retailing 2019 list. The operation mode of retail is 

customer centric.  

 

1.8.3 Future Retail 

 

Future retail serves millions of customers in traditional and digital format. Its hyper market 

and supermarket business which is as well as known chains of Big Bazar, hyper city, food 

bazar et. In its home business special store like home town is the stop point. Now Hyper 

city is no longer existed  taken over by other group and big bazar taken over by the 

reliance. 

 

1.8.4 Avenue Supermarts Limited 

 

Avenue Supermarts Limited is Indian based super market prominently known as Dmart. 

This retail store is providing domestic and consumables to the customers at their store with 

less price. As per the recent article in business standard provides information about its net 

profit is 1349.89 crores for the financial year 2020. 

 

1.8.5 Shoppers Stop Limited  

 

Shoppers Stop Limited more than 200 multi 

format stores in around 40 cities with workforce more than 7500.The company provides all 

varieties and brands apparel not only belongs to our country it includes also international 

brands. 
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1.8.6 Aditya Birla Fashion & Retail Ltd 

 
Aditya Birla Fashion and Retail Ltd. (ABFRL) developed after the amalgamation of the 

branded cloth businesses, Pantaloons holding ABNL and Mudra fashion. These changes 

occurred in the year 2015. It has around 2800 own brands across the various towns and 

cities in India and which is one of the robust fashion retail groups.  

 

1.8.7 M.K. Retail Company 

 

Established by Mr. Abdul Rahman, successor of one of Bengaluru's pioneering retail 

business families in 1927, M.K. Retail Company is a family-owned business and has 

restructured and improvised the self-service supermarket format to meet the ever-changing 

demands of the customer and has stretched across prime locations of the city. 

 

1.8.8  RPG Group 

 

 is one of the oldest companies in retail industry since 1863.It was established by 

Mr. John William Spencer and later taken by RP Goenka in 1989. It provides a large 

number of consumables and special products under one roof. 

 

1.8.9 Landmark Group 

 

Landmark Group is an Indian multinational corporation based in Dubai, it is also known as 

Lifestyle by its customers. Micky Jagtiani,  chairman in UAE. The group is involved in 

hospitality & leisure, healthcare and mall management apart from fashion, apparel and 

accessories retail. Customer satisfaction plays key role. Bangalore is one of the prime 

places for the Landmark group to expand its business. 
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1.9 RETAIL FORMATS IN INDIA 

 

 

 
Figure 1.7, Source:  Researcher 

 
1.9.1 Traditional or Kirana Store 

 

Kirana stores are a type of unorganized retail format enterprise. This type of retail set up is 

characterized by the owner doubling up as the employee/manager as well, having small 

space setup and the absence of aisles. These stores are likened to mom and pop stores in 

the western countries. Being a small independent store carrying a variety of product 

categories and providing personalized shopping experiences to customers, they are popular 

across India but more particularly in the smaller towns and cities. However, the emergence 

of the new formats has led to the Kirana stores attempting extreme makeovers in order to 

retain their appeal and customer base. 
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1.9.2 Department stores 

 

Department stores are general merchant stores that are categorized under organized retail. 

They provide customers with a wide array of mid- to high-quality products. While most 

department stores stock and sell normal goods, some of them only deal with a select 

horizon of products.  

 
1.9.3 Malls 

Malls culture stated in India 1999 in Delhi after that by 2003 it started in remaining other 

metros. These are one of the most predominant, well known formats. These are the places 

with many visitors and this culture changed the customers buying culture. These are one 

of the biggest Indian retail formats. All brands and products are available at one place. 

Forum Value Mall, Orion Mall, Phoenix mall. 

1.9.4 Discount Stores 

Discount stores one of the retail formats stores where it provides products at a concession, 

which is, at a lesser rate than the market retail price. The main aim of these retail format 

is that to clear the surplus stock with basic minimum price according to the season like 

festivals, other occasions and to attract the customers. Discount stores are of known as 

Limited line discount stores and Full line discount stores. 

 Limited line discount stores: These are the places only less brand products are 

available discount on them. These are mostly located near the residential homes, 

out skirts of the towns and cities. 

 Full line discount stores: This kind of stores provides on a greater number of 

products. Apart from these products it covers Kitchen and home furnishings with 

unique billing and customer service system.  

