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ABSTRACT 

 

India is well known to be the Fifth largest in the global retail market according to world 

retail index. Indian organized retail sector is a positively evolving industry which enhances 

their employees with well-established tactic knowledge considered as a key to achieve 

competitive advantage. Globally there are changes in the life styles, increased trading and 

movement of people without any geographical restrictions, volatile changes in existing 

business environment and diversity of work also increased, these might be the considerable 

factors causing challenges in getting on the availability of competent workforce. Thus, the 

Talent Management (TM) practices: talent acquisition, talent engagement and talent 

retention of workforce has become one of the strategic issues in developing countries like 

India. After FDI, many retail joints have been established and there is a lot of space for 

employment. Hence, it becomes challenging for the organization to investigate the right 

attitude and behaviour of retail employees towards affective commitment and performance 

for understanding the sustaining mechanism for effective organizational development. 

 

A dearth of literature which analyses the impact of HR Analytics, Talent management 

practices in organized retail sector was observed. The overall drive of this study is to 

empirically build and test a conceptual frame work model for organized retail sector which 

showcases that the HR analytics (HRA), work environment (WE) and Employee behaviour 

(EB) how they effect relationship between TM on Employee Performance (EP). More 

specifically, grounding on broad literature and theories, a mediation and dual moderation 

model was proposed to study the direct and indirect links between HRA, TM and EP.  

Further, an investigation on the role of contextual factor: the impact of TM and WE on 

employee behaviour was performed to understand the underlying mechanism to foster 

commitment of the talent workforce. The present thesis focuses on the gap found in the 

existing literature which going to be beneficial for the organized retail sector. 

This research is formulated research questions and based on that 8 research hypotheses 

were proposed to fill the gap addressed in the literature and answered theses research 

questions. A sample of 658 organized, select retail employees from Bangalore city were 

chosen for the study in a cross -sectional time duration from October 2020 to August 2021. 

Proportionate stratified random sampling technique was taken to get required sample. From 
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the well-established literature the questionnaire was considered and this tool used for the 

gathering of data for the present thesis.  

All descriptive statistics: mean, standard deviation and reliability were computed for each 

variable using SPSS and R software. Current study has adopted descriptive and inferential 

statistics that were used to analyze the data. To establish and measure the hypothesis 

Conditional processing macro model (Hayes Model No. 10) was taken.  

 The independent variable has a significant association with both the dependent variable, 

regulatory and causal variables. Regarding reliability, all the study variables are reliable 

and which are the result of that is > 0.70. Face validity considered to validate the variables. 

Measurement model fitted the data adequately GFI (0.94 > .90), RMSEA (0.062 =06), 

SRMR (0.0.067<0.8), which provides satisfactory indices of fit. Whereas, the results of 

CFI (0.8< 0.90) and TLI (0.874<0.9) has moderate indices of fit. Hence, out of 9 proposed 

models the model no.10 best fit the established sample data.    

In Connection with Mediator variable which impacts the TM and EP, it was proven that 

partially mediated, dual moderators also effected directly and indirectly on the relationship 

between TM and EP. 

 

Overall, this thesis on one hand has intensively examined the prominent role of HR 

analytics in fostering talent management and employee performance. On other hand, it 

suggested that the work environment also influences the employee performance, as it 

elevates the effective performance of employees towards organization. Thus, the study 

throws light on the Talent Management Practices needed to create a Positive Work 

Environment with the help of HR Analytics that improves Employee Performance. Study 

limitation and Implication for future research scope and practices are discussed.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                        
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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 

divide”.  Retail 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 India’s retail market is expected to be 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 

portion of India’s e-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 

per cent of the country’s Gross 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 Bank’s doing business and trading 2019 

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

Confidence Index India‘s 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 and balance the customers ’need.  

➢ 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. 
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➢ 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. 
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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 it’s 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 is one of the India’s leading retailor across 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 Spencer’s Retail – RPG Group 

 

Spencer’s 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. 

 

 

 

 

 

 

https://en.wikipedia.org/wiki/Dubai
https://en.wikipedia.org/wiki/Micky_Jagtiani
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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 
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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). 
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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) should be the essential of an organization’s talent strategy.   
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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 

to the firm’s demand for workforces, how to fill the gap and how to execute the business 

strategy towards filling this gap. TM insights in to the organization’s strategy to get things 

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 

organization’s objectives. 
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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), “Talent Management is the methodology 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 

Today’s corporate HR talent management is a key word for the success of organization. 

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 

of evolving potential leaders in strategic HR’s role. It is also important to identify the skill 

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 researcher’s 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 

the employee’s 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 

 

The term “HR Analytics” is used to be constant with the leading vendors and academia. 

The definition of “Analytics” as 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. The attainment of organization’s vision is always 

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 

all these, organizations can determine an employee’s 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 don’t bother about their negative 

aspect on social media which impacts on employer’s brand 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 

the back seat. In fact, it is even more precious than the company’s balance 

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 

achieving firm’s objectives. 

➢ 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. 

Benefits of 
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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 

influenced by directly or indirectly related to the firm’s work environment.  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’ profile and second part 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.  
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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) 

 

This chapter attempt to provide selected review of literature on “Synergy between HR 

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

Bangalore” based on empirical studies. 

 

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 of “TM” and the 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)has stated that every “HR function 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)Organization’s effectiveness and efficiency both are encompassed by the 

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 

environment, team members’ actions, growth and learning opportunities in the 

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 organization’s 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 

all managers’ level. Whenever such a model is 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 

specifically on the topic of “talent acquisition strategies on talent retention and 

organizational performance of ecommerce start-ups”. 

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 management in today’s “borderless 

world”, (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. An efficient “Talent plan” 

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.  

(Edward P. O’Connor, 2019)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 

should be a “competitive competency model” based 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 
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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. 



 

47 

 

(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 

employees’ physical, cognitive and emotional input in the work. However more research 

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) has emphasised the importance of having a very “engaged” leader who 

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 

“using social media search for the best talent” as well as the traditional methods of personal 

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 

“employer brand perceptions” are equally important as knowing employee brand levels. 

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 organization’s 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 

on the “e-recruitment” practices of an organization. Automation of recruitment process has 

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 a ‘partnership paradigm’ 

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

organization. 

(Vidyakala et al., n.d.) have proposed a “Next generation talent acquisition model” (NGTA) 

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) “uplift modelling approach” can be used in 

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 it’s 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 to the employer as a result of management’s 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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drivers of employee’s engagement. The factors that determine the tenure of an employee 

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 

as “Evidence Based Decision Making (EBDM) tool” and they have found that HR 

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

desired. It may be generic or specific. It is found that the concept of “Big Data” has a 

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) HR analytics haven’t been fully integrated into the mainstream 

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) have called out all HR managers and professionals to become “analytics 

savy” or they run the risk of becoming a non-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 

“agent of change” in the field of HR Analytics can run the risk. According to (Rasmussen 

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

having an “outside-in” 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 HR analytics capabilities: determine shareholder’s 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 

practices of HR professionals since it enables them to find the “the center point—the 

juncture between more profitable and more balanced supervision and development of 

people.” 

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 

employee engagement then the employee can be groomed to become a “high performance 

employee” with minimal 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 

organisation’s performance. 

(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 

organization’s commitment. 

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)]. Identification of organizations’ talent and its 

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 

is impacting employee performance, an organization’s physical workplace influences the 

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 

affect an organization’s cultural 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 

organization’s 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] 
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(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 shows that it’s important for the company’s 

growth.  

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

which had a direct effect on organization’s 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. 
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CHAPTER III 

3. RESEARCH METHODOLOGY 

 

3.1. INTRODUCTION 

 

This chapter embracing from the facts from the extensive study of literature reviews, and 

describes the design which is undertaken in research.  As reviewed in the 2nd Chapter 

(Literature Review), a number of studies on TM and importance of HR analytics. This 

chapter encloses the method and design involved by the researcher to elucidate the 

importance of TM and its significance on EP by using multiple moderator and mediation 

effect in select Bangalore based companies in the organized retail sector. Therefore, the 

research focused on exploring the processes. The focus of the work is exploratory in nature 

and adopted the appropriate methods to gather the required information. 

 

3.2. RESEARCH DESIGN  

 

It is the frame work to conduct research in an appropriate procedure. It deals with what 

procedure to be followed regarding what type of data to be collected, how to apply 

statistical measures to analyze and infer. It is a blue print or strategy to run entire research. 

The study included Descriptive research design.  

 

3.2.1. Type of Research 

 

The study used descriptive design technique. The main purpose of descriptive research 

design can be describing and quantifying of the research findings  (Hayes, 2013). This gives 

the details of the respondents and analyses the group what being studied. This is more valid 

and reliable technique to get appropriate results. Descriptive study associated with 

observation method, survey method and case study method etc.   

 

3.2.2. Framing of proposed Conceptual Model 

 

This model has been adopted from Hayes model 10 (Model templates for PROCESS for 

SPSS and SAS 2013-2016 Andrew F. Hayes and The Guilford Press)  (Hayes, 2013). 
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developed to transform each and every research objective to connect the apt hypothesis 

from the research point of view. This framework displays a clear view of the entire research 

to be done. The conceptual frame model consists of the following categories of HR 

Analytics influence on TM, the relationship and influence of TM on EP and influence of 

work environment on talent management and employee performance. It shows how 

employee behaviour is mediating the TM and EP. 

 

 

Figure 3.1, Source: Multiple Moderated Mediation Model (Hayes model no.10) 

 

3.2.3. Literature support for the Proposed conceptual Model 

 

➢ (van den Heuvel & Bondarouk, 2017) in their empirical research provides that the 

dynamic changes are not happening in the organizations due to lack of usage on HR 

analytics. To get fact based and data driven results in the organization, the 

organizations should spend on the HR analytics and which gives the ROI. 
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➢ (Farmanesha, 2021) their research showcases that talent management (TM) has 

been directly related with performance of the employee performance and their 

commitment towards organizational productivity. 

 

➢ (Arooj, 2020) in his work proposed about the variables like talent management and 

proactive behaviour. Talent management is impacting on proactive behaviour of 

employees whereas this employee behaviour works on project success and 

organizational performance. 

 

➢ (Fred, 2015) found out that the implication of metrics or HR analytics used to make 

better decisions in all the HR operations. Another point it makes sure that the 

primary goal of HR analytics is to support organizations face many of the challenges 

effectively and efficiently to grab the opportunities which are already exist in the 

job market with some level of certainty. 

 

➢ (Lee, 2015)found that employee attitude and behaviour mediate the work 

environment and employees which leads to better job satisfaction and good results 

in organization. Organizational culture and work environment moderates the 

employee high performance and work systems. 

 

3.2.4. Research Questions 

 

1. Does Talent Management impact on Employee Performance? 

2. Does Talent Management impacts on employee behavior? 

3. Does Employee behavior impact on employee performance? 

4. Does Employee behavior mediate on Talent management and employee 

performance? 

5. Does HR analytics moderate the Talent Management and employee performance? 

6. Does HR analytics moderate the effect on the talent management and Employee 

behavior? 

7. Does Work Environment moderate the talent management and employee behavior? 

8. Does Work Environment moderate the talent management and employee 

performance? 
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3.2.5. Formulation of the Hypothesis   

 

For the given model in the present study the following hypothesis were formulated which 

are linked with above given objectives: 

 

Objective 1: 

➢ No hypothesis was formulated and descriptive analysis was used. 

Objective 2: 

➢ H11: Talent Management has a positive and significant impact on Employee 

Performance. 

Objective 3: 

➢ H21: Talent Management has a positive and significant impact on Employee 

Behaviour. 

➢ H31: Employee Behaviour has a positive impact on Employee Performance. 

➢ H41: Employee Behaviour mediates the positive impact of Talent Management on 

Employee Performance. 

Objective 4: 

➢ H51: HR Analytics moderates the positive impact of Talent Management on 

Employee Performance such that at higher level of HR Analytics the positive 

influence is more significant. 

➢ H61:  HR Analytics moderates the positive impact of Talent Management on 

Employee Behaviour such that at higher level of HR Analytics the positive impact 

is more significant. 

Objective 5: 

➢ H71: Work Environment moderates the positive impact of Talent Management on 

Employee Performance such that with favorable work environment the positive 

impact is more significant. 

➢ H81: Work Environment moderates the positive impact of Talent Management on 

Employee Behaviour such that with favorable work environment the positive 

influence is more significant. 

