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ABSTRACT  

  

The study investigates the influence of talent management policies like employee 

attraction practices in electronic retail marketing sector situated in twin cities of Hyderabad 

and Secunderabad. For this, the investigator administered a questionnaire on sixteen Sales 

Managers (SMs) and ninety five promoters, eight team leaders working in electronic retail 

marketing sector to know their opinions on talent management attraction practices.  The 

findings of the study on employee attraction reveals: (i) 92.4% of the respondents are aware 

of the policies and procedures in their organizations, (ii) 63.9% of electronic retail marketing 

staff accepted that their organizations implement employee centered  HR policies, (iii) 73.1% 

of them are satisfied with their working hours. It is concluded that (i) The employees are well 

aware of their organizational policies but however, a good number of employees have opined 

that their organizations do not focus on employee centered HR policies. (ii) More than 50% 

of the employees have opined that their organizational employee centered HR policies have 

attracted them towards the organization. However a few of the employees are still not aware 

of the organizational policies making them think about transition. (iii) The working hours of 

the employees are in compliance with the assigned workload. This shows that the employees 

in this sector are satisfied and contented with their organizational policies, working hours and 

assigned workload which are the key factors involved in employee attraction. Hence it is 
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clear that the electronic retail marketing sector is attracting the talented employees and is 

helping in employee retention to gain maximum profits from its talented and experienced 

employees.  

 

Keywords: Talent Management, Employee Attraction, Electronic Retail Marketing. 

 

1.0 INTRODUCTION 
  

Now-a-days, markets have become global and highly competitive.  Therefore, talent 

management has become essential for the survival of the firms.  The firms become adaptive 

and responsive to change around them. Over the last forty years, research on talented 

employee recruitment has increased dramatically. 

 

• Talent management
1
 focuses on making the recruitment process effective and 

efficient by using competency based recruiting. 

• Developing managers and leaders to reinforce culture instill values and create a 

sustainable leadership pipeline. 

• Identifying competency gaps to deliver training, e-learning or development programs 

•  Hiring the right people for training. 

• Managing people in a consistent and measurable way so that everyone is accountable 

and paid fairly. 

• Identifying high performers and successors to key positions throughout the 

organization to have a highly flexible and responsive organization. 

 

TALENT MANAGEMENT PROCESS
 

 

People are, undoubtedly the best resources of an organization. Sourcing the best 

people from the industry has become the top most priority of the organizations today. In such 

a competitive scenario, talent management has become the key strategy to identify and fill up 

the skill gap in a company by recruiting the high worth individuals from the industry. It is a 

never-ending process that starts from targeting people. The process regulates the entry and 

exit of talented people in an organization. To sustain and stay ahead in business, talent 

management cannot be ignored. In order to understand the concept better, let us discuss the 

stages included in talent management process: 

 

Understanding the Requirement: It is the preparatory stage and plays a crucial role in 

success of the whole process. The main objective is to determine the requirement of talent. 

The main activities of this stage are developing job description and job specifications. 

 

Sourcing the Talent: This is the second stage of talent management process that involves 

targeting the best talent of the industry. Searching for people according to the requirement is 

the main activity. 

 

Attracting the Talent: It is important to attract the talented people to work with you as the 

whole process revolves around this only. After all the main aim of talent management process 

is to hire the best people from the industry. 
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Recruiting the Talent: The actual process of hiring starts from here. This is the stage when 

people are invited to join the organization. 

 
Selecting the Talent: This involves meeting with different people having same or different 

qualifications and skill sets as mentioned in job description. Candidates who qualify this 

round are invited to join the organization. 

 
Training and Development: After recruiting the best people, they are trained and developed 

to get the desired output. 

 

Retention: Certainly, it is the sole purpose of talent management process. Hiring them does 

not serve the purpose completely. Retention depends on various factors such as pay package, 

job specification, challenges involved in a job, designation, personal development of an 

employee, recognition, culture and the fit between job and talent. 