1.9.5 Supermarkets 

Most commonly situated stores are Supermarkets. These are the places where we find 

groceries and domestic consumables.  These huge markets are self served places and 
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provides different products to the customers. The prices are of reasonable with good 

quality of products 

1.9.6 Street vendors 

The sellers or venders who are selling their products on the streets are called as street 

vendors. By vocalizing the goodness of their produce/products, they always seek the 

attention of customers. These people are finds in almost every corner in India. separate 

areas are allocated for them exclusively in many of towns and cities.  

1.9.7 Hypermarkets 

Hypermarkets are huge retailers in the organized sector that combine the retail formats 

of supermarkets and department stores. They provide all kinds of durables and 

consumables goods. MK retail and Reliance Smart are examples of such hypermarkets in 

India which draw attention of huge mobs. 

1.9.8 Kiosks 

 
These are the shops with a less space occupied small shops. We can find these mostly 

near every corner of the place with Newspapers, local made items, low priced accessories 

and pan items. 

Evolution of retail in India 

        
    Figure 1.8, Source: TecknopaK Advisors Pvt. Ltd, BCG, TechSci Research 



 
14 

 
1.10 ROLE OF HUMAN RESOURCE IN ORGANIZED RETAIL 

 

The role of human Resources mostly we found in or created by many retail stores. The 

following diagram describes the operation wise allocation of man power in the organized 

Retail sector. Approximately 80% man power are responsible out of the entire manpower 

works in the organized retail sector. Based on operation wise work we can find in many 

departmental stores and super markets. There is no exclusive demarcation in the smaller 

setups of retailers. 

 

Distribution of Employment in the organizations as per the report of (International 

Management Consulting services Limited, 2010). 

 

Man power Proportion in the organization 

 

 
Figure 1.9, Source: Primary research of IMaCS Analysis 

 

1.11 DEMAND DRIVERS IN ORGANIZED RETAIL SECTOR 

 

1.11.1 Demographic share 

 

The average Indian worker age group starts 18 years where as retirement age group is 

maximum of 64 years. The prediction is proportionately increased from 63.9% in 2006 to 

69.4% in 2026. The aim of the marketers is age group of 18-40, is seen to be accountable 

for 60% of the 45 crore economically active population in 2007.  
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1.11.2 Educational qualification 

 

The spread of Human Resource according to educational qualification in retail employ is 

mentioned. The retail and general merchandise courses are very few, Post graduation and 

graduate qualified people are sourced. Around 58% of HR are holding Plus two or 

matriculation and 10th standard as their educational qualification.  The education 

qualification of the human resources varies from place to place. (International Management 

Consulting services Limited, 2010). 

 

Distribution of Human Resources by educational qualification 

 

 
Figure 1.10, Source: Primary research of IMaCS analysis 

 

1.11.3 Urbanization 

 

The Expenditure in the mega cities is around US $ 100 bn in 2007-08 period. Around 20 

cities are producing good revenue for retail. The growth rate also increases around 3% per 

annum. The geography also categorized based on proportion i.e. Megacities, developing 

towns and forte cities. The living standard and increased salaries are directly influencing 

the increased purchasing power. 

It is predicted that by 2026, Middle class share in purchasing would increase around $65000 

per annum. (Skill gap organized retail sector) (International Management Consulting 

services Limited, 2010). 

 

 

 

 



 
16 

 
1.12 CHANGING ROLE OF PEOPLE MANAGEMENT  

 

As per this report  (Delloite, 2017-2018) the role of managing people has changed in the 

digital era. Digital transformation in the present day has not remained limited to some tech 

department in an organization. It has also not continued the topic of discussions in the board 

room only. Present circumstances, technological disruptions can be seen in every part of 

life. This technological transformation has led to in creation of a completely new business 

world. Such rapid use of technology has also brought about a change in the workplaces. 

