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CHAPTER II 

2. REVIEW OF LITERATURE 

 
2.1. INTRODCUTION 

 
to compete knowledge-based economy, it is inspiring for organizations to have the 

right skill are required, and it has become challenging task to maintain talent  

-The War for Talent (McKinsey & Company, 2001) (Foulon & Handfield-Jones, 1998)

 

analytics, Talent Management and employee performance in select retail outlets of 

Bangal  

 
2.2. SELECTED REVIEW OF LITERATURE  

 
The current study presents nearly research articles have been carried out to find the impact 

of HRM Practices on Talent Management, Talent Engagement, Talent Retention and 

Human Resource Analytics relevant in various aspects relating to the study.  A few 

literatures help to indemnify the gap of research and earlier efforts and thus assume 

objectives linkage to the present study.  (Donnell, 2017) To attain workable organizational 

success TM is one of the important functions to implement in the organizations. In this 

thesis, the main aim is to identify the critical factors close to the idea TM level

of its influence on organizational success. The research in the thesis has been conducted 

with an inductive approach  i.e., with the aim of developing knowledge from observing 

the reality (Prefaceandbios, n.d.) In the following sections of the thesis, existing literature 

on this topic has been reviewed after selecting, analyzing and extracting vital information 

from various sources of information such as journal papers, books, working papers and 

relevant white papers. Such sources of information have yielded crucial data on research 

gaps seen in Talent Management strategies adopted by corporate organizations.  

 
For the purpose of categorization of information, the entire review of literature has been 

classified into the following subheadings: 

 Retail industry 

 Talent management 
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 Talent acquisition 

 Talent Retention 

 Talent Engagement 

 Human Resource Analytics 

 Employee behaviour 

 Work environment 

The overall literature collected from 200 research studies which includes articles, 

whitepapers, Research papers and thesis. The following are the details which are specific 

to the chosen topic. 

 

 

 

 

 

 

Table 2.1, Source: by researcher 

 
2.3. RETAIL INDUSTRY 

 
According to (HR management in retail, 2020)Business Standard since Retail industry with 

covered with manpower, managing this manpower has emerged as the important task for 

human resources heads in the organization. Organizations are being tested to identify and 

acquaint their employees to become more competent.  

According to (Rekha, 2014) After globalization freshers and experienced candidates are 

getting job opportunities due to the development of organized retail industry. In retail 

industry performance management is playing a significant role.  

 (Lakshmi Narayana K, 2012) have found that organized retail is facing many encounters

in acquiring and retaining and maintaining qualitative workforce. The government should 

also intervene and make significant changes in the human resources laws of our country.

(Schuler & Jackson, 2005) extensive questionnaire survey has led to a significant finding 

that a customized HR practices will give very specific behaviors from employees in order 

Topic Articles / Research Papers / Thesis 

Retail 11 
Talent management (Factors) 86 
Employee Behaviour 11 
Work Environment 10 
HR Analytics 35 
Conditional Processing model 8 
TOTAL 161 
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to have a customer-oriented strategy. They have also found that there is room for more 

research in this area for testing the implicit hypothesis. 

(R, 2011) has studied that retail sector requires the skill set of how to handle the customers 

and products, food retail industry found that lot of skill is important.  To select the 

workforce the analytical tool is used in decision making frame work. There is also future 

research gap of finding that the retail skill is required irrespective of geographical profile.

According to Miah (2012) the effect of employee performance on business process 

improvement is very high especially in the top management levels. There is a greater need 

for line managers to hold performance review sessions in an effective manner in order to 

achieve profitable performance outcomes. 

According to the report published by UK Commission for Employment and Skills 

(UKCES) HR managers are facing the daunting task of getting accurate data for 

understanding the current skills profile of the workforce as well as to predict the future 

requirements in a fast-paced industry. 

According to (OmotayoOlubiyi, 2019) the person-organization fit theory, calculated in 

terms of value congruence, has been found that five themes that influence job satisfaction 

and employee retention are Friendly workplace environment, Flexibility, Stability, 

Management Support, and Independence. 

(Dubey, n.d.)have studied the motivation behind the turnover intentions of frontline staff 

in Indian retail sector and found that businesses giving higher weightage to the internal 

assessment and development routes for senior position are creating growth-oriented

culture. Only when a job profile offers more challenges than there will be least turnover in 

the organization. 

(Bhatla, 2014) have found that employees in the retail sector are required to be trained 

according to the demands of the industry since the retail sector is very competitive and 

continuously evolving at a rapid pace. 

(Kumar Sarangi, 2018) have studied the various HR practices in the organized retail 

industry in Greater Noida Area and found that training, performance appraisal, proper 

application of skills and abilities of the workforce and career development were the main 

areas of concern. There is a need for organized retail industries to focus their intensive 

efforts one ensuring that the skills of the employees do not remain used or un used, as that 

may lead to employees to feel very frustrated and eventually end up in high attrition rate.
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2.4. TALENT MANAGEMENT 

 
(HBR Review, 2018) requires evolutionary change

since technology has changed the way HR works today. There is a need for the organization 

to change from traditional HR methods to modern cloud-based, IT-driven HR processes 

especially in areas of recruitment, retention and employee career development. 

According to (Lavanya & Sumathi, n.d.)Talent management has become the necessity of 

organizations as companies are focusing on the importance of talent management system 

for its organizational development to keep workforce with improved performance to 

contribute in organizational development. 

