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CHAPTER V 

5. FINDINGS & SUGGESTIONS 

 

5.1. INTRODUCTION 

 
This Chapter proposed to discuss the results of analysis performed in chapter 4  Data 

Analysis. Also, Implications are discussed which are useful for the academicians, 

researchers, and industry experts who are with organized retail sector. The analysis results 

are discussed in the order which are mapped to the objectives of the study. 

 

5.2. FINDINGS FROM RELIABILITY ANALYSIS 

 

All the given variables are more than the thresh hold value. Hence it says that all the 

variables in the study are reliable.  

 

5.3. FINDINGS BASED ON THE DEMOGRAPHIC PROFILE: 

 

5.3.1. Objective 1: Findings from the demographic profile 

 

 Gender: The male respondents being the highest with 480 and the female being the

lowest with 178 (21.3%) respondents. Thus, it proves that the female employees are 

only 45% which is comparatively lower than the male employees. The data shows 

that the women employees are not much at the middle level management in the 

select retail.  

 Age: The respondents between age group 31- 40 years is 277 (42.1%) being the 

highest. The number of respondents of 51 and above years age group is only 8 

(1.2%). It shows that the respondents above 51 years and below 21 years age group 

are less. Respondents of 41 years age group employees is also less in the select 

t to have 41- 50 years age group employees in the 

organization to improve the retention culture. 

 Designation: As per the analysis managerial Level is 288 (43.8%) in number as 

compared to the number of respondents at corporate level which is 84 (12.8%).  The 

details of the bar chart show participation of managerial level employees is 

effective. 
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 Educational qualification: The analysis shows that the number of respondents at 

the post-graduation level is 293 and the number respondents with doctoral degree 

is only 02. To ensure quality work it is essential to higher qualifications and

specialisations in the respective arena. 

 Income group: 50,000 and above income group respondents are 204 (31.1%) 

highest whereas 30001  40000 income group is 74 (11.2%) which is the lowest 

respondent group. Income of the employees is one of the important motivating 

factors which make skilled work force to retain in the organization. 

 No. of employees: Employee strength 101-300 is 220 (33.4%) this number is 

highest and employee strength of 301-400 is 86 (13.1%) respondents are lowest. 

 Departments: Other department respondents are 475 (72.5%) this number is 

highest and HR department respondents are 183 (27.8%) which is the lowest. 

 

To sum up, from the above analysis of demographical profile of the respondents, the data 

infers the heterogeneity of the respondents: majority of the sample respondents are males 

and their average age is 30 years and most frequent designation level is Managerial. 

model monthly income is above Rs,50,000. The sampled respondents are predominantly 

belonging to HR department. 

 

5.3.2. Objective 2: Findings from Independent and dependent variable relation 

 

The analysis results says that when all the talent management practices i.e., talent 

acquisition, talent engagement and retention implemented in the organization gives positive 

impact on better employee performance. The finding showcases both the variables are 

correlated positively. 

 

5.3.3. Objective 3: Findings from Mediation Analysis 

 

In the changing dynamics of retail organizations, there is always a need for proactive people 

who can behave positively and innovatively. Through appropriate acquisition of talent 

organization guarantees fair play. It boosts employees to behave outstandingly and it also 
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impacts retention. Thus, constant talent input and initiatives ensures Employee

Performance (EP).  

The Employee behaviour is one of the key factors in the organization to get the positive 

employee performance. The analysis suggests that if Talent management practices is 

implemented from the beginning of acquiring talent to retaining of talent results in positive

employee behaviour. It proves that employee behaviour mediates significantly on the 

relationship between TM and EP. 

 

5.3.4. Objective 4: Findings from Moderation Analysis 

 

HR analytics implemented on the entire talent management practices, while recruiting,

resourcing skilled personnel, in the onboard process, training, performance management 

and retaining gives insights into the data and metrics, shows the lagginess and allows it to 

improve talent management. Therefore, the impact of HR analytics on talent management 

directly effects on positive employee performance. The analysis finds HR analytics 

indirectly regulating the mediator variable or employee behaviour to get better employee 

performance. 

 

5.3.5. Objective 5: Findings from another Moderation Analysis 

 

Another significant observation in the study about the work environment is that when 

organizations provide a supportive environment by providing the physical, social and 

psychological support in work place gives effective results in employee behaviour and 

employee performance. Similarly, the Positive Impact of TM on EP mediates Employee 

Behaviour (EB) that is moderated by Work Environment. The Employee Behaviour is also 

shaped by Work Environment. The analysis proves that the conducive Work Environment

(WE) positively influences the Employee Behaviour (EB) and thus determines the nature 

of impact of Talent Management on Employee Performance. 

 

5.3.6. Objective 6: Findings from established paths 

 

The observations from the conceptual model and analysis says that the Employee 

Performance is primarily influenced by Talent Management practices and Employee 
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Behaviour. HR Analytics and Work Environment regulates this influence. Thus, to improve 

Employee Performance through Talent Management Practices we need to focus on creating 

Positive Work Environment with the help of HR Analytics. 

 

5.4. RECOMMENDATIONS 

 

 Indian retail market is extremely competitive and talent availability is becoming 

increasingly scarce. Market dynamics and unpredictability require a competent and 

strong workforce. Retail organizations are being confronted with the challenge of 

having to slog it out to drive sustainability in the market. The traditional processes 

reveal that Talent management practices has significant impact on employee 

performance. Hence it is suggested to move away from traditional practices and 

giving way to Talent management practices. 