 

Organizations are becoming flatter and decision-making leaner. Leaders have always 

focused on results. With the digital transformation, there are technological regulators that 

make it possible to measure and test the accuracy of decisions swiftly taken. Similarly, 

agility of inside organizational work areas and flexibility on various digital platforms are 

crucial for workforce to remain relevant in the digital economy. Accordingly, capabilities 

are transferable and internal and global movements are more alluring to both employers 

and employees. In such extremely dynamic scenarios, the role of HR heads has transformed 

from being a facilitator of various facilities to employees to the persuader for innovation 

and leadership in the organization. To strengthen the organizational success in digital 

transformation is depends on the three main points of HR needs and the execution of 

lifecycle for the reorganization (Delloite, 2017-2018) 

 
Figure 1.11, Source: Deloitte Research (2004) 

 (Delloite, Analytics in Retail Going to Market with a Smarter Approach, 2004), developed 

a framework for talent management, according to which Develop-Deploy-Connect model 

(Figure 1.11  
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For the competitive advantage any of the organization needs the inherent talent and skilled 

manpower and better performance. In this digital era the organizations have understand 

development of the organizations is depends on the better execution of the talent 

management in the competitive environment. The organizations get successful through the 

strategical importance of talent, strong technologically insightful, global knowledge and 

alert towards the changes. The major HR concern is that demand of talent between the 

organizations (Makela, 2010).  

The success of the organization depends on attracting, engaging and retention of right 

talent. Talent Management is multifaceted and critical task to maintain in entire 

organization. Even though the organizations technically sound, open for the global market 

still organizations are facing talent mismatch.  

(Shafieian, 2014)] defined the talent management components. The organization success 

majorly depends on talent management, which has been accepted by many experts. Talent 

management has provided procedures and the appropriate tools to support managers in an 

organization. One of the main factors is corporate culture, which are prompting the talent 

management components. In contrast, talent management is still one of the gravest issues 

in many large organizations. Many experts believed that talent is cultivated among 

individuals within the organization until they are prepared to succeed in their careers. 

However, some experts clearly believe that talent is a huge delineates amongst the 

employees and creates barriers to growth. Acquisition, evaluation, development and 

retention are the components, which are positively associated with the talent management. 

 
Figure 1.12, Source: by researcher's work 
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Talent management thought to be determinedly identified with ideas that integrate human 

asset placing, key human asset management, and employability (Collings & Mellahi, 2009) 

With an intense penetration of globalization, liberalization and technology has transformed 

the business environment. This has led the organizations to lean more on their HR leaders 

to get successful change management.  

 

1.13 TALENT 

 

Many peer-reviewed publications theorize talent as exceptional characteristics 

demonstrated by individual workforce. The systematic skill set, intelligence and natural 

capability of doing work is known as talent.  In the organizations this talent is associated 

with leading, motivation and performance. (Gallardo, 2013) 

 

1.14 TALENT MANAGEMENT 

 

Talent Management (TM) states that the process helps in identifying, sourcing, onboarding, 

engaging, leading, learning and development, and retaining of the skilled workforce for the 

organization.  (CIPD, 2012) Largely defined, TM is the unified application to develop 

organization productivity through systematic strategies on employee performance. In a 

nutshell, TM is providing right person right place and time.  

It is a competitive advantage in the present dynamic market. TM is driving force for the 

organizations to attain the goals and to achieve the vision. The outline of TM   facilitates 

workforces, how to fill the gap and how to execute the business 

done in systematically for a longer period.  (Cannon & McGee, 2007). TM with different 

opinions and predictions given but always provides the best outcome to organization.TM 

is a continuous process with best process to fulfill the present and future needs of the 

organization. (Gallardo, 2013)  

Talent Management had gained a lot of importance in the organizations in current scenario 

and it involves full range of HR practices. Talent management is one of the important 

processes in the organization that is defined as the procedure of attaining the right people 

for the right job and identifying their capabilities to nurture them in order to fulfill the 
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In other words, talent management is the process that identifies talent breaches, sourcing, 

screening the right candidate, analyze their skills for the right kind of job, train them under 

proper supervision, develop required skills as per the job, engaging them effectively in the 

organization, motivating them time to time and retained the candidates for longer period in 

order to achieve objectives of the organization. 

Underneath Talent management, there are series of features, practices and sub-practices 

that need to be consider for the success of the organization. For instance, planning for find 

the right folks, that best fit, providing different types of training, making strategies that help 

them grow, motivating, rewarding, retaining, all these are correspondingly important.  

The key purpose of the talent management is to attract the workforce for the organization 

who stays for longer period and help in achieving the objectives of the organization. The 

process differs from organization and organization how they do it. 