Objective:6   

➢ No hypothesis was formulated and findings from established paths. 
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3.3. SAMPLE DESIGN 

 

A sample design is the framework, or direction that helps in the process for the selection of 

a survey sample and moves many other important aspects of a survey as well. In a nutshell, 

researchers are concerned in procuring some type of information through a survey for some 

population, or universe, of interest. 

 

                       
Figure 3.2, Source: by researcher 

 

3.3.1. Population 

 

Target population or universe means a large collection of individuals or respondents to the 

selected area of research. In the current study researcher chosen employees – HR 

department, other department and shopfloor people of select retail sector in Bangalore city.  

 

3.3.2. Sample frame 

 

Sample Frame is specific source or respondents from the entire population of respondent. 

My sample includes in select retail sector. Majorly it covered special stores, departmental 

stores and discount stores. So that these stores I can generalize for my results.  The List of 

sampling units present within the target population  (Chumney, 2012). The HR department 

employees, other department employees and shop floor employees of the select retail 

sectors in Bangalore city constitute the sampling frame for the current study. The total 

Sample

Sample Frame

Population of interest
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population of the study is 4967, as per the study given population is available hence, in the 

current study population frame is considered as sample frame.   

 

3.3.3. Sample  

 

Smaller portion of entire target population is called sample. Process of drawing sample is 

called sampling. A sample of 690 respondents was collected from the selected retailers 

(Tata, Future group, Reliance, Landmark group, Avenue group, Adithya Birla and others). 

After deleting the inaccurately filled questionnaire or partial responses a total number of 

658 responses were taken for the analyzing the data. 

 

     

Figure 3.3, Source: by researcher 
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3.3.4. Sample Duration 

 

The time duration which a research study has taken up for collecting data is called as time 

duration or time horizon ( (Saunders, 2009). Investigator used cross-sectional time horizon 

for collecting data during the research. The data collected for the current study was during 

the months from October 2020 to august 2021. For secondary data October 2013 to 

December 202. 

 

3.3.5. Sampling Techniques 

 

To draw valid conclusions for the research we have to choose the appropriate sampling 

technique. For the current study the researcher used stratified random sampling technique 

which comes under probability sampling. It is used where sample size is more. 

 

For the purpose of the current research work, the method used to draw the sample is 

proportionated stratified random sampling that chooses a random number of respondents 

from the different strata of the sample frame. Each company treated as strata from there 

proportionate random sampling is used. The companies considered for the study are Tata, 

Future group, Reliance, Landmark group, Avenue group, Adithya Birla and others. 

 

3.3.6. Sampling Size  

 

In quantitative research sample size plays a key role. The analysis is done through this 

sample. With sample inferences data driven analysis is considered for the research. In the 

present study, sample sizes from the different strata become the sample size of the complete 

population.  

 

However, in order to define the proportionate stratified sample, an overall estimate of the 

sample size is needed. However, in order to define the proportionate stratified samples, an 

overall estimate of the sample size is required. The researcher adopted the following steps 

to arrive at a sample size of acceptable levels of accuracy which represents the target 

population. 
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The following formula developed by Cochran (1963), is used to determine the sample size. 

 

𝑛 =
𝑍2𝑝𝑞

𝑒2
 

 

 

Where, 

 

 n = population desired 

Z = standard normal variate at a given confidence level. The confidence level adopted is 

95% and its value from Z table is 1.96. 

e = acceptable error 

P = estimated proportion and q = 1-p    

 

(Cochran, 1977)To calculate the sample size, if the degree of variability is not known, then 

variability can be assumed which is equal to 50% i.e., p = ½ or 0.5 and q = 1-p i.e., 0.5. 

In this study, confidence level of 95% with ± 5% precision is considered to calculate the 

sample size. 

                                     

                                                  𝑛 =
1.962∗0.52

0.052  = 384.16 or 384 (formula 1) 

 

Cochran mentions that if population is finite then sample size can be slightly reduced with 

the modified and correct formula.  

 

The modified formula is 

                                                    n = 
𝑛

1+
𝑛−1

𝑁

    where, n = modified sample size  

𝑛 = sample size determined in formula 1 i.e., 384 

N = population size i.e., 4967 

 

 

 

 

 

 

 

The result of above calculations, determined the sample size as 357 and it has been decided 

to collect the primary data from 357 respondents. 

 

n = 
384 

= 356.5459 
384 - 1 

1 +  
4976 
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Store wise Employee List in Bangalore city 

Group No of Stores 
Average No. of 

Employees Per store 
Total Employees 

Aditya Birla Group 30 15 450 

Avenue Group 14 35 490 

Future Group 17 38 646 

Land Mark Group 29 37 1073 

Reliance 34 27 918 

Tata 33 30 990 

Others    400 

Total   4967 

Table 3.1, Source:  from Primary data 

Store wise population, sample size and actual sample collected 

Group 
Populatio

n 

Pop 

% 

sample

% 

Sample Size 

Calc. 

Sample 

size 

Actual 

sample 

Collected 

Aditya Birla Group 450 9  9 32.34346688 32 85 

Avenue Group 490 10 10 35.21844172 35 78 

Future Group 646 13 13 46.43084357 46 87 

Land Mark Group 1073 22 22 77.12119992 78 143 

Reliance 918 18 18 65.98067244 66 110 

Tata 990 20 20 71.15562714 71 104 

Others 400 8 8 28.74974834 29 51 

Total 4967 100 100 357 357 658 

Table 3.2, Source: by Primary data 

3.4. DATA COLLECTION 

 

3.4.1. Firsthand information  

 

This also known as primary data. A structured questionnaire is considered as a tool to 

collect the data. current study is collected data from the “employees of HR department, 

other department and shopfloor employees of select retail organizations in Bangalore city”. 

 

3.4.1.1. Type of questionnaire 

 

In order to collect data, researcher developed a structured questionnaire. The questionnaire 

classified as two major headings. In First part, the respondents were asked to fill the 

demographic data i.e, educational qualification, gender, Income group, years of experience, 

functional department, designation given by the organization, age, organization’s employee 

total strength. Based on their nature and characteristics of the above demographic 

parameters were measured using various scales. In Second Part, the respondents were asked 
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to rate about a 30 - item Talent management factors, a 6 – item employee behaviour, 5- 

item HR analytics,4 - item work environment and 8 - item employee performance questions 

using a 5-point scale. 

 

3.4.2. Secondhand information 

 

This is also known as secondary data, which is gathered from various sources like books 

related to the topic, scholarly journals, articles, whitepapers, news articles, Government 

publications, blogs, and websites. 

 

3.4.3. Variables Used in the study 

 

The overview in the aforementioned section, the research instrument is “divided into two 

parts”. The part-I of the questionnaire describes the “demographic variables” and part -II 

of the questionnaire is research study variable. 

Variables Description 

Table 3.3, Source: by researcher 

S.No. Variables Description 
Type of 

Variable 

1 
Demographic 

Variable 

Age, Gender, Income group, designation, 

educational qualification etc. 
 

2 
Talent 

Management 

The process starts from the acquiring of the 

talent, onboarding, engaging of employees, 

motivating, succession planning and 

retaining the talent. Which is the end-to-end 

process. 

Independent 

3 
Employee 

Behaviour 

An employee's reaction to a particular 

circumstance at workplace. Employees 

should behave sensibly at workplace not 

only to get appreciation and respect from 

others but also to maintain a cordial work 

environment. One needs to obey to the rules 

and regulations of workplace. 

Mediator 

4 HR Analytics 

The process of gathering and 

evaluating Human Resource (HR) data in 

order to expand an efficiency and 

effectiveness of the organization's workforce 

Moderator 

5 
Work 

Environment 

Work Environment covers Communication 

& Relationship between employer and 

employee, Employee and Employee. 

Moderator 

6 
Employee 

Performance 

Employee’s effectiveness, efficiency and 

quality of their output 

 

Dependent 
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Research onion for the present study 

 

 
Figure 3.4, source: by researcher 

 

 

3.4.4. Measurement Items and Their Scale 

 

The study addressed the research questions with five constructs, i.e., Talent Management, 

HR Analytics, Employee Behaviour, Work Environment and Employee Performance. 

While the demographic questions were in nominal and ordinal scales, the other five 

constructs were evaluated using a 5-point Likert scale, in which 1 indicated Strongly 

Disagree and 5 indicated Strongly Agree. 

 

3.5. DATA ANALYSIS 

 

3.5.1. Pilot Study 

 

Before going on with the main study, a pilot study was conducted to find out operational 

errors and issues associated with the questionnaire such as the duration of data collection, 

and the order of the questions. The pilot study established based on a sample of 50 

employees in select retail stores (Cohen et al., 2013). Post results of the reliability test 
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necessary corrections were made in the questionnaire to obtain accurate information. 

Confusing and misleading questions were rephrased and removed. The order of the 

questions was ensured their relevance to the study and the of the convenience of the 

participants to help them respond to the same. 

 

3.5.1.1. Validity 

 

Validity of a research construct is its ability to precisely measure the variables of the study. 

It is the degree of precision with which the research study describes a social phenomenon 

under consideration  (Hammersley, 1990). In the present study since Questionnaire is used 

as the research instrument, factorial validity was considered appropriate to measure the 

extent the constructs under study. 

Content validity or face validity is a non-scientific method of validating the data by looking 

for expert opinion in the field. Present study has used face validity by approaching 6 

academic experts, 4 industry experts and 2 Subject matter experts. 

  

S.No. Subject Experts No. of Experts 

1. Academicians 6 

2. Industry Experts 4 

3. Subject Matter Experts (from Core retail &HR) 2 

Table 3.4, Source: by researcher 

 

After validating the questionnaire five questions which are not supporting the study 

suggested by experts were removed from the questionnaire. After removal of the in 

appropriate items in questionnaire, it consists of fifty-five items in given five variables. 

 

3.5.1.2. Reliability 

 

Reliability test established to measure the internal uniformity of the data so collected. 

Reliability test measures the replicability of research methods to produce stable and 

consistent outcomes. Different types to test the reliability of the scale are Test-retest, 

Internal Consistency Reliability, Split Half Reliability and Inter Rarer Reliability 

(Hammersley, 1990). Cronbach’s Alpha score, which is a commonly used measure of 

reliability, is used in the present study. 
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The reliability test was conducted in two stages. The first stage was executed after the pilot 

study to check for the reliability of the tool. In the test the internal consistency depicted by 

the Cronbach's Alpha values for all the variables indices with interval scales were found to 

be fit above the recommended value of 0.7. Hence, the tool was considered reliable for the 

final survey. To sum up all the scales that are used for latent variables of the present study 

are proved to reliable. 

 

3.5.2. Statistical Analysis 

 

The foremost purpose of the quantitative research is to derive valid inferences from the 

sample data which could be generalized to the large population data.  To accomplish this 

objective, statistical methods have been established which would help to determine the 

confidence with which such inferences are made with respect to study objective. After data 

collection the raw data were exported into the excel sheet using editing, coding and data 

entry (Cooper et al., 2006).  Pre requisite to data analysis data cleansing and transformation 

done in IBM SPSS data sheet was executed. The estimation of mean, standard deviation 

and correlation among items would help the researcher to detect the correlation between 

the variables and which one is showing low consistency. 

 

Many researchers talked about various indicators of goodness of fit to regulate the model 

fit. There are two types of indices namely a) incremental fit (TLI AND CFI) b) absolute fit 

indices (RMSEA AND SRMR) are analyzed for the given model evaluation. 

 

3.5.2.1. Descriptive Statistics 

 

Apart from demographic variables, main data was used Likert scale which consists of 5-

point rating. Point one is lowest level in the scale i.e strongly disagree in contrast point five 

indicates highest rating that is strongly agree.  Aggregate score was calculated to evaluate 

response of the sample across study variables by using R programming. 
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3.5.2.2. Inferential Statistics 

S.No. Hypothesis Analysis Used 

1 
H11 - Relationship between Independent 

variable and Dependent variable 
Simple Linear regression 

2 H21, H31, H41 - Mediation analysis Multiple Linear regression 

3 H51, H61 – Moderation Multiple Linear regression 

4 H71, H81 – Moderation Multiple Linear regression 

5 Path establishment Conditional Process analysis 

Table 3.5, Source: by researcher 

 

3.6. CONDITIONAL PROCESSING ANALYSIS 

 

Conditional process models are commonly used in many areas of psychology research as 

well as research in other social science fields (e.g., marketing, communication, Human 

Resources, and education). Conditional process models are combination of mediation 

analysis and moderation analysis. Conditional process models are very prevalent because 

that analysis provides better understanding of how to do the processes. conditional process 

analysis has mainly focused on the analysis of data collected using between subjects 

experimental designs or cross-sectional designs. However, another popular and commonly 

used design is the two instance repeated measures design.  