(Sultana, 2014) has done a research study on the Talent management practices in organized 

retail industry of India. It has been found that organized retailing sector faces many 

challenges: lack of skilled labour, stress, lack of formal education, attrition, recruitment 

and retention issues. It has been insisted on extensive research work on this area because it 

was not explored much only secondary data used.  

 (Lee, 2015) has made detailed research on TM functions in the retail industry and has 

found that there is a constructive connection between functions of talent management and 

business development in retail sector. Since retail industry is considered as the next biggest 

employment vehicle after BPO (business process outsourcing) it stress on the connection 

between functional areas and strategic planning. 

According to (Series, n.d.) the key trends in talent management technology today is 

integration between: Goal alignment, Competency assessment, Performance evaluation, 

and the management of an organization. It has been found that talent management practices 

should have the following goals: employee development, leadership development, 

enhancing work performance and Improving efficiency. 

In the thesis by (Etukudo, 2019) there are four main areas that require detailed study: (a)

the need for HR analytics to align with organizational strategy, (b) the need for 

understanding HR metrics (c) influencers of HR analytics adoption, and (d) the barriers to 

HR analytics adoption. 

In (Bhatti, 2007)

performance of work force. Labor productivity is almost always measured in terms of 

output or productivity of the employee per unit of time. The growth rate of labor 

productivity is approximately equal to the difference between the growth rate of output and 

the growth rate of the number of hours worked in the economy (Christopher Gust, 2004). 
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To understand the factors influencing employee engagement, Soni Agarwal 2016  has 

conducted a series of studies on employee engagement in India using a sample of 254 

managerial employees. It has been found that the following factors affect employee 

engagement with a particular organization: good socio-economic conditions, positive work 

organization.  

According to (Suliman, 2019) research studies were done to study in Qtar research 

institutions, applied and understand all TM and employee recognition variables. The data 

collected from full time employees used random sampling as personalized questionnaire as 

a tool. The study displays that HR system should include TM and ER to get the better

employee performance. 

According to (ALMULHIM, 2020) To attain organizational goals the leadership is 

important, the strategic leadership leads the talent to attain organizational success. 

(M. T. Agarwal, 2018) study says that the employee retention is directly related with 

employee recognition. The performance is recognized and to retain employees  then low 

level of turnover leads to organizational success. 

From the article written by (Rangapura, 2008) for the Harvard Business Review, that 

conventional organizations should focus on the TM function and strategical outcomes 

should gauge and focus on pitfalls to achieve organizational vision and overall objectives.

(Naik, 2012)  has revealed in the thesis dissertation that it is not enough if organizations 

pursue single-pipeline approach when it comes to talent management. Offering multiple 

talent pipelines is vital for an  survival since right talent needs to be placed 

at the right job position. 

According to (Rasmussen & Ulrich, 2015) Talent management is concerned with obtaining 

the proper talent, integrating and aligning talent, developing talent, engaging and rewarding 

talent, strategically deploying talent, and assuring there is a suitable talent to channelize 

and maintain the business as it moves toward its strategic goals. 

While gathering literature on Talent Management, the research paper by (Sundaray, 2011)

gives vital information on the extent of employee engagement as an important constituent 

of organizational effectiveness. It gives important insights into the factors that affect 

employee engagement and found that engaged employees do better than their competitors 

in terms of profitability as well as their contribution to the organization. 
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In the thesis (Raju, 2017) have concluded that all companies in the IT sector follow 

excellent Talent Management Practices. Moreover, it can be seen that Talent Management 

Practices have positive relationship with Organizational Performance. It is found that there 

is no relationship between talent management practices and Perception of Socio and 

Demographic characteristics of respondents, Size of IT companies whether small or big 

IT companies and Labour Attrition rates. However, there is a significant research gap on 

the practical implications of such Talent Management practices on IT employee 

engagement levels. 

From the thesis study undertaken by (Madhavi, 2014) in Pune region about the various 

talent management practices that are used in the IT industry, it has been found that there 

are varied aspects of Talent management practices such as: talent identification, talent 

identification and development, work flow process control, talent retention and monitoring 

of statutory compliances, diversity, vulnerability and quality of data about the employees. 

(Krishna Deshmukh Pt Ravishankar & Deshmukh, n.d.)effective talent management is 

retaining top performing employees through talent development as well as recruiting the 

best candidates. It is seen that 20% of hires do 80% of organizational activities thus it is 

essential to identify and develop those 80% of employees. 

According thesis by (Kumar, 2013) the study showcases about tamilnadu automobile

industry has been found that a talent management model can be created and implemented 

to improve the attracting, retention, motivation, development and succession planning of 

implemented, it can reduce disenchantment 

among the employees and enable them to maintain talent as well as improve the 

organizational performance. 

According to (Anita & Sumathi, n.d.) there is a growing belief that HR analytics could be 

the answer to the challenges faced by the data-driven Human Resource Management in a 

way that could help HR achieve its strategic position. However, there is significantly low 

amount of research data related to HR analytics and therefore its actual potential still 

remains unexplored and underutilized. This research gap needs immediate attention. 

According to (Manjunatha, 2016)it has been found that key factors that impact employee 

attrition such as working environment, growth opportunities, motivational factors and 

fringe benefits, have been studied only in software companies in Karnataka State. Hence 

more research is required to obtain data in order to get a clearer picture regarding the impact 
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of employee management strategies that will reduce attrition levels in software companies 

across India. 

According to the research study conducted by (Akanksha, 2017) there is a greater need for 

HR managers to develop new ways of human capital development with more intense focus 

on performance management, employee engagement, training and development, workplace 

environment, shared services, and contemporary people policies on Talent Management.