According to (Armstrong, 2009), for safeguarding 

that talented workforce are hired, trained, developed, rewarded and retained in the 

organization in order to fulfill the objectives. 

Thus, it can be concluded that talent management is the complete range of HR processes to 

find right people for right job and retain them for longer. 

 

1.14.1 Evolution of Talent Management 

. 

The evolutionary changes of HR have progressed the many of the organizations. HR has 

progressed in different phases. (Josh Bersin 2007)  

Phases of Talent management 

             
Figure 1.13, Source: by researcher's work 
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The Talent Management Practices have changed the outmoded way of working for HR 

department. Conventionally, the Personnel Department used to sort the resume, one at a 

time and repetitive work used to be there. However, present times the hiring process has 

become crucial and it is linked with competencies. The preliminary process of recruitment, 

most of these routine functions have been outsourced, whereas the role of HR department 

today has become more focused towards creating and retaining talent that can evidence to 

be a good leadership in future. The successful and sustainable organization is in the hands 

gaps, for an organization to recompense the talent fairly. To make organizations employee 

friendly and successful it is important to identify the best performers and leaders in the key 

positions. Talent Management is a phase of evolution in HR field. Its neither a product nor 

a formula that can be acknowledged and the change will happen. It is all about processes 

with change according to the necessities of an organization taking into consideration, the 

limitations in which the organization operates. Most of the established organizations focus 

on Workforce planning, Talent acquisition, on-boarding, performance evaluation, learning 

& development, succession planning, compensation, retention of talent and skill gap 

analysis critically while implementing the Talent Management strategy. 

 

1.14.2 Importance of Talent Management 

 

Apart from the regular talent management practices there are many other important areas 

of Talent management are given below:(Kurgat, n.d.) 

 The TM practices supports the talent acquisition and creating of positive work 

environment are the qualifications to increasing employee contribution and 

assurance towards the organization success.  

 Employee Behaviour is influenced by the TM practices sturdily and to achieve 

organizational goals employee key performance areas (knowledge, beliefs, skills, 

capabilities and abilities) which are part of molding employee behaviour are plays 

a vital role.  

 TM practices are guidelines for the managers how to motivate skilled people and 

what way to give the feedback. TM plays the most prominent and challenging role 

of handling performance feedback. 
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 TM practices are important to take strategic decisions in the organization, based on 

organizations vision and mission. 

 TM focuses on Employee engagement practices, Job fulfilment, motivation and 

succession planning which leads better performance of the employee and job 

satisfaction. Overall TM practices cover enhanced profitability and employee 

performance 

           
Figure 1.14, Source: Oracle NetSuite 

 

1.15 THE PROCESS OF TALENT MANAGEMENT 

 

 
       Figure 1.15, Source: by work 
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1.15.1 Talent Acquisition 

 

To meet the predominant organizational needs, it is required to follow the tactical approach 

to recognizing, acquiring and on board the skill the entire process is also known as talent 

acquisition. The word Talent Acquisition (TA) and recruitment both are different even 

though people use interchangeably. Recruiting is a subcategory of TA, and comprises the 

activities of end-to-end process i.e., employee hiring to place them in right place, 

 

1.15.2 Important points of TA 

 

 Talent Acquisition strategy starts with identifying the global market needs and fills 

the gap in the organization accordingly. 

 Workforce structure  proper considerate of the required skills, competencies, 

experience which are essential for organizational success and for the employee 

structure.  

 Employment branding- which represents the organizations image and make an 

understand of organizational culture to attract the right candidates and check rightly 

placed or not. 

 Right Fit  understand the organization needs and source for the definite roles, for 

which varied sourcing strategies are used. 

 Applicant relationship management  It provides the talent data bank i.e., who got 

select for that period and how many accepted and remarks are mentioned for further 

use. 

 Metrics and Analytics- which includes the use of key metrics for the constant 

improvement and betterment of quality hire. Use various analytics to forecast the 

further hiring needs. 

 

1.15.3 Talent Engagement 

 

The origin of employee engagement (Kahn, 1990) as the involving of organization 

workforce to the organization work environment through their mental, physical and 

psychological expression. (Douglas, 2004) Talent engages through the employee cognitive 

skill, the psychological and physical environment also equally important  (Macey & 
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Schneider, 2008) mentioned that engagement is a mixture of obligation, constancy, thruput, 

and possession. (Sun & Bunchapattanasakda, 2019) stated that employee engagement as 

proactive behaviour while working in organization. The key drivers of the 

employee engagement is recognition of work, sense of responsibility and ownership. 