 

3.6.1. Absolute fit indices 

 

ꭓ2 is the most frequently used measure for examining the goodness of fit. It is an absolute 

fit index. Chi-square is used as the conventional measure to test the closeness of fit among 

the unlimited sample covariance and the limited covariance matrix. Hence, a non-

significant chi-square difference between the hypothesized model and the sample data 

displays that the hypothesized model fits well with the study data set. Since there exists 

some limitation with the practice of ꭓ2 the chi-square difference test ꭓ2 /df was used to test 

the goodness of fit. A smaller ꭓ2 /df (3:1) with p value > 0.05 govern whether the model fit 

in well with the data.  (Hair, 2014). 

 

RMSEA & SRMR are other two popular absolute indices used to measure of fit indices  

(Hair J. , 2018). RMSEA describes the extent to which the model fit in well to the entire 
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population. RMSEA < 0.06 indicates a close fit and values as high as 0.08 represent a 

reasonable fit. Similarly, SRMR drawn from the residual formed due to measurement error. 

SRMR addressed to be the most suitable measure for comparing the fit between models. 

The standardized RMR ranges from zero to 1.00. Lower SRMR and RMR indicate a better 

fit  (Hair, 2014). 

 

3.6.2. Incremental fit indices  

 

In the research field, TLI and CFI are the two measures observed to model fit. A value of 

> 0.90 for CFI and TLI indicates a good fit to the data set. Once measurement model 

confirms suitable fit, condition modelling process was examined to estimate the fit of the 

hypothesized model to the data. According to  (Hayes, 2013), both measurement model and 

the structural model could be measured using same fit indices (Absolute and incremental 

fit indices). 

 

3.6.3. Mediation analysis 

 

Mediation analysis, also called process analysis, it investigates if an independent variable 

influences a dependent variable through a specific intermediary or intervening variable, 

also called a mediator. Moderation analysis investigates if the relationship between two 

variables depends on another. (Hayes, 2013). The procedure to verify the mediation effect 

is as follows: 

1. The dependent variable is regressed on the independent variable to observe the 

significant relationship between two variables. 

2. The mediator is regressed on the independent variable to observe the significance in the 

relationship between the mediator and the independent variable. 

3. The dependent variable is regressed on independent and an intervene variable or 

mediator simultaneously. 

4. In the earlier step, if the independent variable displays significant relationship with 

mediator and mediator shows a significant relationship with the dependent variable and the 

relationship between both independent and dependent becomes insignificant then, there is 

a full mediation effect. On the other way, if the relationship between both independent and 

dependent variables still shows significance and the path coefficient is decreased then 

mediator is said to have a partial mediation effect. 
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3.6.4. Moderation analysis 

 

A moderating variable, also called a moderator variable, changes the strength or direction 

of an effect between independent and dependent variable.  (Hayes, 2013) This is also called 

as regulatory variable. Moderators can be either discrete or continuous in nature. 

 

3.7. ETHICAL CONSIDERATIONS 

 

Research data utilized for the present work is gathered using established procedure through 

proper authority and the data entry is made as per the respondent’s response and is “true to 

the best of my knowledge”.  The tables, findings, models used in this work are referred 

properly and mentioned source in reference. 

I assure that the principle of truthfulness followed for the information obtained from 

respondents and the confidentiality of the demographic data to the best of my knowledge. 

 

3.8. SUMMARY 

 

In this chapter, the methodology employed in the current research study was outlined. 

Chapter began with the chapter description of the significance of research and various types 

of research. This was followed by explanation of the insight into various current approaches 

of research. The chapter was provided a detailed overview of how the research will be 

conducted. 

The research design, setting of the research, the unit to be analyzed, and the time duration 

in which the research study was carried out were detailed along with the description of the 

variables and constructs used in the work.  

Followed which the sampling design of the study, which explains on the target population 

and the sample which was surveyed.  This part dealt with the sampling frame, sample size 

determination, sample distribution, and the sampling technique used. Sources of data 

pertaining to the data used for the research, the source, the type of data used, the research 

tool used for data collection and the process used for collecting that data was clarified. 

Scale that was measured through the data and the pilot study conducted were mentioned. 

Additionally, the method that followed to evaluate reliability and validity of the research 

tool, the implementation of the survey was elaborated. 

Finally, about statistical design, the framework adopted for the analysis of data was 

described along with the ethical considerations employed during data collection 
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CHAPTER - IV 

4. DATA ANALYSIS AND RESULTS 

 

4.1. INTRODUCTION 

 

Data analysis is a key element in research that help to answer the research questions. This 

chapter covers descriptive, explorative and inferential statistical analysis. Primary data was 

collected from proportionate stratified random sampling. Analysis is based on sample 

obtained from 658 respondents by administering a structured questionnaire. First, 

descriptive analysis of demographic and study variables is performed to describe and 

summarize the sample data. Secondly explorative data analysis is done to analyze the 

trends, patterns and relationship among the variables. Finally, inferential statistical analysis 

is performed to test the hypotheses from the conceptual frame work of the study. The work 

flow adopted for the present chapter is given below:  

 

 

WORKFLOW: 

  

Step 1: Description of Pilot study. 

Step 2: Description of Study Variables. 

Step 3: Summary Statistics of Demographic and Study Variables. 

Step 4: Testing the Scale Reliability. 

Step 5: Conditional Process Analysis of the Conceptual Framework 

Step 6: Selection of Appropriate Model and Model Parameter Estimation. 

Step 7: Testing of maintained hypotheses with estimated parameters 

Step 8: Inferences and conclusions of the study. 

 

4.2. DESCRIPTION OF PILOT STUDY  

 

4.2.1. Testing the Scale Reliability 

 

In this section Reliability analysis is performed for validating the scales of latent variables 

in the study. The following is the list of latent variables for the present study and followed 

by reliability analysis for each of these variables. 
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The thresh hold limit for scale to be reliable is   alpha >0.7. (Cronbach’s α) 

 

Talent 

Management 

Employee 

behaviour 
HR Analytics 

Work 

Environment 

Employee 

performance 

0.845 0.786 0.880 0.852 0.801 

Table 4.0, Source: Primary data 

 

Table 4.1 Description of Latent Variable 

 

 
 

Table 4.2 Talent Management 

Row Missings Mean SD Skew 
Item 

Difficulty 

Item 

Discrimination 

α if 

deleted 

Q1 0.00 % 4.08 1.01 -1.32 0.82 0.721 0.884 

Q2 0.00 % 4.12 0.87 -1.15 0.82 0.766 0.876 

Q3 0.00 % 4 0.92 -1.03 0.8 0.736 0.88 

Q4 0.00 % 4.08 0.81 -0.71 0.82 0.49 0.913 

Q5 0.00 % 4.12 0.96 -1.02 0.82 0.866 0.859 

Q6 0.00 % 4.33 0.84 -1.18 0.87 0.799 0.872 

Mean inter-item-correlation=0.597 · Cronbach’s α=0.900 

In the above given table of factor wise reliability, the last value of data is greater than 

the thumb rule value i.e., 0.7>0.900. All the last values in the table are less than the alfa 

value, which suggests that items not to be removed. 
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Table 4.3. Talent Acquisition 

Row Missings Mean SD Skew 
Item 

Difficulty 

Item 

Discrimination 

α if 

deleted 

Q8 0.00 % 4.22 0.69 -0.3 0.84 0.59 0.827 

Q9 0.00 % 4.15 0.8 -0.66 0.83 0.576 0.829 

Q10 0.00 % 4.23 0.67 -0.3 0.85 0.488 0.843 

Q11 0.00 % 4.17 0.87 -1.09 0.83 0.617 0.821 

Q12 0.00 % 3.92 0.98 -0.8 0.78 0.77 0.788 

Q13 0.00 % 3.78 0.96 -0.82 0.76 0.728 0.798 

Mean inter-item-correlation=0.472 · Cronbach's α=0.845 

In the above given table of factor wise reliability, the last value of data is greater than the 

thumb rule value i.e., 0.7>0.845. All the last values in the table are less than the alfa value, 

which suggests that items not to be removed. 

Table 4.4. Talent Engagement  

Row Missings Mean SD Skew 
Item 

Difficulty 

Item 

Discrimination 
α if deleted 

Q14 0.00 % 4.17 0.87 -0.63 0.83 0.598 0.747 

Q15 0.00 % 4.13 0.85 -0.73 0.83 0.579 0.75 

Q16 0.00 % 3.97 0.96 -0.62 0.79 0.649 0.737 

Q17 0.00 % 4.27 0.84 -0.86 0.85 0.61 0.746 

Q18 0.00 % 4.28 0.88 -1.43 0.86 0.454 0.765 

Q19 0.00 % 2.92 1.36 -0.05 0.58 0.143 0.831 

Q20 0.00 % 3.12 1.12 -0.44 0.62 0.427 0.771 

Q21 0.00 % 4.02 0.81 -0.59 0.8 0.528 0.757 

Q22 0.00 % 3.95 0.79 -0.52 0.79 0.515 0.759 

Mean inter-item-correlation=0.329 · Cronbach's α=0.784 

In the above given table of factor wise reliability, the last value of data is greater than the 

thumb rule value i.e., 0.7>0.784. All the last values in the table are less than the alfa value, 

which suggests that items not to be removed. 
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Table 4.5. Talent Retention 

Row Missings Mean SD Skew 
Item 

Difficulty 

Item 

Discrimination 

α if 

deleted 

Q23 0.00 % 3.93 0.9 -0.42 0.79 0.83 0.891 

Q24 0.00 % 4.07 0.82 -0.66 0.81 0.778 0.899 

Q25 0.00 % 3.95 0.87 -0.51 0.79 0.789 0.897 

Q26 0.00 % 4.05 0.91 -0.63 0.81 0.835 0.89 

Q27 0.00 % 3.97 1.01 -0.81 0.79 0.678 0.914 

Q28 0.00 % 3.97 0.97 -0.91 0.79 0.69 0.911 

Mean inter-item-correlation=0.652 · Cronbach's α=0.916 

In the above given table of factor wise reliability, the last value of data is greater than 

the thumb rule value i.e., 0.7>0.916. All the last values in the table are less than the 

alfa value, which suggests that items not to be removed. 

 

Table 4.6. Employee Behaviour 

Row Missings Mean SD Skew 
Item 

Difficulty 

Item 

Discrimination 
α if deleted 

Q29 0.00 % 4 0.92 -1.03 0.8 0.736 0.88 

Q30 0.00 % 4.12 0.96 -1.02 0.82 0.866 0.859 

Q31 0.00 % 4.28 0.64 -0.31 0.86 0.611 0.838 

Q32 0.00 % 3.42 1.34 -0.61 0.68 0.214 0.532 

Q33 0.00 % 3.12 1.12 -0.44 0.62 0.427 0.771 

Q34 0.00 % 3.97 0.96 -0.62 0.79 0.649 0.737 

Mean inter-item-correlation=0.368 · Cronbach's α=0.731 

In the above given table of factor wise reliability, the last value of data is greater than the 

thumb rule value i.e., 0.7>0.731. All the last values in the table are less than the alfa 

value, which suggests that items not to be removed. 
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Table 4.7 .HR Analytics 

Row Missings Mean SD Skew 
Item 

Difficulty 

Item 

Discrimination 
α if deleted 

Q35 0.00 % 3.87 0.98 -0.9 0.77 0.292 0.897 

Q36 0.00 % 4.17 0.81 -1.26 0.83 0.718 0.86 

Q37 0.00 % 4.2 0.78 -0.78 0.84 0.793 0.854 

Q38 0.00 % 4.23 0.7 -0.63 0.85 0.757 0.859 

Q39 0.00 % 4.03 0.86 -0.84 0.81 0.578 0.871 

Q40 0.00 % 4.3 0.65 -0.36 0.86 0.69 0.864 

Q41 0.00 % 4.2 0.8 -0.75 0.84 0.682 0.863 

Q42 0.00 % 4.23 0.81 -1 0.85 0.724 0.859 

Q43 0.00 % 4.12 0.76 -0.64 0.82 0.609 0.868 

Q44 0.00 % 4.03 0.86 -1 0.81 0.403 0.884 

Mean inter-item-correlation=0.445 · Cronbach's α=0.880 

In the above given table of factor wise reliability, the last value of data is greater than the 

thumb rule value i.e., 0.7>0.880. All the last values in the table are less than the alfa value, 

which suggests that items not to be removed. 