(Girotra, 2019) it has been found that there is a research gap in recent studies on e-

commerce startups which are very inadequate since the industry itself is a very new one. 

This study attempts to bridge these gaps in the research study of e-commerce industry 

talent acquisition strategies on talent retention and 

organizational performance of ecommerce start-  

To test the extent of influence of talent identification, development of talent and retention 

practices on TM practices of the organization especially in the banking sector, (Vidhi, 

2015) was carried out by This study has identified the major variables that would influence 

such Talent Management practices, such as: Employee satisfaction, Employee perception 

of the organization, Perception of career success and Intention to leave. It has been found 

that the above said variables play a major role in employee retention in banks. 

While trying to understand the true meaning of talent managem

(Baporikar, 2013) is of the opinion that the key points of next generation TM 

function projected changes of employees and profitable ways to admittance talent. Factors 

such as flexible talent sourcing, performance-based rewards, motivational access, and 

concerned workplace cultures will be vital for success of TM

must be in place to have an effective and a sustainable talent pool in the organization. 

 
2.5. TALENT ENGAGEMENT 

 
The talent management strategies must involve a strategic model, (Baran & Sypniewska, 

2020) in which every strategy includes in the functional area. It has been concluded that 

employee engagement is a growing process that begins from recruitment and does not end 

even when an employee separates from an organization. Since the resources would have 

left the impact on other retaining employees of that organization, 

 (Haider et al., 2016) employee engagement can be witnessed with two different views: 

job-engagement view or organization-engagement view. In accordance with previous 

research studies, it has been found that motivation enhancing practices can negatively affect 
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the turnover intentions i.e even though they have a positive feeling towards the organization 

they might not show any interest in their job. Hence the organization has to come up with 

various changes that will make the employee fully motivated towards the organization as 

well as increase the job engagement. This study has opened a research gap in the field of 

talent engagement: to understand the role of KM and TM in service sectors with focus on 

motivation enhancing practices and turnover intentions. 

(Chandani et al., 2016)have focused on the various issues that influence employee 

engagement both at the organizational level and individual level. It has been found that 

using different employee engagement approaches for new employees like strong induction 

programs, rigorous training and development programme, certification programme and 

giving them a realistic job preview can greatly boost the employee engagement with the 

organization. After a thorough study of thirty academic and popular research papers/ 

literature in the area of employee engagement, the researchers have found that after an 

intervention where the work-place was upgraded with latest technologies and better 

maintenance facilities, it led to an increase in employee engagement with the organization. 

has found that organizations that pursue special Talent 

management practices have found to have greater impact on employee performance and 

employee engagement. More extensive research in this area will help to understand the 

extent of impact any talent management practices can have on individual employees. 

(Wurim Pam, 2014) has made some very important recommendations with regards to 

employee core competencies for effective talent management. It has been found that there 

on job descriptions which can be used 

by both current and future employees and their managers to measure and manage 

performance.HR department should work on implementing several effective talent 

management strategies, such as clearly defined job description, well-structured 

questionnaire to determine high-performance employees, create focus groups for job 

enhancement and conduct surveys to identify the deficiencies in employee engagement 

practices. 

According to (Luis Duque, 2020) after a study conducted with 126 respondents. there is a 

positive relationship between the physical environment factors and work engagement.

There are five important aspects that are prominently evident in the new way of the working 

in the organization, which are: (i) management of output, (ii) access to organizational 



 
46 

 
knowledge, (iii) flexibility in working relations, (iv) a freely accessible open workplace 

and (v) time- and location-independent work. 

(Emp Engagement1, n.d.) have analyzed the talent management strategies in order to 

increase employee engagement for employees from the talent pool. By using a qualitative 

research methodology, data was collected from 22 people at one of the general insurance 

companies in Indonesia. It has been concluded from the group discussion with the voluntary 

participants that employees from talent pools have relatively low level of engagement, 

especially in recent times due to various factors such as: lack of provision of material 

rewards (salary or bonus), lack of self-drive and passion to improve their roles within the 

organization. 

According to (Joseph Regy 1*, 2019) there is a positive relationship between high 

performance work practices on employee engagement in apparel manufacturing sector and 

in the retail industry. When employees are highly motivated by the top level management 

then it has been found that the employees were found to be more committed to their work 

and give better outcomes. 

According to (Shaaban, 2018) there is a positive relationship between talent management 

and talent retention. It has been proved that employee engagement plays a mediating role 

between the two. Hence appropriate strategies can be adopted by the organization to engage 

and retain talented employees for a longer time and it will increase their commitment to the 

organization. 

(Gallardo-Gallardo et al., 2013) state that there needs to be a full understanding of the 

organizational environment to have an effective talent management process. They have 

recommended to use a contextual framework to frame the relevance of the study or to 

interpret results in the discussion. A unified and complete approach to strategies used in 

talent management can be helpful as a force field analysis tool, letting simultaneous 

consideration of various contexts, which is in link with previous advices (Gallardo-

Gallardo et al., 2020). 

After a complete study on the talent management practices in the current scenario with the 

special focus on the banking sector, (Singh Bist& Srivastava, 2013)have pointed out that 

Talent management initiatives are well developed in private sector banks compared to 

public sector banks in terms of rewards, remuneration and selection procedures. Public 

sector banks rewards in terms of job stability due to life time employment with retirement 

pension. 
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(Makau, 2017) have studied the talent management initiatives in corporate organizations 

and have found that there is a high correlation between the management of talent- both 

financial and non-financial performance of organizations. Based on the study of theoretical 

and empirical literature, it has been found that In-house development programs and 

coaching conducted by line managers were at the top of the list in the effective learning 

and development practices. They found a significant research gap in variable affecting 

talent management activities at the micro level. It also needs to be established whether and 

how the labour laws affect the relationship between talent management and organization 

performance. 