 
Promotion: No one can work in an organization at the same designation with same job 

responsibilities. Job enrichment plays an important role. 

 
Competency Mapping: Assessing employees’ skills, development, ability and competency 

is the next step. If required, also focus on behavior, attitude, knowledge and future 

possibilities of improvement. It gives you a brief idea if the person is fit for promoting 

further. 

 
Performance Appraisal: Measuring the actual performance of an employee is necessary to 

identify his or her true potential. It is to check whether the person can be loaded with extra 

responsibilities or not. 

 
Career Planning: If the individual can handle the work pressure and extra responsibilities 

well, the management needs to plan his or her career so that he or she feels rewarded. It is 

good to recognize their efforts to retain them for a longer period of time. 

 

Objectives: The following objective of the present study depicts on the talent management 

practices in Electronic Retail industry: 

 

� To identify the various challenges of talent management. 

� To identify the ways to retain the best talent. 

� To measure the effectiveness and execution of talent management. 

� To measure the level of employee satisfaction with that of the practices of talent 

management. 

� To obtain the best possible suggestion in order to increase the effectiveness of talent 

management practices. 

 

2.0 REVIEW OF LITERATURE 
 

Literature survey is the documentation of a comprehensive review of the published 

and unpublished work from secondary data in the areas of specific interest to the researcher. 
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The library is a rich storage base for secondary data and researchers used to spend 

several weeks and sometimes months going through books, journals, newspapers, magazines, 

conference proceedings, doctoral dissertations, master's theses, government publications and 

financial reports to find information on their research topic. 

 Parul P Bhati, Dr. Ashok Kumar .M
2
 communicated a research paper which 

illustrates the following: “Talent is generally perceived as an inborn capability of a person. 

Talent is the capability of a person to do things in a different way. Talent is the reflection of 

one’s personality. It’s a way a person does a thing that distinguishes him or her from others. 

Talent is the sum of a person’s abilities. Talent is his or her intrinsic gifts, skills, knowledge, 

experience, intelligence, judgment, attitude, characters and drive. It also includes his or her 

ability to learn and grow. What distinguishes the high performing companies from the 

average performing is not better HR processes, but the fundamental belief in the importance 

of talent. Therefore, each company must understand the specific talent profile that is right for 

it. Talent management is one of the significant aspects of human resource management 

function. It is considered as the most challenging task for any organization to attract and 

retain talent. Today talent management is conceived as the most critical aspect of HR 

management as it has a direct impact on the organization’s functioning and its competitive 

position. Therefore, it calls for strategic approach to the entire function of management of 

talent in an organization. Talent is now a critical driver of corporate performance and that a 

company’s ability to attract develop and retain talent will be a major competitive advantage 

far into the future. The primary goal of the research work is to determine the key factors and 

challenges for attraction and retention of employees in a private & public sector enterprise 

with particular reference to the Company X & Company Y. Thus zest for the work is must.” 

Thus the researchers have selected the following research topic “Key Factors and Challenges 

for Attraction and Retention of Employees.” 

Phillips and Connel (2003)
3
 suggested typical solution for employee retention high- 

lighting the emerging need on one side and the alternative solution on two pertinent aspects 

of HR practices, viz., recruiting new employees and establishing an appropriate environment.   

Punia and Dhull (2004)
4
 the organizational climate shows a person’s perception of the 

organization to which he or she belongs. It encompasses the set of characteristics and factors 

influencing the behavior of employees. The authors submitted that the organizational climate 

is a composite of many factors. The various factors influencing the organizational climate 

mainly include those aspects like communication, performance standards, support system, 

warmth, responsibility, reward system, identity, conflict resolution, and participation in 

decision- making, structure and motivational level. 

 

3.0 METHODOLOGY 
  

The methodology followed for conducting the study includes the specification of 

research design, sample design, questionnaire design, data collection and statistical tools used 

for analyzing the collected data.  