 

Table 4.8. Work Environment 

Row Missings Mean SD Skew 
Item 

Difficulty 

Item 

Discrimination 
α if deleted 

Q45 0.00 % 4.28 0.64 -0.31 0.86 0.611 0.838 

Q46 0.00 % 4.22 0.78 -0.8 0.84 0.814 0.783 

Q47 0.00 % 4 0.88 -1.16 0.8 0.756 0.796 

Q48 0.00 % 4.13 0.91 -1.05 0.83 0.798 0.783 

Q49 0.00 % 4.32 0.83 -0.97 0.86 0.398 0.889 

Mean inter-item-correlation=0.539 · Cronbach's α=0.852 
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In the above given table of factor wise reliability, the last value of data is greater than 

the thumb rule value i.e., 0.7>0.852. All the last values in the table are less than the alfa 

value, which suggests that items not to be removed. 

 

Table 4.9. Employee Performance 

Row Missings Mean SD Skew 
Item 

Difficulty 

Item 

Discrimination 
α if deleted 

Q50 0.00 % 4.18 0.89 -0.92 0.84 0.693 0.749 

Q51 0.00 % 4.03 1.07 -0.96 0.81 0.738 0.733 

Q52 0.00 % 4.27 0.82 -0.87 0.85 0.695 0.752 

Q53 0.00 % 4.07 0.99 -0.75 0.81 0.737 0.737 

Q54 0.00 % 2.87 1.36 0.04 0.57 0.012 0.897 

Q55 0.00 % 3.97 0.82 -0.3 0.79 0.721 0.748 

Q56 0.00 % 3.78 0.88 -0.59 0.76 0.518 0.778 

Mean inter-item-correlation=0.429 · Cronbach's α=0.801 

 

In the above given table of factor wise reliability, the last value of data is greater than the 

thumb rule value i.e., 0.7>0.801. All the last values in the table are less than the alfa value, 

which suggests that items not to be removed. 

 

 

4.2.2. Analysis and Interpretation of Reliability of Scales used in the pilot study 

 

1. Reliability analysis for each of the latent variables were done.  

2. Results of the reliability analysis are displayed in Tables 4.2 to 4.9 

3. Cronbach’s Alfa score is used for assessing the scale reliability. 

 

4. The threshold limit for scale to be reliable is Alpha ≥ 0.7.  

 

5. Analysis findings reveals that all the scales except the “Employee Behaviour’ have 

Alpha value more than the 0.7. 

 

6. Hence all the scales except the scale for “Employee Behaviour’ are reliable. 
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7. Employee Behaviour scale was reconstructed by modifying the questions: Q32 and 

Q33 

 

8. After modifying the questions reliability has reached the threshold limit of Alpha 

≥ 0.7 

 

9. Expert opinions were used for validity of the scales. 

 

10. To sum up all the scales that are used for latent variables of the present study are 

proved to be reliable. 

 

 

4.3. VALIDITY TEST 

  

 

Content validity or face validity is a non-scientific method of validating the data by looking 

for expert opinion in the field. Present study has used face validity was conducted by 

approaching 6 academic experts, 4 Industry experts and 2 Subject matter Experts with the 

questionnaire validate the same.  

 

 

4.4. DESCRIPTION OF STUDY VARIABLES  

 

  

The following table shows the list of variables and their description that were used for 

data analysis:  

 

 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 



 

86 

 
Table 4.10, Source: Primary data 

 

S. 

No 

Variable 

Name 

Variable Description Variable 

Type 

Numerical Code 

Description 

1 Gender Respondent’s Gender 

Classified into two 

categories 

Nominal 

(2 categories) 

1- Male     2 – 

Female 

2 Age group Age group of respondents 

classified in to five 

categories 

Nominal 

(5 categories) 

1)<20Y, 2) 21Y-30 Y, 

3)31Y-40Y, 4) 41Y-

50Y, 5) > 50Y 

3 Educational 

Qualification 

 

Educational qualification 

of respondents classified 

into six categories 

Nominal 

(5 categories) 

1) 10+2 Equivalent 2) 

Diploma 3) Batchelor’s 

4) Masters 5) Ph.D. 

4 Designation Job designation of 

respondents classified 

into five categories 

Nominal 

(4 categories) 

1. Shopfloor Level 2. 

Supervisory level 3. 

Managerial level    4. 

Corporate level 

 

5 Monthly 

Income 

 

Monthly income of 

respondents grouped into 

five categories 

Nominal 

(5 categories) 

10000- 20000, 20001 – 

30000, 30001 – 

40000,40001 - 50000 

>50000 

6 Department Functional department of 

respondents 

Nominal 

(2 categories) 
1) HR Department 2) 

Others 

7 Work 

Experience 

Work Experience of 

respondents grouped into 

four Categories 

Nominal 

(4 categories) 

1.1-5Y 2. 6- 10Y 3. 11- 

15Y 4. 16 Y& Above 

 

8 No of 

Employees 

 

Strength of employees of 

company grouped into 

four categories 

Categorical 

(4categories) 1.Less than 100 2. 100-

300 3. 301 – 500

  4. 501 & above 

9 Talent 

Management 

The process of attracting, 

developing and retaining 

high performance 

employees 

Categorical 

(5 Categories) 

Strongly Agree -5,   

Agree - 4,  Neutral-3,  

Disagree - 2,    Strongly 

Disagree-1 

 

10 

 

Employee 

Behaviour 

Employee’s reaction to a 

particular 

situation in workplace 

Categorical 

(5 Categories) 

Strongly Agree -5,   

Agree - 4,  Neutral-3,  

Disagree - 2,    Strongly 

Disagree-1 

 

11 

 

Employee 

Performance 

Measure of how well an 

employee executes on 

explicit and implicit 

standards, goals and 

priorities. 

Categorical 

(5 Categories) 

Strongly Agree -5,   

Agree - 4,  Neutral-3,  

Disagree - 2,    Strongly 

Disagree-1 

 

12 

 

HR Analytics 

 

Data Driven methods of 

improving decisions that 

impact HR functions 

Categorical 

(5 Categories) 

Strongly Agree -5,  

Agree - 4,  Neutral-3,  

Disagree - 2,    Strongly 

Disagree-1 

13 Work 

Environment 

 

 

The elements that 

comprise the setting in 

which employee work 

and impact workers. 

Categorical 

(5 Categories) 

Strongly Agree -5,   

Agree - 4,  Neutral-3,  

Disagree - 2,    Strongly 

Disagree-1 
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4.5. INDICATORS ANALYSIS  

Result based on variations for the indicators considered among the different companies 

involved in study 

 

4.5.1. HR Analytics Indicator 

 

Org Name HRA1 HRA2 HRA3 HRA4 HRA5 HRA6 HRA 7 

ABG 83% 85% 81% 79% 99% 96% 90% 

Avenue 

Group 
63% 54% 55% 56% 62% 56% 60% 

Future 

Group 
79% 87% 52% 91% 99% 99% 94% 

Landmark 87% 74% 77% 78% 89% 83% 76% 

Reliance 74% 69% 72% 79% 96% 91% 65% 

Tata 68% 71% 65% 64% 96% 97% 87% 
Table: 4.11 Source: Primary data 

 

 

 

     
Figure 4.1, Source: Primary source 

 

 

From the above table: 4.11 observed that the usage of HR analytic tools has a favorable 

impact on Key performance Index in Talent Management practices and usage of HR 

analytics impacts on Employee performance showing more influence on Landmark group, 

Aditya Birla group, Tata, Future retail, Reliance and Avenue group respectively. 
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4.5.2. Employee Behavior Indicators 

 

 

Table: 4.12 Source: Primary data 

 

 

       
Figure 4.2, Source: Primary data 

 

From the table: 4.12 the results showcase that employee make suggestions for work 

improvement ideas, Employee share his/her knowledge and expertise with other 

employees, Talent Management practice has significant effect on employee behaviour 

influencing on Landmark group, Aditya Birla group, Tata, Future retail, Reliance and 

Avenue group respectively. However, Employee behaviour indicators are higher in 

Landmark group among all the other companies. 
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ABG 80% 88% 83% 89% 75% 87% 

Avenue 

Group 
66% 71% 69% 60% 60% 69% 

Future 

Group 
85% 94% 75% 89% 89% 83% 

Landmark 88% 90% 91% 94% 91% 93% 

Reliance 72% 73% 92% 92% 82% 67% 

Tata 85% 91% 85% 77% 75% 88% 
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4.5.3. Work Environment Indicators 

 

 

 

 

 

 

 

 

Table: 4.13 Source: Primary data 

 

 

         

Figure 4.3, Source: Primary data 

 

From the above table: 4.13 observed that the work environment has a favorable impact on 

Talent Management practices and maintenance of overall work environment which 

includes physical, social and emotional impacts on Employee performance showing more 

influence on Future group, Landmark group, Aditya Birla group, Tata, Reliance and 

Avenue group respectively. 
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4.5.4. Employee Performance Indicators 

 
 

 

 

 

 

 

 

 

 

 

 

 

Table: 4.14 Source: Primary data 

 

 

       
Figure 4.4, Source: Primary data 

 

Results from the above table 4.14 employee performance is measured against the 

productivity, Talent Management practice has significant impact on employee 

performance, Usage of HR analytics helps improve employee performance influencing on 

Landmark group, Aditya Birla group, Tata, Future retail, Reliance and Avenue group 

respectively. Whereas improvement in Landmark group is higher comparatively other 

companies.  
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Org EP1 EP2 EP3 EP4 EP5 EP6 EP7 EP8 

ABG 88% 82% 79% 90% 82% 79% 82% 88% 

Avenue 70% 75% 78% 73% 78% 76% 78% 76% 

Future 92% 92% 60% 72% 80% 76% 92% 89% 

Landmark 88% 90% 80% 85% 92% 97% 95% 97% 

Reliance 95% 88% 75% 78% 67% 80% 81% 75% 

Tata 82% 87% 85% 90% 80% 66% 91% 88% 
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4.5.5. Overall Indicators (in %) 

 

Org 
HRA 

indicators 
used in % 

EB indicators 
in % 

WE indicators 
in % 

AVG EP 
indicators In % 

ABG 83 84 81 84 

Avenue 60 66 77 76 

Future 77 86 88 82 

Landmark 88 91 96 91 

Reliance 74 80 91 80 

Tata 79 83 75 84 
Table 4.15, Source: Primary data 

 

 

        
Figure 4.5, Source: Primary data 

 

 

Overall, the above result in the table: 4.15 says that HR analytics usage is influencing on 

employee behaviour and employee performance which leads to organizational productivity. 

It can be applicable universally because these indicators deal with people management. 

Especially the indicators show highest percentage in Landmark group compare to other 

organizations. 
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4.6. RESULT OF OBJECTIVE 1 

 

Summary statistics and visualization of demographic variables 

 

S 

No 
Variable Stats / Values Frequencies 

% of Valid 

Frequencies 
Valid Missing 

1 
Gender 

[character] 

Female 178 27.10% 658 

(100%) 

0 

(0.00%) Male 480 72.90% 

2 
Age Group 

[character]  

1.20 and below 28 4.30% 

658 

(100%) 

0 

(0.00%) 

2. 21-30 254 38.60% 

3. 31-40 277 42.10% 

4. 41-50 91 13.80% 

5.51 and above 8 1.20% 

3 
Designation 

[character]  

Shopfloor 185 28.10% 

658 

(100%) 

0 

(0.00%) 

Supervisory 101 15.30% 

Managerial 288 43.80% 

Corporate Level 84 12.80% 

4 

Educational 

Qualification 

(Character) 

10+2/equivalent     148 22.50% 

658 

(100%) 

0 

(0.00%) 

Diploma     18 2.70% 

Bachelors’degre     196 29.80% 

Masters’ degree     294 44.70% 

PhD 2 0.30% 

5 

Monthly 

Income 

(character) 

10,000-20,000    200 31.00% 

658 

(100%) 

0 

(0.00%) 

20001- 30000 87 13.20% 

30001- 40000    74 11.30% 

40001– 50000 93 14.10% 

50001 & above 204 30.40% 

6 

Experience 

No.of years 

(character) 

1 to 5 234  35.50% 

658 

(100%) 

0 

(0.00%) 
6 to 10 151 22.90% 

11 t0 15 197 29.90% 

16 and above 76 11.50% 

7 Department 

Other 

Department 
183  27.80% 658 

(100%) 

0 

(0.00%) 
HR Department 475  72.20% 

8 

No. 