              

         
Figure 2.1, Source (Makau, 2017) 

(Author, n.d.) have examined the talent management practices which are adopted in 

different major industries such as banking, healthcare, hotel & IT industry through selective 

literature review of articles and found that there is a lack of sufficient research in the talent 

management area and more research studies is needed to empirically corroborate some of 

the key variables which are abound to affect talent management and retention practices. 

(Chaturvedi et al., 2020)have discovered that though oil and gas sectors are very important 

for the socio-economic growth of a country, very limited studies have been carried out 

regarding the talent management practices in this sector. After analyzing a sample of 598 

managers operating in five distinct oil and gas firms in India, it has been found that talent 

management has a significant impact on HR outcomes like employee creativity, 

innovativeness, and competency. 
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(Sun &Bunchapattanasakda, 2019)have found that Employee engagement usually refers to 

is required to understand if there are more facets to employement engagement apart from 

what has already discussed in the existing literature. Needs-Satisfaction framework, Job 

Demands-Resources model and Social Exchange Theory are the theoretical frameworks 

that have been used for this study. 

(Nandini Borah 1, 2018) have pointed out that there are four significant gaps in research 

work that has been so far carried out on employee engagement. Based on the gaps a 

conceptual framework with three broad factors, namely, personal factors, job-related 

factors, and organizational factors, was developed which needs to be empirically tested in 

a future study. 

(Mohammed, 2015) 

can motivate and activate the team to perform in an excellent manner. It has been found 

that Talent engagement can be a triple win; for the employees, the employer and for the 

whole country. 

(Saxena & Srivastava, n.d.)have studied the employee engagement methods followed in 

manufacturing sectors and have concluded that there is a direct connection between the 

employee engagement and organisational culture. It has also been proved that a very good 

employee engagement structure can create a happy working environment as well better 

organisational performance. Hence employee engagement is a very important aspect that 

needs to be studied for improving organisational performance. 

(Sabu K. Nair, 2018) Retail organizations identify the power of skilled resources and 

engage them and maintain them in the proper way. 

(Ranna Bhatta 2019  has created a conceptual framework with respect to the TM function 

in the process of employee engagement has found that employees can be engaged on three 

levels: physically, cognitively and emotionally. When an employee becomes engaged in all 

these three dimensions then his personal engagement with the organisation also increases.

(Goel, n.d.)  has found that to remain competitive or even just survive retail businesses 

must manage their talent pipeline more efficiently and effectively than ever. However, only 

when organisations maintain talent costs and employee productivity effectively in the short 

term, they can enjoy long-term benefits. 

(Bersin, 2006) The organization objectives achieved by the continuous procedure of TM 

which also portray by the author in his model. This model supports the design of the 
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business strategy to prepare plan, implementation of that and further use of that and 

introduced HR process for the betterment of the organization. 

In one study, (Gallardo-Gallardo et al., 2020) ] in order to contribute a structure a 

comprehensive approach to TM, five Dutch university departments in a research design 

composed strategies and performs to get the data. 

 
2.6. TALENT ACQUISITION 

 
(Kohili Garima 2013  it is not enough to practice Talent Management as an adhoc strategy 

but as a value-adding strategy which will enable HR managers to manage employee 

turnover and retain its best talent. 

(Karunathilaka, 2020) have conducted a thorough survey of talent acquisition strategies 

employed by public sector organizations in Sri Lanka and found that there is a constructive

influence of TA on existing and potential workforce. 

(Pandita et al., 2019) is of the opinion that digitization plays a very important role in talent 

acquisitions processes. Organizations have to use both modern methods of hiring such as 

interview methods and CV screening. There is a need for a proper balance between both 

traditional and modern methods of talent acquisition. 

(Lavina, 2019)  the main idea was to establish the affiliation between the quality factors in 

social networking sites in addition to social media engagement amongst the users and to 

determine the extent of the relationship between the users in social media engagement and 

the intention to apply for job. After the study was conducted among the selected sample it 

is concluded that that Information Quality and the Site Popularity had a strong influence 

on the user engagement. The job aspirants look for information which is important and 

relevant to them. Among the various social networking sites, it has been found that 

LinkedIn continued to be a popular site for professional activities and with new features 

added to it which has resulted in a better engagement. 

According to (Rajesh et al., 2018) artificial intelligence is going to have a major role in all 

aspects of future business operations and Talent management area is not going to be an 

exception. Though it cannot completely replace the human factor in Talent management, it 

is going to play an indispensable part of the different stages of Talent Acquisition lifecycle. 

Some routine tasks such as creating round 1 of interview through AI-powered apps, 
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scheduling interviews, creating matches of job profile and qualification can all be done 

with the help of AI tools. 

From the exploratory research study conducted by (Bhatnagar, 2010)it is clear that 

Hence an employer brand strength measure has been developed to understand the employer 

level in branding as well as its impact on talent acquisition. 

(Pratima, 2020) has postulated that a proper framework can be used to explain how AI can 

shape an  inclination towards fruitful talent acquisition practices. After an 

inductive qualitative single case study was conducted with 11 HR professionals as well as 

collaborating with Hubert.ai as a start-up working extensively with AI it was found that 

regardless of AI level in any recruitment stage, person-to-person interaction remains 

substantial and becomes very vital during the interview stage of the hiring activity. 