Employee engagement generally covers the three factors: Individual employee factors 

(employee recognition, career development, Esteem factors), job factors (Leadership 

support, job enrichment, training & counselling) and overall organizational factors 

(succession plan, job resources).  

 

1.15.4 Talent Retention  

 

Retaining of a talent is a major challenge for the organization. The success of the 

organization depends on retain an effective employee than replacement of same worth. 

Retention is viewed as a planned opportunity for many firms to preserve a competitive 

workforce. Attracting and retaining a talented employee keep many organizations of HR 

rationale of possibilities and opportunities (Kaliprasad, 2006). Retention is developed when 

employees are recognized with rewards, compensation, have an amicable organization 

culture and can develop and provided with work life balance 

(EmployeeRetentionChallengesfortheFuture2006, n.d.) Best retention practices start from 

good acquiring practices. Human Resource planning of the organization depends on 

resourceful retention practice. Retention also helps in succession planning whereas its 

intentions to control the skilled strategic positions in an organization. Retention of 

employee gets return on investment and it reduces recruitment cost and other training cost 

through having a skilled employee. 

 

1.16 HR ANALYTICS DEFINITION & EVOLUTION 

 

constant with the leading vendors and academia. 

 to mold business decisions in to execute as an activity the 

data and information which use metrics and conduct proper analysis. (Jac, 2010)  says that 

to predict the future of the organization and identify the present situation, HR analytics 

maintains the data bank from different sources. 
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To measure employee performance and efficiency in the organization, the process of 

analysis should execute the using the available data in HR department. Better return on 

investment in HR functions occur due to the execution of the analytics. The process 

involves the volume of workforce who attended training, the workforce who are interested 

in another role and availability of vacancies and required skills.   

Always logical results are available only when analytics used on data collected. It is data 

driven output for forecasting predictions. Analytics make use of analysis and interpret the 

cause behind outcome of the collected data. Analytics plays important role in HR 

department also. It helps in employee routine thereby improving growth to the organization. 

For the further improvement of the organization these analytics will be useful. It establishes 

a relationship between HR and result of the business. Analytics helps HR in acquisition, 

optimization, payment, employee development by providing solutions to make 

organizations to take positive decisions. 

clearly shown by the execution of HR Analytics.    

 

1.16.1  HR Analytics Process 

 

 

                                               

Figure 1.16, Source: by Researcher's work 
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 Organizational goals are the strategic objectives and which are important to get any 

of the work success or tools to be implemented. 

 This is measurement stage it is also known as HR metrics. In this stage the collected 

data is compared with the other data and identify which data is relevant to achieve 

organizational goals. Key metric involves organizational performance, operations 

and process optimization. 

 The large quantity of the data (Bigdata) collected and integrated for the purpose of 

Talent Management practices. The Collection of data uses the different methods 

like cloud-based system, mobile device etc. Once data is collected then remove the 

irrelevant part of data. 

 Analysis of the data  In this stage collected data is reviewed and identify which 

pattern or trend will impact on organization. Different analytical methods like 

descriptive, predictive and prescriptive methods used based on organizational 

result. 

 Draw conclusion: Once completion of analysis and metrics were finalized then 

those applications would be used for the organizational decision making.  

 Analytics calculations along with process insight to generate the organizational 

insight. It should show the relevancy of the metrics for the insight of organizational 

goals. 

 
1.16.2 Market overview of HR Analytics 

 

The demand in market for the HR analytics expected (Grand View Research, 2020)CAGR 

of 11% over the estimate period (2021 - 2026).HR management and talent are the 

challenges of the organization. The approach of HR become easy and flexible                                                                                  

when the execution of data analytics in HR function. The automation and data driven 

decisions are taken when analytics uses properly in the entire organization. 

 Maintenance of employee information HR analytics works well and easy to grab 

any information within no time when it requires, 

 From one decade, the organizations are giving importance to reporting metrics 

concentrating on competence such as the increase in output in hiring and ROI. 
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Figure 1.17, Source: Analytics industry. Bhasakar gupta 

 

1.16.3 The Benefits of HR Analytics  

 

The benefits of HR departments making an investment in stronger analytics.  