Employees 

(Character) 

Less than 100  150  28.80% 

658 

(100%) 

0 

(0.00%) 

101-300 220  33.40% 

301 – 500 86  13.10% 

501 & above 202  22.80% 
Table 4.16 Source: Primary data 

 

4.6.1. Descriptive Analysis of Organizational and Demographic Variables 

 

In this section we shall do descriptive analysis of both demographic and organizational 

variables on which data was collected from 658 respondents.  Categorical variables:  

Gender, Qualification, Designation, Profession, Educational Qualification, Monthly 

Income and Age, are described by frequency tables and visualized by bar plots. 
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4.6.1.1. Gender distribution  

 

Of the 658 sampled respondents 480(72.9%) are males and 178 (27.1%) are females. Thus, 

majority of the respondents are males. The bar chart of Gender is shown in Exhibit.4.6 

 

                 

Figure 4.6, Source: Researcher’s primary data 

 

 

4.6.1.2. Age Group Distribution 

 

Of the 658 sampled respondents, 91(13.8%) are in ≤ 20 years category,254(38.6%) belong 

to 21-30 years category 277 (42.12%) belong to 31-40 years category and 91 (13.8%) are i

n the age category of 41 and above. Thus, we observe that 80% of sampled respondents w

ere in the range of 21- 40 years. Bar chart of this age distribution is shown in Exhibit 4.7. 

 

                 

Figure 4.7 Source: Researcher’s primary data 
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4.6.1.3. Designation Distribution 

 

The distribution of respondents by designation as displayed in Exhibit 4.8 shows that 84 

(21.8) belong to corporate level, 288(43.8%) belong to managerial level,185(28.1%) 

belong to shop floor level and at Supervisory level there are101(15.3%). We can conclude 

that the representative designation is managerial level. Bar chart of Designation distribution 

is shown in Exhibit 4.8 

              

Figure 4.8 Source: Researcher’s primary data 

 

4.6.1.4. Educational Qualification Distribution 

 

The distribution of the educational qualification shows that of the 659 respondents +2 are 

293 (44.5%), Batchelor’s are 214 (32.5%), Diploma are 148 (22.5%), Post Graduates are 

2(0.5%) and others 1(0.2%). Thus, majority of the sampled respondents’ educational 

qualification was bachelor’s degree. The bar chart of educational qualification distribution 

is shown in Exhibit 4.9 

        

Figure 4.9, Source: Researcher’s primary data 
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4.6.1.5. Monthly Income 

 

The distribution of Monthly Income of the 658 respondents shows that 200 (30.4%) are in 

the range of Rs.10000- 20000, 87 (13.2%) are in the range of Rs.20001-30000, 74(11.2%) 

are in the range of Rs.30001-40000, 93(14.1%) are in the range of Rs.40001-50000, and 

204(31%) are in the range of Rs.50001 and above. Thus, the model Monthly Income 

category among the sampled respondents was Rs.50001 and above. Bar chart of monthly 

income distribution is shown in Exhibit 4.10 

                   

Figure 4.10, Source: Researcher’s primary data 

 

4.6.1.6. Distribution by Department 

 

The department wise distribution of 658 sampled respondents reveals that 475(72%) are in 

HR department and 183(28%) are in other departments. Thus, we observe that 

predominantly the sample consists of respondents from HR department. Bar chart of 

Departmental distribution is shown in Exhibit 4.11 

                     

Figure 4.11 Source: Researcher’s primary data 
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4.6.1.7. Distribution by Number of Employees 

 

Sample data reveal that 150 (22.8%) are in the category of <100, 220 (33.4%) are in the 

category of 101-300, 86 (13.1%) are in the category of 301-500 and 202 (30.7) are in the 

category of >500 Thus, the model category for number of employees was 101-300. Bar 

chart of Employee Number distribution is shown in Exhibit 4.12 

                 

Fig:4.12 Source: Researcher’s primary data 

4.6.1.8. Work Experience  

 

Sample data reveals that 1-5 years experience234 (35.5%) are in the category of 6-10 years 

151(22.9%) are in the category of 11-15 years, 197 (29.9%) are in the category of 16 and 

above years 76 (11.5). Thus, the model displays category for work experience was 1-5 years 

is high. Bar chart of work experience distribution is shown in Exhibit 4.13. 

 

               

Fig:4.13 Source: Researcher’s primary data 
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To sum up, from the above analysis we may infer 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. Majority of the respondent’s educational 

qualification is bachelor’s degree. Respondents model monthly income is above Rs,50,000. 

The sampled respondents are predominantly belonging to HR department. 

 

4.7. SUMMARY STATISTICS OF LATENT VARIABLE 

 

Table 4.17 Summary Statistics of Latent Variables 

 Talent 

Mgt 

Talent 

Acq 

Talent 

Eng 

Talent 

Ret 
Emp_Bhr Emp_Per HR_Anal Work_Env 

Valid  658  658  658  658  658  658  658  658  

Missing  0  0  0  0  0  0  0  0  

Mode  24.000  31.000  36.000  24.000  24.000  32.000  41.000  20.000  

Median  24.000  31.000  35.000  24.000  25.500  32.000  40.000  20.000  

Mean  24.596  29.916  34.307  23.764  25.350  31.486  40.129  20.474  

Std. 

Deviation 
 3.806  4.486  4.601  4.115  3.307  4.346  5.729  2.888  

IQR  4.000  7.000  6.000  4.000  5.000  7.000  7.000  3.750  

Variance  14.485  20.128  21.172  16.935  10.937  18.883  32.819  8.341  

Skewness  -0.553  -0.327  -0.081  -0.462  -0.488  -0.261  -0.419  -0.371  

Std. Error of 

Skewness 
 0.095  0.095  0.095  0.095  0.095  0.095  0.095  0.095  

Kurtosis  0.129  -0.559  -0.005  -0.269  0.003  0.198  0.410  0.219  

Std. Error of 

Kurtosis 
 0.190  0.190  0.190  0.190  0.190  0.190  0.190  0.190  

Minimum  12.000  16.000  20.000  12.000  12.000  16.000  22.000  11.000  

Maximum  30.000  37.000  45.000  30.000  30.000  40.000  53.000  25.000  

25th 

percentile 
 23.000  26.000  31.000  22.000  23.000  28.000  37.000  19.000  

50th 

percentile 
 24.000  31.000  35.000  24.000  25.500  32.000  40.000  20.000  

75th 

percentile 
 27.000  33.000  37.000  26.000  28.000  35.000  44.000  22.750  
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Distributions of Latent Variables 

 

Figure 4.14 Source: Researcher’s primary data 

 

  

Table 4.18 Correlations among the Latent Variables 

 Tal_M

gt 

Tal_A

cq 

Tal_E

ng 

Tal_R

et 

Emp_B

hr 

Emp_P

er 

HR_An

al 

Work_E

nv 

Tal_Mgt  0.610 0.669 0.754 0.391 0.501 0.553 0.556 

Tal_Acq 0.610  0.491 0.580 0.317 0.368 0.573 0.477 

Tal_Eng 0.669 0.491  0.721 0.355 0.615 0.513 0.631 

Tal_Ret 0.754 0.580 0.721  0.473 0.603 0.655 0.696 

Emp_Bh

r 
0.391 0.317 0.355 0.473  0.337 0.490 0.446 

Emp_Per 0.501 0.368 0.615 0.603 0.337  0.505 0.706 

HR_Ana

l 
0.553 0.573 0.513 0.655 0.490 0.505  0.670 

Work_E

nv 
0.556 0.477 0.631 0.696 0.446 0.706 0.670  

Computed correlation using Pearson’s-method with listwise-deletion. 

 

 

 

 



 

99 

 

Pearson's correlations Heat Map of Study Variables 

 

Figure 4.15 Source: Primary data 
 

The Heat Map (figure 4.15) shows that all the study variables are correlated but not high. 

Thus, we do not observe any multicollinearity Problem 

 

4.8. CONDITIONAL PROCESS ANALYSIS 

 

Conditional Process Analysis (Hayes, 2013) is the study of causal mechanisms using linear 

regression models. It integrates mediation and moderation analysis with the goal of 

observing and testing the hypotheses related to the social and behavioural mechanisms that 

are context specific or vary as a function of individual differences. Through conditional 

process analysis we can estimate and interpret the direct, indirect, and conditional 

effects of various managerial processes.  

First step is to investigate direct effect of TM on EP mediated by EB and later focus 

on the moderation roles of HR analytics and Work Environment at various stages of 

causality. Using the sample data that was collected from the targeted 658 

respondents for the study, various conditional process analysis models proposed by 

Andrew Hayes 2019 (Hayes, 2013) were estimated and based on the goodness of fit 

measures the best model was chosen out of them and the study hypotheses were 

tested using that selected model.  
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4.8.1. Conditional Process Models (Andrew Hayes,2019) 

 

The following Eight Conditional Process Models as proposed by Andrew Hayes (2019) 

were tested using the sample data collected for the study and the best model is selected 

based on goodness of fit measures proposed in the literature. 

                

Model 9 

    

Figure 4.16 Source: (Hayes, 2013) 

 

Model 10 

 

      
                                       Figure 4.17 Source: (Hayes, 2013) 
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Model 21 

 

 

            
 

Figure 4.18 Source: (Hayes, 2013)                                                                                                                                  
 

Model 22 

 

Figure 4.19, Source: (Hayes, 2013) 
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Model 28  

        

   
Figure 4.20, Source: (Hayes, 2013) 

 

Model 29  

 

       
           

Figure 4.21, Source: (Hayes, 2013) 
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Model 62  

 

        
Figure 4.22, Source: (Hayes, 2013) 

 

Model 63  

 

       
Figure 4.23, Source: (Hayes, 2013) 
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4.8.2. Goodness of Fit Statistics for fitted Conditional Process Models 

 

Table 4.19 Source: Primary Data 

 

 

 

 

4.9. SELECTING THE BEST MODEL 

 

From the list of the eight conditional process models that are being estimated and their 

corresponding goodness of fit measures (Table 4.19) we shall select the best model. From 

the table it is evident that of the 8 Models that are estimated.  When we compare the 

estimated values with recommended values for the various goodness of fit measures (Hair 

Jr, et all, 2018, p.679). The analysis found that Model 10 as the best model of all the 

 

Models 
Model 

9 

Model 

10 

Model 

21 

Model 

22 

Model 

28 

Model 

29 

Model 

62 

Model 

63 

Test 

type 

Standar

d value/ 

Threshol

d value 

Estima

ted 

Value 

Estimate

d Value 

Estima

ted 

Value 

Estima

ted 

Value 

Estima

ted 

Value 

Estima

ted 

Value 

Estimat

ed 

Value 

Estima

ted 

Value 

Chi-

square 

<= 5 8.54 6.7 8.6 8.9 11.8 12.19 12..66 12.92 

P >0.05 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 

CFI ≥.95 0.94 0.96 0.97 0.93 0.92 0.89 0.91 0.90 

GFI ≥.95 0.88 0.94 0.91 0.86 0.82 0.92 0.93 0.90 

TLI  -0.51 0.874 -0.51 -0.79 -0.44 -0.68 -0.83 -1.01 

SRMR ≤.08 0.67 0.07 0.34 0.14 0.53 0.51 0.37 0.66 

RMSE

A 

(95% 

CI) 

≤.06 

0.15 

(0.08 - 

0.26) 

0.067 

(0.02- 

0.08) 

0.85 

(0.83-

0.86) 

0.28 

(0.16 - 

01) 

0.39 

(0.88 -

0.92) 

0.97 

(0.95-

0.99) 

1.01 

(1-1.03) 

1.06 

(1.04 -

1.08) 

AIC 

Smaller 

is better. 

33016.

4 

32741.51 

33016.

4 

33474.4

7 

40011.4

6 

40014.9

6 

39992.4

3 

39985.

67 

BIC 

Smaller 

is better. 

33124.

14 

32867.21 

33124.

14 

33591.1

9 

40146.1

4 

40158.6

1 

40140.5

8 

40138.

3 
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estimated eight models. Researcher present below the selected best model along with the 

goodness of fit measures (Table 4.20). 