(Vanithamani)  in their conceptual paper have postulated that internet has a great impact 

-

led to many benefits: cost, efficiency, faster selection process, ability to fit the right 

candidate to the right job. 

According to Abhishek (Bhati & Manimala, n.d.) many social organizations are facing 

human resource management crisis since they are unable to find and retain their staff. The 

reason is that the salaries, perks and benefits for its employees come for the grants and 

donations. Hence social enterprises need to operate on the basis of 

(Bhati & Manimala, n.d.) where employer and employee are at equal levels in the 

organization. 

(Vidyakala et al., n.d.) 

which is productive and positive people for considering the process to retain the workforce.

It includes to transform the knowledge with dedication it accepts the employee work 

performance, with ethics and values it works. It works on shared goals of organization and 

individual. 

(Kabare Karanja, 2017) have discovered the role of combined TM processes on less 

expensive of Kenya telecommunication firms and found that there was strong link between 

TA and determining factor of competitive advantage namely, innovative leadership, 

knowledge capital investment and organization capabilities. 

(John Attupuram et al., 2015) have found that proper talent scarce is there eventhough 

unemployment present in our country.  Hence, it is required proper TA policies and 
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strategic procedures are important. All these should work on competencies of the candidate 

and based on that get the changes. 

 
2.7. TALENT RETENTION 

 
(Kamalaveni M S et al., 2019) have discussed 10 retention strategies which are utilized by 

organization to hold their skilled workforce and while implementing such strategies there 

should be more focus on the internal factors and external factors that might affect it. When 

an organization gives due importance to the effective implementation of retention 

strategies, then that organization need not worry about attrition rates or lower working 

morale of its employees. 

From the research study by (Rani, 2014) it has been seen that is there any execution happens 

with TM practices as they propagated or using traditional methods. So, empirical research 

is important to conduct in this regard. 

The study in the area of talent retention by (Kaur, 2017) in order to retain employees for 

the long run the organization should focus on new innovative technologies and effective 

training programs. It has been found that all the employees also crave for good work life 

balance. It has been found that all IT organizations are taking a lot of care about their 

employees in order to retain the best talent within their organization. Many of HR activities 

have been beneficial to the employees.  

According to (Rombaut & Guerry, 2020) 

employee retention strategy of an organization. This model is created based on algorithm. 

This helps in understanding the impact of talent retention strategy in a direct manner. 

After measuring the impact of various factors in working environment that affect employee 

engagement in professional colleges by (Muhammad & Shao, 2013) (it has been found that 

favorable working environment is required to have higher employee retention levels. When 

an institution has high levels of employee engagement then the attrition rate is found to be 

lower and hence the employee feel very satisfied in their job role. 

According to (R.V.Dhanalakshmi, n.d.) a constructive affiliation between TE and TD  and 

retention practices has been observed in the sample undertaken for the study. Hence overall 

work force productivity can be improved by improving talent retention practices. 

When researching upon the extent of the role of motivation in talent retention and 

increasing productivity by (Prakash & Chaudhary, n.d.) they found several theories that 

were already available in the present literature. However, there is not much experiential
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indication to prove that employee motivation has an impact on retention practices. It has 

been found that monetary rewards such as performance incentives, bonuses and advance 

pay checks can boost employee morale and make the employee loyal to the organization.

(Durga, 2017)the various antecedents of retention were: Policies & Practices, Social 

Climate, Career Growth Opportunities, Salary & Benefits, Role Clarity, In-House 

Facilities, Off-the Job Factors while the movement desirabilities of employees were based 

on the following factors: Job Satisfaction and various facets of Institutional Commitment; 

Affective, Calculative and Normative Commitment. It has been found that there is no 

sufficient research to explore the relationship between the antecedents of retention and the 

movement desirabilities of an employee. And when such a relationship has been 

scientifically established and well researched it can become the best tool for managing 

talent retention. 

According to (Raminder Kaur, 2017) in order to retain employees for the long run the 

organization should focus on new Innovative Technologies and Effective training 

programs. It has been found that all the employees also crave for good work life balance. 

It has been found that all IT organizations are taking much of care about their employees 

in order to retain the best talent within their organization. Many of HR activities have been 

beneficial to the employees.  

(Balaji et al., 2017) have suggested that the motivational, behavioural and work 

environment related variables are very important in the organization any one of these scarce 

then  crucial to influence the employee decisions. 

From the case study undertaken by (Ghansah, 2011) it can be observed that holding of 

employees, related to those policies or strategies are not engrossed on exclusion of 

undesirable turnover in firms where there is high demand for workforce. It is found that 

there are many expenses incapability to hold 

the workforce include separation benefits to the employee, lost output, sourcing expenses, 

learning prices, as well as moderated services as new workforce line up with speed. 

(R. Agarwal, 2017) have concluded that engaged employee is one who is motivated, highly 

dedicated, ambitious, strive to for an extra edge and always lead by the example to others 

and line up his goals toward firm goals. It has been found level of employee engagement 

in the job assigned, communication ease, leadership styles, trust level, job autonomy, level 

of inspiration, work participation, support from organization, performance appraisal, 

quality of work life, level of contribution in decision making, chance to grow are the robust 
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with an organization are: level of training & development facilities, culture of organization, 

leadership quality, feedbacks and compensation structures provided by the organization.

(Khandelwal, n.d.) have stressed upon the need for systematic approach in talent retention 

activities to attract and retain the best talent in an organization. Talent retention is needed 

for success, effectiveness and uniformity. 