1. HR analytics develops on organizational culture and creates better work 

environment, which influences employee sense of belongingness towards 

organization. 

2. The investment on new training and modification on work made easy by using 

HR analytics and which leads the increased productivity in the organization. 

3. It is easy to understand the requirements of the organization in hiring process 

which leads to ROI on hiring would be successful and scarcity of talent or 

skilled employees would be reduced.  

4. It is easy to identify the gap of employee performance through actuals and 

targets, where they are lacking and the proper reasons which leads to retention 

of employee is going to be easy.  

5. The environment, policies and procedures can modify as per the employee 

behavior a understanding and performance, therefore both organization and 

employees get benefited. 
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Figure 1.18, Source: naukrirms.org 

 
1.16.4 Role of HR analytics in retail sector 

 

Indian retail industry has experienced significant changes from past few years. The 

evolutionary changes are important to grow in the market. The customer tastes, competition 

between the brands, pricing and all the other areas are getting changed rampantly. In this 

scenario of changes, to get success the retailers should improve their way of business and 

improve the sales by adopting different approaches on customer based like communication 

with customers, focusing on technology & innovation like expand to include digital 

advertisement, social media and email and determining insights for new product 

development, customer engagement and risk and fraud detection. The amount of internal 

and external data is increasing exponentially for all these dynamic and uncertain changes 

in the retail sector. To get these the retailers also expect great deal from their workforce. 

They are the most valuable resources who are direct contact with the customer. To sustain 

in the market with these changing trends, it required to implement the talent management 

with relevant analytics. (IBEF, 2019) 
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Figure 1.19, Resource: ibef 

 

1.16.5 HR Analytics & Talent Management 

 

After globalization Indian businesses have changed drastically. This has happened in a very 

quick span of time, only in last two decades. The impacts of these changes are only gaining 

momentum. The Human Resource is playing and is going to play a significant and crucial 

role allegedly in shaping the businesses in future. According to PWC, HR as a function will 

develop even more in the time to come as it changes with the changing business paradigm. 

Talent retention within the organization shall be a crucial function for the HR. Some 

professionals feel that HR experts will have to be furnished with the knowledge of 

management functions. As organizations grow, the HR department will also grow. 

Progressed talent along with the progressed technology will replace the current features of 

HR department, which includes more of paper work, into more dynamic and strategic role. 

The buzz around HR analytics is increasing in last few years. Inclusion of HR Analytics 

into business has not inadequate to strategic decisions related to marketing and finance. HR 

Analytics is now also being used for the benefit of HR department. Revolutions in hiring 

have altogether changed the way how HR conservatively performed the recruitment 

function. Analytics in HR has allowed Human resource function to streamline its activities 

by reducing certain administrative tasks and cutting out certain steps in data driven areas 
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for HR professionals. This has helped HR department in taking smart decisions. HR 

analytics has shown a great impact in following areas.  

 Talent acquisition  

 On boarding 

 Talent Engagement 

 Learning & Development  

 Performance analysis 

 Succession Planning 

 Talent Retention 

 

HR Analytics with Talent Management 

 

 
Figure 1.20, Source: Delloite org 
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1.17 EMPLOYEE BEHAVIOR 

 

One of the critical aspects of an HR personnel lies in maintaining employee 

behavior at optimized levels. More than employee salary the satisfaction and 

recognition for his efforts are play significant role. Employee behavior also has a 

direct impact on day-to-day operations such as completing tasks, meeting deadlines, 

bringing quality output and more. HR analytics will help to study employee 

behavior, it gives scope to come up with unique ways of engaging with employees 

and developing the overall culture and happiness quotient at your workplace.  

 

1.17.1 Importance of Employee Behavior 

 

 Employee behavior is important to a successful and productive workplace. 

It forms the basis of different HR functions such as reward management, 

compensation and benefit as well as succession planning. In the presence of 

 merit and it possible 

to keep an organization running smoothly.  

 This is why employee behavior is an essential aspect that has to be looked 

into. In this social media and digital era work culture not only employee 

behavior at work place, how they are presenting them at online, they have 

to check their online image which is a direct impact on the image of 

organization where they work.  

 Most of the cases wherein employees  bother about their negative 

and and finally 

which effects on business. 