 

 

Comparative Goodness of Fit Measures: Model 10 

 

 

  

      

 

 

 

 

 

 

 

 

 

 

 

 

 
Table 4.20, Source: Primary Data 

 

The various fit indices that are reported in Table 4.20 are: Goodness of Fit Index (GFI), 

Comparative Fit Index (CFI), Tucker Lewis Index (TLI), Standardized Root Mean Square 

Residual (SRMR) and Root Mean Square Error of Approximation (RMSEA) . 

 

The fit indices that are reported in Table 4.21, GFI (0.94 > .90), RMSEA (0.062 =06), 

SRMR (0.0.067<0.8), shows satisfactory indices of fit.  But, CFI (0.8< 0.90) and TLI 

(0.874<0.9) show moderate indices of fit. 

 

Goodness of Fit Metrics for Model 10 

Chi 

Square 
Df 

Adj.Chi 

square 
P CFI GFI AGFI TLI SRMR RMSEA 

 

4350.6 
652 6.7 0.00 0.96 0.94 0.95 0.874 0.078 0.067 

Table: 4.21 Source: Primary Data 
From Table 4.21 it is found that the adjusted model Chi-square test statistic was 6.7 

which is close to the recommended value of 6. 

 

Goodness of Fit Measure 
Recommended 

Value 

Obtained 

Value 

Adjusted Chi-Square Statistic 6 6.7 

Degrees of Freedom  652 

P-Value < 0.05 0.00 

Goodness of Fit (GFI) > 0.90 0.94 

Comparative Fit Index (CFI) > 0.90 0.94 

Tucker Lewis Index > 0.90 0.874 

Root Mean Square Error (RMSE) < 0.06 0.067 

Standardized Root Mean Square 

Error (SRMR) 
< 0.08 0.07 
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4.9.1. Estimation Results for Model 10 

Below present the results of the path Conditional Process Analysis estimates for the 

selected model: Model 10 

                               
Figure 4.24 Source: Primary Data 

 

The above result says that path Diagram of Conditional Process Model 10 (Figure 4.24) 

shows that the mediation and moderation effects are statistically significant. 

Parameter Estimates of Model 10 

 Consequent 
  Emp_Bhr(Mi)   Emp_Per(Y) 

Antecedent  Coef SE T p   Coef SE T P 

Tal_Mgt(X) b1 0.394 0.193 2.049 .032  c1 0.573 0.208 2.756 .006 

HR_Anal(W) b2 0.752 0.136 5.535 <.001  c2 0.338 0.150 2.257 .028 

Work_Env(Z) b1 -0.996 0.281 -3.551 <.001  b1 -0.052 0.06 9.669 <.001 

Tal_Mgt:HR_ 

Anal(X:W) 
b3 -0.025 0.006 -4.321 <.001  c3 -0.31 0.06 -3.387 .001 

Tal_Mgt:Work_ 

Env(X:Z) 
b2 0.050 0.011 4.358 <.001  b3 0.040 0.013 3.227 .001 

Emp_Bhr(Mi)       b2 0.217 0.042 5.043 <.000 

Constant iY 12.479 4.538 2.750 .006  iY 26.060 4.925 5.291 <.001 

Observations  658   658 

R2  0.699   0.528 

Adjusted R2  0.694   0.524 

      

F statistic  F (5,652) = 55.706, p < .001   F (6,651) = 121.462, p < .001 

Table: 4.22 Source: Primary Data 
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The reported parameter estimates (Table 4.22) shows that all the z values of the are 

statistically significant at 5% level. 

Conditional Direct and Indirect Effects 

 

 Indirect Effect 

(a1+a3*W+a5*Work_Env.mean)*(b) 
 Direct Effect 

c1+c3*W+c5*Work_Env.mean 

HR_Anal(W) estimate 95% Bootstrap CI P  estimate 95% Bootstrap CI P 

34.405 -0.002 (0.013 to 0.008) .0451  0.099 (-0.007 to 0.194) .049 

40.129 -0.002 (0.013 to 0.009) .038  0.209 (0.119 to 0.297) <.001 

45.854 -0.002 (0.013 to 0.009) .0420  0.320 (0.188 to 0.443) <.001 

boot.ci.type = bca.simple  
Table 4.23, Source: Primary Data 

 

The above table shows that the direct and indirect effect of the Moderators and it showcases 

the significance of the values. 

Slope Chart of HR Analytics 

 

 
                                         Figure 4.25, Source: Primary Data 
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Moderation Effect 

           
Figure 4.26 Source: Researcher’s primary data 

 

4.9.2. Summary of Interpretation of Results 

 

1. Path diagram of Conditional Process Model 10 (Figure 4.24) shows that the mediation 

and moderation effects are statistically significant. 

2. The Heat Map (figure 4.15) shows that all the study variables are correlated but not 

high. Thus, we do not observe any multicollinearity Problem. 

3. From Table 4.20 it is found that the adjusted model Chi-square test statistic was 6.7 

which is close to the recommended value of 6. 

4. The various fit indices that are reported in Table 4.20 are: Goodness of Fit Index (GFI), 

Comparative Fit Index (CFI), Tucker Lewis Index (TLI), Standardized Root Mean 

Square Residual (SRMR) and Root Mean Square Error of Approximation (RMSEA)   

5. The fit indices that are reported in Table 4.21, GFI (0.94 > .90), RMSEA (0.062 =06), 

SRMR (0.0.067<0.8), shows satisfactory indices of fit.  But, CFI (0.8< 0.90) and TLI 

(0.874<0.9) show moderate indices of fit. 

6. The reported parameter estimates (Table:4.22) shows that all the z values of the are 

statistically significant at 5% level. 

7. Thus, we conclude that of the 8 Conditional Process Models that were considered, 

Model 10 shows the best fit for the sample data. 

8. Researcher, therefore use the parameter estimates of Model 10 for Hypotheses 

testing. 
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4.10. TESTING THE MAINTAINED HYPOTHESES 

 

➢ Based on the selected conditional process analysis Model 10 the following researh 

hypotheses were tested. 

➢ H11: Talent Management has a positive and significant impact on Employee 

Performance. 

➢ H21: Talent Management has a positive and significant impact on Employee 

Behaviour. 

➢ H31: Employee Behaviour has a positive and significant impact on Employee 

Performance. 

➢ H41: Employee Behaviour mediates the positive impact of Talent Management on 

Employee Performance. 

➢ H51: HR Analytics moderates the positive impact of Talent Management on 

Employee Performance such that at higher levels of HR Analytics the positive 

impact is more significant 

➢ H61: HR Analytics moderates the positive impact of Talent Management on 

Employee Behaviour such that at Higher levels of HR Analytics the positive impact 

is more significant. 

➢ H71: Work Environment moderates the positive impact of Talent Management on 

Employee Performance such that with favorable work environment the positive 

impact is more significant. 

➢ H81: Work Environment moderates the positive impact of Talent Management on 

Employee Behaviour such that with favorable work environment the positive 

impact is more significant. 

 

To test the above research hypotheses, results of parameters estimate of Model 10 shown 

in Table 4.22 is used. 
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4.10.1. Results based on objectives, linked with hypothesis: 

The result of Objective 2  

 

H11: Talent Management has significant impact on Employee Performance. 

 

  
Table 4.24, Source: Primary Data 

From Table 4.22 it is observed that the estimated impact of Talent Management on 

Employee Performance is positive as the regression coefficient estimate is 0.57 (57%) and 

is statistically significant at 5% as the P- value is <0.05. Thus, research hypothesis accepted. 

Talent Management has a positive and significant impact on Employee Performance at 95% 

confidence level. 

 

The Result of Objective 3 (H21, H31, H41 ) 

 

H21: Talent Management has a positive and significant impact on Employee 

Behaviour. 

From Table 4.22 it is noticed that the estimated influence of TM on EB is positive as the 

estimated regression coefficient is 0.39 (39%) and is statistically significant at 5% as the 

P- value is <0.05. Thus, hypothesis accepted. TM has a positive and significant impact on 

EB with 95% confidence. 

 

H31: Employee Behaviour has a positive and significant impact on Employee 

Performance. 

From Table 4.22 it is observed that the estimated influence of EB on Employee 

Performance is positive as the estimated regression coefficient is 0.27(27%) and 

statistically significant at 5% level as the P- value is <0.05. Thus, research hypothesis is 

accepted. EB has a significant impact on EP with 95% confidence. 
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H41: Employee Behaviour mediates the positive impact of Talent Management on 

Employee Performance.  

From the Table 4.22 it is observed that the indirect effect (mediation effect) is  0.39*0.27 

= 0.10 and is statistically significant at 5% level. Thus, the research hypothesis H41 and 

conclude that, Employee Behaviour mediates the positive influence of TM on EP with 95% 

confidence. 

 

Table 4.25, Source: Primary Data 

 

Figure 4.27, Source: Researcher’s primary data 

The table 4.25 shows that mediating variable EB is affecting directly on EP and TM is 

influencing EB and it is positively influencing dependent variable EP. Figure 4.27 

showcases the partial mediation effect of the proposed model. 
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The Result of Objective 4 (H51, H61 ) 

 

H51: HR Analytics moderates the positive influence of TM on EP such that at higher 

levels of HR Analytics the positive impact is more significant.  

Results from Table 4.22 shows that the hypothesized moderation effect of HR Analytics 

(HR Analytics: Talent Management= -0.31) on the relationship between TM and EP is 

statistically significant at 5% level and thus, research hypothesis H51accepted with 95 % 

confidence and conclude that HR Analytics moderates the positive influence of TM on EP 

such that at higher levels of HR Analytics the positive impact is more significant. 

                                

 

Table 4.26, Source: Primary Data 



 

113 

 

 

Table 4.27, Source: Primary Data 

 

 

Figure 4.28, Source: Researcher’s primary data 

 

 

The moderating variable HRA direct and indirect path values are showcased in the table 

4.27. Figure 4.28 showcases the direct and indirect Moderation effect on dependent 

variable. 
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H61: HR Analytics moderates the positive impact of Talent Management on Employee 

Behaviour such that at Higher levels of HR Analytics the positive impact is more 

significant. 

Results from Table 4.22 reveal that the hypothesized moderation effect of Work 

Environment (HR Analytics: Talent Management = -0.025) on the relationship between 

TM and EB is statistically significant at 5% level and thus, research hypothesis H61 accepted 

with 95 % confidence and conclude that WE moderate the positive impact of TM on EB 

such that as Work Environment is conducive the positive influence is more significant. 

 

The Result of Objective 5 (H71, H81 ) 

 

H71: Work Environment moderates the positive impact of Talent Management on 

Employee Performance such that with favorable work environment the positive 

impact is more significant. 

Results from Table 4.22 shows that the hypothesized moderation effect of Work 

Environment (Work Environment: Talent Management = 0.04) on the relationship between 

TM and EP is statistically significant at 5% level and thus, the research hypothesis H71 

accepted with 95 % confidence and conclude that WE the positive impact of TM on EP 

such that as Work Environment is conducive the positive impact is more significant. 

 

 

Table 4.28, Source: Primary Data 
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Table 4.29, Source: Primary Data 

 

 

 
Figure 4.29, Source: Researcher’s primary data 

 

H81: Work Environment moderates the positive impact of Talent Management on 

Employee Behaviour such that with favorable work   environment the positive impact 

is more significant.  

Results from Table 4.22 reveal that the hypothesized moderation effect of Work 

Environment (Work Environment: Talent Management = 0.05) on the relationship between 

TM and EB is statistically significant at 5% level and thus, the research hypothesis H81 

accepted with 95 % confidence and conclude that WE moderate the positive impact of TM 

on EP such that as Work Environment is conducive the positive impact is more significant. 
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Summary of Results of Hypothesis Testing 

 
Hypo

thesis 

Dependent 

Variable 

Independent 

Variable 

Mediator/ 

Moderator 

Hypothesized                       

Association 

Supported 

Yes or No 

H11 
Employee 

Performance 

Talent 

Management 
- 

Talent Management has a pos

itive and significant impact    

on Employee Performance. 

YES 

H21 
Employee 

Behaviour 

Talent 

Management 
- 

Talent Management has a pos

itive and significant impact    

on Employee Behaviour 

YES 

H31 
Employee 

Performance 

Employee 

Behaviour 
- 

Employee Behaviour has a      

positive & significant impact 

on Employee Performance 

YES 

H41 
Employee 

Performance 

Talent 

Management 

Employee 

Behaviour 

Employee Behaviour                

mediates the positive impact 

of Talent Management on      

Employee   Performance. 