(Akunda et al., 2018) have concluded that there are many compelling reasons to create and 

sustain management and retention programs. These include; growing competition, 

expansion of global market, high employee turnover, divergence of the workforce about 

job expectations and job satisfaction, sustaining an existing customer base and safeguarding 

the public image of successful organizations. 

(Kossivi et al., 2016)it has been found that organizations have to retain their talents in order 

to remain in business. There is not much significance given to the need of such studies. Yet 

data collected has shown that in order to retain the best talent inside the organization, every 

HR manager must strive to keep the employee highly motivated and committed to his job. 

Hence a lot of research is needed to learn more about the factors that influence talent 

retention programs. 

 
2.8. HUMAN RESOURCE ANALYTICS 

 
Pooja Jain and Pranjal Jain (2020) [137] have described the true meaning of HR Analyics 

Analytics requires accumulating loads of relevant data which is adequate, appropriate and 

des

significant role to play in HR Analytics. There are also certain metrics to be considered to 

evaluate the readiness of an organization to adapt HR Analytics. Hence more research is 

required to be done in this area to bridge those undiscovered areas of study. 

(Jensen-Eriksen, 2016) have undertaken a study to understand if HR analytics is connected 

to the broader concept of data-driven HRM. It was carried out to know if there are the 

possible connections between HR analytics and the measuring and decision-making of 

HRM. 

According to (Lakshmi & Siva Pratap, n.d.) there is a need for quality research data 

regarding HR Analytics adoption. Though there is awareness about the need for HR 

Analytics the adoption rate is very minimal even in big corporate organizations. Lethargy 
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in adoption of HR Analytics by the top management of the organization and office politics 

has contributed to the slow rate of adoption. The three main issues for lack of HR Analytics 

adoption are: Data issues, organizational issues and individual employee issues. 

According to (Fred, 2015) 

practices of the HR department. After a detailed study they have concluded that the 

appropriate execution of HR Analytics is a key inventiveness to making HR-as a tactical 

function in any organization. 

Hussain Ahmed Choudhury and Arup Barman (2016) have analyzed around 800-100 

documents pertaining to Human Resource Analytics and have come to the conclusion that 

data driven decisions will result in better and bold decisions. They have also found that 

research work on HRA is very less in India and Indian companies during the last decade.

(Lamptey, 2020) tics 

-valuable asset to the organization to the extent 

of losing their jobs to IT professionals and other numeric intensive employees. 

According to (Asim Kumar Rajbhar, 2017) the main problems that plague any organization 

such as engagement practices.   HR analytics solve all the problems aroused by above said 

practices. Thus, Human Resource analytics makes the HR department function more like a 

commercial enterprise that is adapted to the constantly changing trends of HR practices.

(Barbar et al., 2019) are of the opinion that HR analytics will make a great significance in 

an organisation that are keen on making quick and rational decisions which will improve 

turnover rate and the excellence of the HR decision making. However, they have identified 

that small scale industries have not yet fully adapted HR Analytics into their HR practises. 

According to (Sena, 2019) there is an association between HR analytics and HR 

management. If utilised in a suitable way people analytics may support the top management 

team of an organization to line up HR tactics to worth creation. 

Technological advancements have brought in a lot of changes in the way HR departments 

are operating today reports (Momin et al., 2015) in their research paper. It has been found 

that HR analytics help the organisation have a strategic workforce that will yield higher 

performance and can exceed competition levels. 

According to (Mishra et al., n.d.)  for the long-run survival of industries, it is imperative 

that an organization have a robust HR Analytics model that will help organizations reduce 

HR-related costs while improving business performance as well as workforce engagement 

and satisfaction. 
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(Keerthi et al., 2017) have provides that analytics greatly helps in accurate decision-making 

power of HR management. It also helps the organization maintain acceptable worth facts

for modifying ROI in HR Investments. 

(Ejo-Orusa & Amina, 2018) have shown that strong significant relationship between 

predictive HR analytics and HRM (recruitment & selection, performance). Through its 

findings it has been found that many organizations are not giving due importance to this 

area of HR analytics due to lack of sufficient research work. Anyone trying to become an 

. According to (Rasmussen 

& Ulrich, 2015b) However this is absolutely false! Their research study has shown that 

- method with a concentration on analytics will definitely stop these

HR Analytics from becoming just another management fad. 

(Mehrortra, 2017) have analyzed 300 on-roll employees from HR & MIS department of a 

well-known organization and found key research findings; well-defined alignment of 

Business goal oriented Human Resource system, creating value in Human capital, 

Communication regarding latest strategies of competitors, regular HR Assessment, 

centralized HR Analytics Unit that act as a strategic business partner for the organization.

Salvatore (Falletta & Combs, 2021)   shared seven step process for structure of project-

based and principled necessities, define 

HR Research & Analytical agenda, entire data gathering, mining and cleansing of data.

They have found that there is a serious research gap in the area of HR analytics that can be 

used by HR managers in the corporate organization. 

(Berhil et al., 2019) have tried to research and analyze the extent of influence of Artificial 

intelligence on HR management. It has been found from the primary and secondary sources 

of information that artificial intelligence has a significant impact on HR Analytics functions 

of Recruitment, Skills Management, HR Development, attritions and turnover. 

(Singh et al., 2018) have tried to obtain empirical research data on education institutions. 

After using exploratory research methods for data collection, it has been found that HR 

Analytics is a comprehended data system design for supporting organizational efficiency 

and is very vital in providing information to overcome all HR management hurdles. 