 Also, it becomes tough to attract right skilled people to the team if negative 

online image abounds. Most of job seekers do not prefer working for a 

company with a negative reputation, which means most of them just let go 

of job offers from organizations.  

 Employee behavior, therefore, is not just a simple factor that can be kept on 

sheet as it is not possible to manage good numbers without having well-

behaved workforce onboard. 
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1.17.2 The highlights of the importance of employee behavior 

Figure 1.21, Source: by researcher's work 

 Collaboration 

A collective team environment where talent can work with each other toward shared 

goals, through cohesive attitude people can achieve these goals. Similarly, 

unprofessional behaviour slays team spirit which rapidly upsets progress in 

tives. 

 Morale  

A positive work environment, where humans are well-behaved, leads to improved 

morale. Likewise, unhealthy competitions in work place are cause for the negative 

energy, unfriendliness and bias leads to low morale, higher absenteeism and high 

attrition. 

 Productivity 

Productivity is the result of some of the best attitudes that workforce possess. 

Workforce who undergoes with biased and unhealthy disagreements end up with 

lowering team productivity. This in due course has bad effect on the business in the 

form of unhappy clients and increased costs, etc. 
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 Recruitment 

As mentioned earlier, job seekers have different tools available in the present 

scenario to figure out the organization culture and the internal working environment 

of a company. If anything points toward unprofessional employee behavior being 

the standard at a certain workplace, they might select to stay away from it or even 

if they do not join, they may soon separate from the toxic environment. 

1.18 WORK ENVIRONMENT 

 

The two words work and working atmosphere which are playing a significant role in any 

of the organizations. The task, job, roles, finishing of responsibilities and all these are 

involved in work environment. 

Job satisfaction, employee performance and recognition all these are depends on work 

environment. In addition to physical work atmosphere, it is to be consider the social as well 

as psychological conditions are important to the organization success.  

 

 (RaheelaMaulabakhsh, 2015) According to him, the better decisions of the firm always 

 The dedication 

of work and commitment towards organization always depends on work culture. 

 

Various factors within the working environment such as salaries, timings of work, authority 

and responsibility while taking decisions given to the employees, the hierarchy and 

communication between all levels of the employees, the reach to the management may 

leads to job satisfaction. (Lane, 2010) Work environment also influences the behavior of 

the employees, and molds as per the outcome. 

 

1.19 STATEMENT OF THE PROBLEM 

 

In the present universal economic context, Globalization, intense demographical shift, 

advanced technologies, new and disruptive competition, shift in market dynamics 

contribute towards business changes and a alteration in the nature of the job and 

professions. To endure and to be effective organization have to make Talent Management 
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(TM) as a priority. Effective Talent management and its factors lead to higher employee 

performance. (CIPD, 2012). 

 

Under the current circumstances the new phenomenon of HR Analytics (HRA) has 

emerged holding a greater impact to improve decision-making on TM, maximize the 

productivity and profitability of organizations and uplift the role of the TM function. 

Despite these impressive benefits, the adoption of HRA by Talent Management has been 

slow and has not drawn much attention from the retail sector. HRA, thus represents an 

important topic to explore for better understanding of HR practice and its application within 

an organization, gain better insights from analytics in TM. (Jac, 2010) 

 

This thesis aims to study influence of Talent management and its factors viz., Talent 

Acquisition, Talent Retention and Talent Engagement on Employee Performance. The 

research work probes whether HR analytics moderates the association between Talent 

Management Practices and Employee Performance and whether behavior of employee 

mediates the relationship between Talent management and employee performance. The 

study also gathering the demographic characteristics of the employees. Also, the research 

probes to find whether work environment moderates the association between Talent 

management and employee behavior. 

 

1.20 NEED FOR THE STUDY  

 

Organized retail units are highly fragmented in India. Retail industry is booming from past 

one decade especially metros including Bangalore. The organized retail facing high 

competition in the market is inevitable. With the new dimension of analytics in HR 

impacting the TM in organized retail. Hence there is a need to conduct research to analyze 

how HR analytics is impacting on TM in select retail to increase the employee performance. 

With this regard the researcher wants to apply multiple moderated mediation model to 

encompassing select organized retail units in Bangalore. 
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1.21 OBJECTIVES OF THE STUDY 

 
The objectives of the study were framed based on theoretical and conceptual framework. 