YES 

H51 
Employee 

Performance 

Talent 

Management 

 

HR 

Analytics 

HR Analytics moderates the 

positive impact of Talent 

Management on Employee 

Performance such that at 

higher levels of HR Analytics 

the positive impact is more 

significant 

YES 

H61 
Employee 

Behaviour 

Talent 

Management 

 

HR Analyti

cs 

HR Analytics moderates the p

ositive impact of Talent Mana

gement on Employee Behavi

our such that at higher levels 

of HR Analytics the positive i

mpact is more significant 

YES 

H71 
Employee 

Performance 

Talent 

Management 

Work 

Environme

nt 

Work Environment 

moderates the positive impact 

of Talent Management on 

Employee Performance such 

that with Favourable work 

environment the positive 

impact is more significant. 

YES 

H81 
Employee 

Behaviour 

Talent 

Management 

Work 

Environme

nt 

Work Environment 

moderates the positive impact 

of Talent Management on 

Employee Behaviour such 

that with Favourable work 

environment the positive 

impact is more significant. 

YES 

Table 4.30, Source: Primary Data 
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4.11. INFERENCES AND CONCLUSIONS FROM HYPOTHESES TESTING 

 

Using the inferences drawn from the testing of the research hypotheses (Table 4.30) the 

following conclusions can be drawn: 

 

➢ Talent Management has a positive and significant impact on Employee 

Performance. 

➢ However, this positive impact depends on the EB as TM Practices essentially 

impacts EB first through which EP is influenced later. 

➢ The relationship between Talent Management and Employee Behaviour was 

weaker among the organizations where the HR Analytics Usage was low and so the 

indirect effect of TM on EP is moderated by HR Analytics. 

➢ Similarly, the Positive Impact of TM on EP mediated by EB is also moderated by 

WE as EB is shaped by Work Environment.  

➢ Conducive Work Environment positively influence Employee Behaviour and thus, 

determines the nature of impact of TM on EP. 

➢ Another Significant observation is that the direct effect of TM on EP is itself 

moderated by WE. 

➢ To sum up the study observed that EP is primarily influenced by TM practices and 

EB. 

➢ HR Analytics and WE moderates this influence. Thus, to improve EP through TM 

Practices need to focus on creating Positive WE with the help of HR Analytics. 
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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 

organizations. It’s important 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. 

Majority of the respondent’s educational qualification is bachelor’s degree. Respondents 

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 

and skill sets are just not sufficient to succeed in today’s environment. The findings 

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 

it comes to employee’s creativity and innovation at job. Talent management has 

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

workplace and helps in ensuring employee retention, from the firm’s perspective. 
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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 

achieve organization’s competitive success to follow the talent management practices. 

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. 

 



 

125 

 

BIBLIOGRAPHY 

 

Akanksha, C. (2017). Strategies of proactive talent management for business managers a 

study of selected organizations. Rohtak: Maharshi Dayanand University. 

Retrieved from http://hdl.handle.net/10603/208330 

ALMULHIM, A. F. (2020). Linking Knowledge Sharing to Innovative Work Behaviour: 

The Role of Psychological Empowerment. (R. gate, Ed.) 7(9), 549-560. 

DOI:10.13106/jafeb.2020.vol7.no9.549 

Armstrong, M. (2009). The elements of Talent Management. The Global Talent 

Management in Multinational corporations. 

Asim Kumar Rajbhar, T. K. (2017). A Study on HR Analytics Transforming Human 

Resource Management. Journal of Investment Management, 6(4), 92-96. 

Basith, W. (2019). Study on importance of HR analytics practice for it smes in Pune city. 

(Doctoral thesis Tilak Maharashtra University): 

http://hdl.handle.net/10603/315614. 

Bersin, J. (2006, April 2). Insights of Corporate Talent , Learning. USA. Retrieved from 

http://www.bersin.com  

Bhatnagar, P. S. (2010). Employer Brand for Talent Acquisition: An Exploration towards 

its Measurement. The Journal of Business Perspective. 

doi:10.1177/097226291001400103 

Bhatti, K. K. (2007). Impact of Employee Participation on Job Satisfaction, Employee 

Commitment and Employee Productivity. International Review of Business 

Research Papers, 3(2), 54-68. 

Cannon, J. A., & McGee, R. (2007). Talent management and succession planning. 

London: London : Chartered Institute of Personnel and Development, 2007. 

Christopher Gust, J. R. (2004). International Comparisons of Productivity Growth: The 

Role of Information Technology and Regulatory Practices. doi:10.1016/S0927-

5371(03)00055-1 

Chumney, F. (2012). Sampling Basics. Retrieved from 

https://hobbydocbox.com/Genealogy/73746004-Sampling-basics-frances-

chumney-phd.html 



 

126 

 

CIPD. (2012). Facts of Talent Management . Retrieved from www.cipd.co.uk: 

https://peopleprofession.cipd.org/profession-map/specialist-knowledge/talent-

management 

Cochran. (1977). Sampling Techniques (Vol. 3rd edition). Newyork: John Willy & sons. 

Retrieved from scrip.org 

Cohen, D. (2013). Statistical methods in research. Sage Publication. 

Cohen's. (2013). Social Science Statistics. Retrieved from 

https://www.socscistatistics.com/effectsize/default3.aspx 

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

press. 

Delloite. (2017-2018). Global Powers of retailing Delloite Analysis report. 

Donnell, M. (2017). Talent management: a systematic review and future (Vol. 11). 

European J. International Management. 

Douglas, R. (2004). The Psychological Conditions of Meaningfulness, Safety and 

Availability and the Engagement of the Human Spirit at Work. Journal of 

Occupational and Organizational Psychology, 77(1), 11-37. Retrieved from 

10.1348/096317904322915892 

Durga, P. (2017). study on the impact of antecedents and movement desirability on 

retention of faculty talent in private engineering institutions of Tamil Nadu. Anna 

Ubuversity. Retrieved from http://hdl.handle.net/10603/196919 

Edward P. O’Connor, D. M.-H. (2019). Exploring the Relationship Between Exclusive 

Talent Management, Perceived Organizational Justice and Employee 

Engagement: Bridging the Literature. Journal of Business Ethics, 156(4), 903-

917. 

Etukudo, U. (2019). Strategies for Using Analytics to Improve Human Resource 

Management. Walden.edu. 

Farmanesha, K. A. (2021). The link between talent management, organizational 

commitment and turnover intention: A moderated mediation model. 11(7). 

doi:10.5267/j.msl.2021.3.008 

Fred, M. O. (2015). A Study on Role of Analytics in Human Resource Decision Making 

With Reference To Recruitment Process for Business Process Outsourcing Bpo 

Sector. Bangalore: Karnataka University. Retrieved from 

http://hdl.handle.net/10603/225403 



 

127 

 

Gallardo, E. (2013). HumanResource Management Review. 290-300. 

Girotra, R. (2019). A Study of Talent Acquisition Strategies of E Commerce Starts Ups in 

India With Reference to Retention and Performance. Gurugram: GD Goenka 

University. Retrieved from http://hdl.handle.net/10603/250826 

Grand View Research. (2020). HR Analytics Market Size Worth. 

Hair, J. (2018). The Great Facilitator, Reflections on the Contributions of Joseph F. Hair, 

Jr. to Marketing and Business Research. Springer. doi:10.1007/978-3-030-06031-

2_15 

Hair, J. B. (2014). Multivariate Data Analysis. Scientific Research, 7th edition. 

Hammersley. (1990). What's Wrong with Ethnography? The Myth of Theoretical 

Description. Sociology. 

Hayes, A. F. (2013). Introduction to Mediation, Moderation, and Conditional. Guilford 

Press. 

HBR Review. (2018). The New Rules of Talent Management. HBR Review. 

HR management in retail. (2020, June). Retrieved from https://www.business-

standard.com/management?time=1645684160 

https://www.etymonline.com/. (n.d.). https://www.etymonline.com/. Retrieved from 

www.etymonline.com: https://www.etymonline.com/ 

https://www.statista.com. (2020). Retrieved from www. statista.com . 

IBEF. (2019). Analysis on Indian Retail. IBEF. 

International Management Consulting services Limited, I. (2010). The Skill Development 

Landscape in India and Implementing Quality Skills Training. International 

Management Consulting Services Limited (IMaCs). 

Jac, F.-e. (2010). The new HR analytics: predicting the economic value of your company's 

human capital investments. New york: New York , AMACOM. 

Jensen-Eriksen, K. (2016). The role of HR analytics in creating data-driven HRM: 

Textual network analysis of online blogs of HR professionals. Alto University. 

Retrieved from http://urn.fi/URN:NBN:fi:aalto-201609083692 

Joseph Regy 1*, D. H. (2019). Impact of High Performance Work Practices on Employee 

Engagement in Apparel Manufacturing and Retail Firms. Indian Journal of 

Management, 12(2). doi:10.17010/pijom/2019/v12i2/141753 



 

128 

 

Kabare Karanja, G. N. (2017). Role of Talent Acquisition Processes on Competitive 

Advantage of Telecommunication Firms in Nairobi City County, Kenya. IJAASH, 

5(8). 

Kahn, W. A. (1990). Psychological conditions of personal engagement and 

disengagement at work. Academy of management Journal, 33(4), 692-724. 

doi:https://doi.org/10.2307/256287 

Kaliprasad, M. (2006). The human factor I: Attracting, retaining, and motivating capable 

people. Retrieved from 

https://www.researchgate.net/publication/287744523_The_human_factor_I_Attra

cting_retaining_and_motivating_capable_people 

Karunathilaka, K. G. (2020). TALENT ACQUISITION AS A STRATEGIC TOOL OF 

BUSINESS PERFORMANCE. International Journal of Social Sciences, 6(1). 

doi:https://doi.org/10.20319/pijss.2020.61.14156 

Kaur, R. (2017). Employee Retention Models and Factors Affecting. International 

Journal of Business Administration and Management, 7(1). Retrieved from 

http://www.ripublication.com 

Kolb, W. K. (2013). The Relationship Between Work Engagement and Performance A 

Review of Empirical Literature and a Proposed Research Agenda. HRD Review, 

12(3), 248-278. doi:10.1177/1534484312461635 

Kristof-Brown, A. &. (2011). Maintaining, expanding, and contracting the organization. 

Person–environment fit., 3, 3-50. doi: https://doi.org/10.1037/12171-001 

Kumar, R. S. (2013). A study on talent management to improve the organizational 

performance in automobile industries krishnagiri district tamil nadu. Manmohan 

Dalmia University: Doctoral Thesis. Retrieved from 

http://hdl.handle.net/10603/38348 

Lakshmi Narayana K, A. S. (2012). A STUDY ON CONSUMER BUYING BEHAVIOR 

TOWARDS ORGANIZED AND UNORGANIZED RETAIL STORES IN 

BANGALORE CITY. Citeseer. 

Lamptey, A. B. (2020). The Rise of HR Analytics: Exploring Its Implications from a 

Developing Country Perspective. Journal of Human Resource Management, 8(3), 

181-189. 

Lane, K. A. (2010). Study of nurse faculty job satisfaction in community colleges in 

Florida. Teaching & Learning in Nursing. doi:10.1016/j.teln.2009.05.001 



 

129 

 

Lavina, S. (2019). Social Media as a Tool for Talent Acquisition A Study in Selected IT 

and ITES Companies. Pune: Simbiosys International University. Retrieved from 

http://hdl.handle.net/10603/283158 

Lee, M.-J. L.-H. (2015). Effects Of Hpwss On Employee’ AttitudeFor Korean Firms: The 

Mediating Role Of Human Resource Competency And The Moderating Role Of 

Organization Culture. doi: https://doi.org/10.19030/jabr.v31i6.9479 

Limited, T. a. (n.d.). 

Luis Duque, R. C. (2020). New Ways of Working and the Physical Environment. MDPI. 

doi:10.3390/su12176759 

Madhavi, D. (2014). A study of talent management practices in IT industry in Pune 

Region. Savitribai Phule University: Doctoral Thesis. Retrieved from 

http://hdl.handle.net/10603/338330 

Makau, F. W. (2017). Talent Management: A Conceptual Framework from Review of 

Literature and a Research Agenda. Journal of Human Resource Management, 

5(6), 90-94. doi: 10.11648/j.jhrm.20170506.11 

Makela. (2010). Applying a positive organizational scholarship lens to multicultural team 

research: A look at the bright side of team diversity. Scandinavian Journal of 

Management , 26(4), 439-447. Retrieved from 

https://www.researchgate.net/publication/227422208_Stahl_G_K_Makela_K_Zan

der_L_Maznevski_M_2010_Applying_a_positive_organizational_scholarship_len

s_to_multicultural_team_research_A_look_at_the_bright_side_of_team_diversity

_Scandinavian_Journal_of_Mana 

Malini, N. (2018). Human Resource Analytics and its adoption in Indian Corporations. 