(Jac, 2010) has emphasized the role of    HR analytics in Human capital Management for 

21st century. Organizations have huge data and information. A proper HR Analytics system 

is needed to fully capitalize on the Human resource to gain competitive edge in a fiercely 

competitive HR environment. 
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(van den Heuvel & Bondarouk, 2017) has revealed through his research that HRA can have 

a foremost impact on the decisions of the top management of an organization. It will result 

in a lean and agile organizational structure that will have easy flow of strategic decision 

making in the quickest and efficient manner. Hence HR analytics has the power to 

transform existing and traditional organizational model into artificial intelligence-driven, 

modern, fluid organizational model. 

(Bassi, n.d.) have shown that HR analytics can greatly enhance the effectiveness of the 

the center point the 

juncture between more profitable and more balanced supervision and development of 

 

According to (Mojeed-Sanni et al., 2019) harnessing employee commitment, identification, 

and spirit of collectivism is possible by modernizing the current HR practices of the 

organizations. Every corporate organization must employ business analytics in gaining 

more knowledge about the social capital inherent inside it. When there is effective 

utilization of organizational resources. 

(Mondore et al., n.d.) have demonstrated that HR analytics has a direct impact on the 

processes and initiatives of the organization. They have postulated a road map for handling

the human resource of the organizations and also to identified connection between the 

traditional and essential tools used for gauging the performance of the workforce. Such pre-

emptive process taken by tool will definitely be a strategic tool for generating better 

business outcomes 

 

 

 

 

 

 

 

 

Figure 2.2, Source: datasciencessn.org 
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(Manchanda & Gulati, 2018) have shown in their research paper that the organizations are 

interested in using HRA tools for different reasons. Even though organizations are 

interested about HRA tools they are unable to move that from planning stage to execution 

stage. This is due to lack of training for the workforce, cost etc. So, HR department should 

facilitate and implement these. 

To study the impact of HR analytics on organisational performance, software R was used 

in the exploratory study by (Lochab et al., n.d.) It has been found that less number of studies 

were conducted on human resource analytics and more research is required to carry out 

detailed study of HR Analytics. 

According to (Hendra Lukito et al., 2016) detailed study on human resource information 

systems (HRIS) indicates that there is a confident connection organizational learning 

capability and organizational performance. It recommends, all top management should find 

ways and means to enhance their HRIS to the optimum level so that they can improve an 

 

(Varma et al., 2020) HRA has become a significant which helps classify aspects that has in 

depth involvement and helps in making to understand of employee behaviour and produce

a constant and better productive environment. 

According to (Tomar & Gaur, 2020) HR analytics enlightens managers to provide solution 

to the organizational problems and make accurate decisions. It estimates workforce 

requirements, enables HR to attain corporate goals, and improve organizational 

performance which helps businesses in output success. Despite the success, the firm faces 

some big challenges like data governance, skill gap among employees, senior management 

support, and many other such challenges in incorporating and using the HR Analytics tool 

in business. 

According to (Keerthi et al., 2017) HRA is selection produce consistency in decision-

making all department for many firms. The paper has taken google organization as a study 

place how they are implementing and getting changes in their organization.  

According to (Momin et al., 2015)HR analytics is being used as an important tool for talent 

recruitment process and also as a strategic weapon against competitors. It has been 

concluded that HR Analytics can change the way business operate by using technology-

solutions for Talent management processes such as Hiring and retention. It is also found 

that HR Analytics can increase productivity, and give employers better ROI on their hiring 

process. 
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(Delloite, 2017-2018) in their recent survey have expressed that every company must be 

vigilant about data quality, data security, and the accuracy of machine-driven decisions 

while using HR analytics for their everyday decision-making processes. Data security 

breach, bias in machine-based decisions and ethical trade-offs are some major concerns 

that continue to plague the organizations as they try to adopt machine-based decisions for 

their HR processes. 

According to (MaseseOmete Fred, 2018) how much HR Analytics can be used effectively 

by an organization depends upon the ability and capability of the HR manager to effectively 

utillise the given date to make strategic decisions. Mastering this will definitely represent 

a win-win for employers and employees, and ultimately the social order in which we live 

and work. 

According to (Srivastava, 2020) HR analytics emerged when management wanted to make 

quick and accurate decisions based on reliable data. Organizations have greater access to 

data thanks to immense technological advancements, which enables them to not only 

thoroughly review before making a decision but do so quickly. This paper reiterates that 

firms need to give HR managers the necessary tools and training to keep up with the 

progress of technology and its implications. 

According to (Arora & Panchal, n.d.)the effect of HR Analytics in different fields of HRM 

such as Recruitment, Employee engagement, Employee turnover, Compensation 

management, Performance management and Employee retention was studied and it has 

been found that HR Analytics has a very positive impact on traditional HR practices. It has 

completely refurbished the traditional practices with modern, faster and more fool-proof 

strategies for Talent Management 

 

2.9. EMPLOYEE BEHAVIOUR & WORK ENVIRONMENT 

 

(Soundarapandiyan et al., n.d.) provides a new insight to the employee behaviour that is the 

effects of workplace fun changes employees task performance and interpersonal employee 

behaviour through job satisfaction. So, it highlights employee performance and 

 

The preset work conducted in oil and gas industry, whereas it provides facts that TM 

directly influences the EB. So, organizations should give importance to TM factors and 
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identify which factors are majorly influences as per those facts they can get changes in 

organization (Chaturvedi et al., 2020)]. Id

consequent nourishment and development provide necessary stimulus for positive attitude 

towards work, co-workers, customers, and organizations. This optimistic attitude 

transforms in tangible performance behaviour of workforce that is significant for 

organizational survival in competitive environment. Organizations need to plan innovative 

talent management strategies allowing employees to determine positive attitudes and 

behaviour that would enable organization to attain sustainable success (Syed Hussain al-

Hussaini, 2019). (Shahi et al., 2020) The key points of this study is that there is a seven 

step model which was already established in previous study, should apply in the 

organization to improve behavioral factors of employees.  