The purpose of the research was to test the interactions of HR analytics and work 

environment effect on the relationship between TM and EP of the organization.  

The main objectives of the study are to: 

 

1.  Study demographic factors of employee in the select area. 

2.  Analyze the influence of talent management on employee performance. 

3.  Analyze the impact of mediating effect of employee behavior on the relationship 

between Talent management and employee performance. 

4. Examine the moderating effect of HR Analytics on the relationship between talent 

management, Employee behavior and employee performance. 

5. Examine the moderating effect of Work Environment on the relationship between 

talent management, Employee behavior and employee performance. 

6. Verify the moderating and mediating effect of the study variables which is adoption 

of HRA, employee behavior and work environment on the relationship between 

Talent management and employee performance. 

 

1.22 SCOPE OF THE STUDY  

 

The Research is focusing on select organized retail sector in Bangalore city. The study 

covers specifically how HR analytics and work environment impacting on TM for 

employee performance with mediated effect of employee behavior in selected retail sector.  

It covers total of 659 respondents (employees  HR department, other department and 

shopfloor) from 07 major organized retail firms in Bangalore city. 
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1.23 UNDERLAYING ASSUMPTIONS 

 

For the purpose of this study, it is assumed that the literature review strengthens the current 

research work and contribute significantly to the existing material available on TM. 

It is assumed that all the learnings from the review on Talent Management factors, HR 

Analytics, Employee Behavior and Work Environment are used in the study. The HR 

analytical tools are not used in the study. The current study considers that there is a strong 

synergy between Talent management, HR analytics, work environment and employee 

performance with mediating of employee behavior. 

 

1.24 OVERVIEW OF METHOD OF ANALYSIS  

 

Initially the questionnaire was tested in the pilot study with the 50-sample size (Cohen's, 

2013)in the select retail sector from Bangalore city. Based on the face validity test required 

modifications were done. The reliability check performed for the filled questionnaire. The 

response rate was 690 after cleansing of data it was 658 responses were considered for the 

work. MS. Excel version 10, SPSS 23 and Macro level conditional processing analysis in 

R programming are used for the statistical analysis. The entire data analysis was done in 

two parts. First Part was on respondents rt was on research variables. 

Correlation, multiple regression was used for mediating and moderating variables. The 

study used conditional processing model, whereas Andrew Hayes model no. 10 was 

adopted. It showed Employee behavior is partially mediated. The entire model was proved 

according to the assumptions. 
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1.25 ORGANIZATION OF THESIS 

 

 

Figure 1.22, Source: by researcher's work 

Chapter 1: Introduction 

This Chapter introduces the readers about all the variables taken in the research i.e., Talent 

management factors, HR analytics, employee behavior, work environment and Indian 

organized retail sector. Also covered Problem statement, rationale, scope of the study, 

Limitations of the work, Underlaying assumptions & analysis overview. 

 

Chapter 1
Introduction

Chapter 2
Review of Liturature

Chapter 3
Research Methodology

Chapter 4
Data Analysis

Chapter 5
Findings & Implimentation

Chapter 6
Conclusion & Discussion
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Chapter 2: Review of Literature 

This Chapter covers conceptual and empirical studies of the Talent management, HR 

analytics, Retail sector. The related studies are giving support to the present study. These 

reviews are helped the researcher to identify the gap. 

Chapter 3: Methodology of Research  

This Chapter covers the comprehensive over view in the methodology of the present study. 

It covers research questions, objectives of the study, hypothesis, research design, research 

frame work, sample design, sampling tools, sample size, data sources, instrument for data 

collection, pilot testing, reliability of scale and tools used for statistical data analysis. 

Chapter 4: Data Analysis 

This chapter provide details on the investigation using primary and secondary data using 

different statistical tools. This chapter outlines about conceptual framework, complete 

hypothesis testing based on the sample data collected.  

Chapter 5:  Findings 

This chapter represents complete insights derived from the data analysis and results 

obtained for the proposed conceptual model. It explains results based on objective for the 

better understanding. 

Chapter 6:  Conclusion, Suggestions and scope for further research 

This Chapter covers the detailed conclusion of the present research and suggestions to the 

organized retail sectors in Bangalore as well as other regions and explained possible scope 

for the further research work.  

 

 

 

 

 

 