Jain University. 

Manjunatha, V. (2016). Employee attrition management in selected software companies 

in Karnataka state. University of Mysore: Doctoral Thesis. Retrieved from 

http://hdl.handle.net/10603/215535 

Mehrortra, S. V. (2017). Research Paper on Role of Analytics in Renovating Human 

Resource Management. IPASJ, 5(5), 17-23. 

Mirko Warschun, G. P. (2017). Retrieved from www.kearney.com: 

https://www.kearney.com/global-retail-development-index/article/?/a/the-age-of-

focus-2017-full-study 



 

130 

 

Naik, S. A. (2012). IMPACT OF TALENT MANAGEMENT ON THE. Management. 

Pune: Dr. Dy Patil University. 

Nandini Borah 1, M. B. (2018). Employee Engagement:A Critical Review of Literature. 

Journal of Organization and Human Resource Management, 7(4), 22-30. 

OmotayoOlubiyi, G. H. (2019). A qualitative case study of employee turnover in retail 

business. Helion, 5(6). doi:https://doi.org/10.1016/j.heliyon.2019.e01796 

Pratima, D. (2020). Digitalization in Talent Acquisition: A Case Study of AI in 

Recruitment. 95. 

R, P. (2011). Employability Skills in Chennai Retail Market, India. CTA 

UNIVERSITATIS DANUBIUS, 7(5), 16-30. 

RaheelaMaulabakhsh, A. a. (2015). Impact of Working Environment on Job Satisfaction. 

Procedia Economics and Finance, 717-725. 

RAI. (2020). Restrospect, Reinvent and rewrite. RAI Publications. Retrieved from 

https://image-src.bcg.com/Retail-2020-Feb-2015-India_tcm21-28775.pdf 

Raju, R. (2017). A study on talent management practices in IT industry in Kerala. 

Mahatmagandhi university: Doctoral Thesis. Retrieved from 

http://hdl.handle.net/10603/218765 

Rani, J. J. (2014). Exploring talent management practices: antecedents and consequences. 

International Journal of Management Concepts and Philosophy , 8(4), 220. 

doi:10.1504/IJMCP.2014.066903 

Rekha, Y. (2014). Performance Management System with Respect to Retail Industry. 

SSRN. doi: http://dx.doi.org/10.2139/ssrn.2408421 

Report, B. A. (n.d.). 

Sabu K. Nair, B. C. (2018). Employee Engagement Practices in Organized Retail Sector: 

an Empirical Study with Respect to Ernakulam Town. International Journal of 

Engineering & Technology, 7(3). 

Saunders, M. N. (2009). Research Methods for Business Students. Research Gate. 

Sena, M. N. (2019). Big Data and Human Resources Management: The Rise of Talent 

Analytics. Social Science, 8(10), 275. doi:https://doi.org/10.3390/socsci8100273 

Shafieian, G. (2014). Defining talent management components. ISPACS, 8. 

Srivastava, M. G. (2020). HR Analytics: Trend from Data to Predictive Analysis for HR 

Professionals. International Journal of Psychological Rehabilitation, 24(5), 2674-

2682. 



 

131 

 

Suliman, N. E. (2019). Talent Management, Employee Recognition and Performance in 

the Research Institutions. 14(1), 127-140. doi:https://doi.org/10.2478/sbe-2019-

0010 

Sundaray, B. (2011). Employee Engagement: A Driver of Organizational Effectiveness. 

3, 53-60. 

Suresh, M. (2016). THE PHYSICAL WORK ENVIRONMENT AND EMPLOYEE 

PERCEIVED HEALTH AND WELLBEING. School of Creative Industry Queens 

Land. 

Syed Hussain al-Hussaini, J. A. (2019). Impact Of Talent Management Strategies On 

Employee Performance Behaviour With The Mediating Role Of Talent 

Management Outputs. Archives of Business Research, 7(3). 

Trade, D. f. (2020). Department for Promotion of Industry and Internal Trade FDI Copy. 

Government of India , Minstry of Commerce. 

Usha, T. (2014). Training and Development, Job Satisfaction and HRD Climate In A 

Service Organisation. Asian J. Management , 5(4), 431-434. 

Vanithamani, N. M. (n.d.). A Study On Future Talent Acquisition With Reference To E 

Recruitment Practices Followed In It And ITeS Companies. INTERNATIONAL 

JOURNAL OF TREND IN SCIENTIFIC RESEARCH AND DEVELOPMENT, 

2(4). doi:https://doi.org/10.31142/ijtsrd14321 

Vidhi, T. (2015). Impact of Employee Engagement on Talent Retention Among 

Academicians in Professional Colleges. Management. Jiwaji University. 

Retrieved from http://hdl.handle.net/10603/182065 

 

 

 

 

 

 

 

 

 

 

 



 

132 

 

APPENDICES 

Questionnaire 

 

 Dear Respondent, 

 

Greetings!!! 

 

My name is Manjula P, I am a research scholar from KL University, Vijayawada, 

Andhra Pradesh, in the field of Human Resource Management.  I am kindly requesting your 

participation in a doctoral research study that I am conducting titled: “A study on impact 

of HR Analytics on Talent Management in organised retail sector with special reference to 

Bengaluru city”. 

As a part of my research, I need to collect primary data from various sources. This 

includes opinion of HR managers, other department managers and employees working in 

various retail companies. I request you to help me by filling the questionnaire attached with 

this letter and help me in completing my research. This information in the form of answers 

is purely for my research and academic purpose only. I assure you that the information 

obtained from your end will be kept confidential. 

I express my sincere thanks for sharing your valuable time and extending your 

cooperation in this regard 

 

What Is Talent Management  

Talent management is a constant process that involves attracting and retaining high-

quality employees, developing their skills, and continuously motivating them to improve 

their performance. In order to gain a competitive advantage in the business market, 

organizations need to ensure that they engage highly talented employees, this is driven by 

Talent Management strategies which focus on five key areas: Talent Acquisition (tends to 

focus on long-term human resources planning and finding appropriate candidates for 

positions that require a very specific skillset), Engagement, Developing, Performance 

Management and Retaining talent.  

This questionnaire will help to rate Talent Management competencies of organised 

retail sector. 
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HR Analytics 

Human Resource analytics (HR Analytics) is defined as the area in the field of 

analytics that deals with people analysis and applying analytical process to the human 

capital within the organization to improve employee performance and improving employee 

retention. 

 

Part A 

Demographic Profile of Respondents 

 

1. Name (optional) 

 

2. Name of the organization (optional) 

 

3. Gender 

A. Male B. Female C. other 

4.  Age Group 

A 20 years and below  B. 21- 30 years  C. 31-40 years 

D. 41-50 years    E. 51 years and above 

  

5. Designation 

A. Shopfloor Level B. Supervisory level C. Managerial level      D. Corporate 

level 

6. Educational Qualification 

               A. 10+2/equivalent    B. Diploma    C. Bachelors’ degree    D. Masters’ degree    

E. Others 

 

7. Income Group (monthly) 

            A. 10,000-20,000   B. 20001- 30000   C. 30001- 40000   D. 40001– 50000   E. 

50001 & above 

 

8. Work Experience (in years) 

            A. 1-5  B. 6- 10  C. 11- 15 D. 16 & Above 

 

9. Department/ function please specify 

 

10. Number of employees in your organization 

       A. Less than 100   B. 100-300  C. 301 – 500  D. 501 & 

above 
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Part B 

 

Please rate the following statement on a 5-point scale  

 

1 = (SA) Strongly Agree          2 = (A) Agree                           3 = (N) Neutral                                                     

4 = (DA) Disagree                    5 = (SDA) Strongly Disagree 

  

Talent Management 

 

Statements SA A N DA SDA 

A. Your organization has specific Talent 

Management Policy/Initiatives 

     

B. Top Management in your organization supports 

Talent management initiatives 

     

C. Your organization identifies potential talent at 

every level/grade 

     

D. Your organization encourages job rotation and 

transfer people across departments laterally to 

increase their value for themselves 

     

E. Your organization gives importance to 

employee skill development and growth 

opportunities 

     

F. Your organization recognizes good performers 

and make effort to retain the talent 

     

 

1a. Talent Acquisition 

   1. Your organization hire employees through different job sources 

A. Employee referrals  B. Company website  C. News Paper ads. 

D. Social media  E. Campus selection  F. Consultancy 

services 

 

Statements SA A N DA SDA 

A. Your organization consistently appoint high 

caliber candidates based on Talent Management 

policy 

     

B. Employer Branding - your organization is 

distinct and desirable employer  

     

C. My job is in line with my interests, skills and 

attitude (right person in the right job) 

     

D. New joiners’ are properly inducted and trained 

as per company systems 

     

E. Talent Acquisition team is empowered to make 

decisions pertaining to recruitment 

     

F. HR Analytics is used effectively in talent 

acquisition 
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1b. Talent Engagement 

 

Statements SA A N DA SDA 

A. My manager helps me to identify training 

opportunities that would help me be more 

productive and innovative in my job 

     

B. My group /team explores ways to change 

processes to improve productivity.  

     

C. I have the appropriate amount of information to 

make correct decisions about my work 

     

D. I get opportunities to learn & develop new skill      

E. I am prepared to fully devote myself to 

performing my job duties 

     

F. I am afraid to express my opinions at work.      

G. I avoid working overtime whenever possible       

H. Succession Planning and Leadership 

development is practiced in your organization 

     

I. HR Analytics is used effectively in talent 

engagement 

     

 

 

1c. Talent Retention  

 

Statements SA A N DA SDA 

A. An effective compensation (Intrinsic /Extrinsic) 

system exists in your organization for the talent 

retention 

     

B. Creativity and Innovation at job is valued and 

rewarded 

     

C. Your organization ensure employees are 

satisfied and 

       motivated all the time 

     

D. My supervisor provides me with actionable 

suggestions on what I can do to improve 

     

E. I believe my career goals/aspirations can be 

accomplished in this organization 

     

F. The rate of growth of the organization 

influences retention in this organization 

     

G. HR Analytics is used effectively in talent 

retention decision support 
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2. Employee Behavior 

 

Statements SA A N DA SDA 

A. My attendance at work is above the norm      

B. I obey company rules and regulations even when 

no one is watching 

     

C. I am mindful of how my behavior affects other 

people’s jobs 

     

D. I always focus on what’s wrong, rather than the 

positive side 

     

E. I consume a lot of time complaining about 

unimportant matters 

     

F. Talent Management practice has significant 

effect on employee behavior 

     

 

3. HR Analytics 

 

3(a). 

Statements SA A N DA SDA 

My organization uses HR analytics      

 

3(b).  

Statements SA A N DA SDA 

HR analytics has significant impact on employee 

performance 

     

 

3(c). Usage of HR analytic tools have a favorable impact on Key performance 

Index (KPI) in Talent Management 

 

KPI Parameters SA A N DA SDA 

Cost effective      

Quality Effective      

Time effective      

Retaining employees      

 

3(d). Usage of HR analytics in organization will have following benefits 

 

Benefits/ Impacts SA A N D

A 

SD

A 

Increased Productivity of employees      

Faster Decision Making      

Finding new ways to approach HR issues      

Ability to retain the talent      

 

3(e).HR analytics tool used in your organization  

A. Excel based  B. Python C. R  D. Tableau 

E. Power BI  F.  Qlik  G. visier H. Others 

(specify 
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4. Work Environment 

 

Statements SA A N DA SDA 

A. Your organization ensures that employees have 

adequate resources to complete their work/task 

     

B. Your organization supports effective 

communication that helps to build positive 

behavior 

     

C. Your organization supports work life balance      

D. I am satisfied with the salubrity (working 

Conditions) in my workplace 

     

 

5. Employee Performance 

 

Statements SA A N DA SDA 

A. I understand how my performance is evaluated      

B. I receive regular feedback on my performance      

C. My performance is measured against the 

productivity  

     

D. My performance has continually improved      

E. I am involved in decision making that affect my 

performance 

     

F. I cannot perform well due to a lack of 

resources. 

     

G. Talent Management practice has significant 

impact on employee performance 

     

H.  Usage of HR analytics helps improve 

employee performance 

     

 

Thank You 
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