 

 HR departments believe that the organization needs to invest in HR analytics. It is 

an effective parameter to increase productivity of the firm. Adoption of HR 

analytics across data driven retail sectors is one major reason based on which 

analytics can be adopted, among all the factors that is found in the research, 

management backing will play a significant role, so it is recommended that 

management of any organization to understand the advantages of HR analytics and 

implement the same in their organizations 

 

 Employee behaviour has a strong correlation with work environment and Talent 

management practices. The three important practices of the talent management -

TA, TE and TR has its unique impact on employee behaviour and each dimension 

represents the different aspects of employee performance. It impacts decision 

making, communication and attitude. The physical and social work environment 

impacts on individual and group work goals. The third dimension, HR analytics

suggests that work goals followed are based on TM practice and has impact on 

employee behaviour.  
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 The findings reveals that the organizations showcased only moderate use of data 

analysis to assess the work environment related factors. This shows the fact that the 

organizations had lack of awareness of the benefits of data analysis in enhancing 

the operations in a productive manner. Hence, the present study proposes that the 

organizations should focus on usage of data analysis imparting of psychological 

factors along with the existing physical working conditions to improve the working 

environment.  

 

 Working Environment and talent management practices using HR analytics which 

will drive positive employee behaviour to achieve better employee performance 

leading to overall organizational benefits. Hence the need for the management to 

refurbish their strategy on imparting the HR analytics, positive work environment, 

as these will improve the explanation variations of talent management practices 

drive the positive employee behaviour in the achievement of employee 

performance. 

 

 Finding shows that the HR employee empowerment on decision making, succession 

planning and improving productivity factors are moderate.  It is hence suggested 

that the organisation should put more focus in talent management practices of 

acquisitions embedded with HR analytics to enable informed hiring decisions and 

attract right talent per requirement 

 

 The organisation should adopt effective talent management practices to motivate 

and engage talent. Finding provides that employees are moderately engaged in 

terms of expressing their views and learning and developing new skills. It is 

suggested that the talent management factors should be used across all categories 

of skilled workforce within the organisation. HR Analytics need to be developed to 

evaluate factors and add them to the employee performance. 

 

 Finding reveals that organizations employee retention practices are moderate when 

 Talent management has 

become authoritative and it will shape the employee to be more productive at the 

spective. 
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HR Analytics need to be developed to evaluate these factors and add them to the 

employee performance. 

 

 The demographic data provides that the respondents majorly belong to other 

departments implying that most of the companies did not start dedicated staffs for 

analysis purpose. Hence, the study recommends the retail organizations to recruit 

adequate HR analysts in order to improve their business outcome. 

 

  The retail sector also concentrates on education qualification of employees. The 

organization should appoint professional and post graduates in the higher positions. 

Organizations provide training and higher education facility to the employees. 

 

 The diversity should be followed by the organizations, they should encourage 

women workforce to participate in middle and higher-level management. 

 
5.5. LIMITATIONS OF THE STUDY 

 
 Even though the research study has both theoretical and pragmatic significance for 

HR professionals and the research scholars, it also has certain limitations, which 

confines its scope.  

 

 The study results are derived from the responses of a number of respondents of 

Bangalore, Karnataka, India to get an idea of usage of HR analytics in talent 

management practices in selected retail stores, its competence and business 

outcomes.  

  

 The scope of the study is limited to particular sector, select retail sector in that the 

study covered majority of the stores belongs to special stores, supermarkets, 

discount stores and departmental stores. 

 

 However, this may not be true all the time because several factors used by the 

current study cannot be applied to other areas due to differences in demographic, 

economic, and social factors, especially for other countries.  
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 Further, time constraint is one more limitation which affects the employee 

responses. There may be a bias in getting genuine responses from the respondents 

of the study. 

 
 In addition to above said limitations, the work environment psychological and 

social factors are considered in the study are limited. 

 
5.6. CONCLUSION 

 
To conclude, this thesis establishes synergy between Talent management, HR analytics, 

Employee performance using the macro process conditional analysis which is the primary 

objective of the study. Overall, this study focusses on Talent management practices on one 

hand and better usage of HR analytics in the mentioned variables on other hand. Also, to 

Furthermore, HR analytics, Talent management and Work environment play a pivotal role 

on employee behaviour that directly and indirectly effect on employee performance. Retail 

organizations need to ensure to embed analytics in Talent management and create positive 

work environment including social and psychological factors to benefit the organization 

talent pool to maximize performance.  

 
5.7. FUTURE SCOPE 

 
The present study includes population of HR professionals and other departments in 

specific sector. In addition, it focuses on employees from the city of Bangalore, Karnataka. 

The same conclusion needs to be drawn from the remaining places of the country as well 

as other sectors. Future studies can focus the research to include the entire India with a 

large number of respondents. 

 
There is further scope for the study of HR Analytical tools on talent management process

to cover other sectors and a wider geographical scope. HR Analytical tools also can be 

developed and used for the Talent management practices. 

 
Another scope is that the work environment must include psychological and social factors 

in addition to physical work environment. 

 