Deloitte (2019) [179] in their study provides information about work environment how it 

day-to-day employee experience in a significant way. It is significant that organizations 

consider how to enhance their physical work arrangements to help improve employee 

engagement and performance. organizations should identify ways to provide their 

employees with access to flexible work arrangements both inside and outside office. 

Moreover, Companies should hold new technologies to enable workers to perform at their 

best while exercising autonomy. Impacts of these physical shifts as well can considerably 

tural environment. To prepare for these changes, organizations 

can design a workplace with the employee experience in mind and align with change and 

innovation.  

(Simbine & Tukamushaba, 2020) It is imperious that every employee understands 

 culture and work environment. The WE give space to the employees to think 

positive and work properly for the departments and get good results. It shows their 

commitment and dedication towards the organization. So, the companies should pay well, 

recognize the employees create better environment for work. 

Employee overall productivity depends on the work environment. Without interaction 

between work place environment and employee performance is not going to give good 

results to the organization. This research led to employee productivity concept which is 

affected by various factors of workplace environment. Limaye (2015) [181] 



 
60 

 
(Raziq & Maulabakhsh, 2015) this work proved that working environment and employee 

job satisfaction two faces for one coin. The ultimate job satisfaction leads to innovative 

thoughts all these happen when the conditions in work place.   

(Frank, 2015) in his study says that strategy is the most important part when it originates 

to giving companies a direction. Company leaders think that taking an outstanding strategy 

alone will lead the organizations to success. But this has shown that creating even the most 

intellect strategies is not the only part. A strategy to implement the innovative strategy is 

required for it to be successful. Therefore, many leaders realize that employee behaviour to 

implement that strategy is very important. EB important for the 

growth.  

(Bart et al., 2001) found that mission policies could positively affect employee behaviour 

which had a direct effect on  financial performance and this likely to work 

only when internal policies are resulting from the statement. Physical work environment 

and psychological work environment both influence the employee behaviour and which 

promotes positive employee engagement. 

(Suresh, 2016) reveals the organizations performance depends on the new model of 

environment. EB confidently changes in a optimistic way because of the physical work 

status. The safety and health measures also improved due to proper conditions of work

(Ulrich et al., 2013).  The acceptance between employee and working conditions then it has 

been associated to possible results such as satisfaction in work and organization success. 

The bent on to separate from organization due to mental condition like stress this leads in 

inappropriate fit (Kristof-Brown, 2011). There is a more recent work (Kolb, 2013) stated 

that the effective behavioral results will come through workplace conditions. 

                                 

Figure 2.3, Sorce: (Kolb, 2013)  
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2.10. RESEARCH GAP 

 

Research offered valuable insight into TM and its relevance to EP which is having the effect 

of multiple moderator and mediation variables. One of the studies, researcher rightly 

mentioned that, companies have now understood that they have to do much more than 

recruiting talent from competitors. They should identify and invest on talent. Being a 

booming and relationship-driven industry, the firm concerned should focus on retaining 

talent by using different methods. In the retail sector in particular, the task of managing 

talent and retaining talent could be a challenging task. As another investigator says that, in 

globally where fiscal activity has overtaken the accessibility of capable workforce, 

acquiring, managing and retaining talent requires extra efforts. Another researcher makes 

a sensible statement: the monetary value of an organization often hinge on the eminence of 

human capital. Thus, a collection of valuable outputs has originated from the research 

endeavor undertaken by the researchers.  

 

However, the Talent of the organization that make the difference in getting required results. 

Talent management and its key variables need to be understood and instigated in the 

organization. Another dimension to the success of any organization is always depends on 

employee performance.  

 
The reviews were mostly providing on Talent management practices evidently in IT, ITES, 

Bank services etc., whereas on retail sector is still not explored much. Even though many 

studies have recognized the association between Human Resource Analytics & employee 

performance, this mechanisms through which mediated, moderated variables lead to 

employee performance remain still not explored. This has given rise to a research gap.  

 

The motivation of this research is to explore the ways leading from the synergy between 

HR analytics, Talent management and Employee performance. Specifically, the mediation 

and multiple moderation model has been used to examine a research framework developed 

for the study. 
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2.11. CONCLUSION 

 

In conclusion, the literature provided in this chapter delivers convincing opinions and 

backing for research work on synergy between HR analytics, Talent Management and 

employee performance. This chapter focuses on the research done by the researchers in 

India as well as across the world.  

 

The literature review also throws light on the benefits that organizations have enjoyed by 

designing strategic Talent Management plans and implementing the same. The chapter 

starts with the industry specific and it covers how Talent management impacts in various 

other sectors. Many of the studies were conducted on IT, ITES, Pharma and Public sector 

units but very few studies were done on retail sector. Whereas Bangalore is a place which 

covers the corporate retail, where HR analytics is used.  Therefore, the researcher has 

chosen the topic on Impact of Human Resource Analytics [HRA] and Work Environment 

on Talent Management [TM] mediated by employees' behaviour on Employee 

Performance [EP] in select retail stores in Bangalore city.  In this research HRA and WE 

are used as moderators. Conditional processing model, whereas multiple moderators and 

mediation model were used for the study. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