 With a view to analyze the strategies and practices of talent management and its 

impact on employee attraction in Electronic Retail industries situated in twin cities of 

Hyderabad and Secunderabad of Telangana,  for the present research purpose the investigator 

prepared a questionnaire with 15 questions. The survey questionnaire was framed in such a 

way that the answers reflect the ideas and thoughts of the respondents on employees’ 
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retention.  The respondent has to choose their answers on the basis of ‘Yes’ or ‘No’; Good, 

Satisfactory or Unfavorable; strongly agree, agree or disagree.   

 The questionnaire was administered for three different types of populations. They are: 

Promoters, Team Leaders and Sales Managers. 

 The prime focus of this exercise was to compare with the responses obtained by above 

questionnaire. The talent management initiative was taken by the HR professionals, but the 

implication of this initiative refers to the employees. These questionnaires, helped to find out 

the effectiveness of such included management initiative as well as the satisfaction level of 

the employees. Secondary data was collected through internet, journals, seminar papers and 

books. Random sampling technique was used to collect the data. Tools of analysis included 

simple percentage analysis. The chi square test is applied to test the goodness of fit, to verify 

the distribution of observed data with the assumed theoretical distribution. 

 

4.0 DATA ANALYSIS AND INTERPRETATION 

 

4.1 AWARENESS OF ORGANIZATIONAL POLICIES AND PROCEDURES 

 

4.1.1 Gender wise awareness of the organizational policies and procedures 
 

Table 1: Gender wise Awareness of the organizational policies and procedures 

Attributes 

Male Female Total 

Count % Count % Count % 

Gender 
Yes  103 92.0 7 100 110 92.4 

No 9 8.0 0 0 9 7.6 

 

Graph 1 

 

        
   Out of 119 respondents, 103 (92%) of male respondents opined that they are aware of 

organization’s policies and procedures.  Only 9 (8%) are not aware about their companies 

policies. Whereas, all female employees are aware about their company policies and 

procedures. 
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Table 2: Designation wise Awareness of the organization

Attributes 

Promoter

Count 

Designation 
Yes 86 

No 9 

  

 Among 119 respondents, 86(90.5

aware of organization’s policies and procedures.

about their companies Policies and P

 

4.1.3 Qualification wise Awareness of the organization policies and procedures

Table 3:  Qualification wise
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on wise awareness of organizational policies and procedures 

Awareness of the organizational policies and procedures

Promoter Team Leader Manager 

% Count % Count % Count

90.5 8 100 16 100 110

9.5 0 0 0 0 9 

 

 

Graph 2  

  

Among 119 respondents, 86(90.5%) of promoter respondents opined that they are 

cies and procedures. All Managers and Team leaders are 

and Procedures. 

Awareness of the organization policies and procedures

       
Qualification wise Awareness of the organization policies and procedures

Graduation 
Post  

Graduation 
Total

Count % Count % Count 

81 91.0 29 96.7 110 

8 9.0 1 3.3 9 
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Graph 3                                                         

 
 

 81 (91%) graduates are aware of organization’s policies and procedures. Only 8 

(9.0%) are not aware about their companies policies. Among 30 postgraduate employees all 

are aware of organization’s policies and procedures. 

 

4.1.4 Experience wise Awareness of the organization policies and procedures       

 
Table 4: Experience wise Awareness of the organization policies and procedures                                   

Attributes 
0-5 Years 6-10 Years 

Above 10 

years 
Total 

Count % Count % Count % Count % 

Experience 
Yes 82 92.1 24 92.3 4 100 110 92.4 

No 7 7.9 2 7.7 0 0 9 7.6 

 

Graph 4                                                

 
 

 Out of 119 respondents, 82 (92.1%) 0-5 years experienced respondents opined that 

they are aware of organization’s policies and procedures.  Only 7 (7.9%) are not aware about 

their companies policies. 24(92.3%) 6 -10 years experienced employees are aware of 
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organization’s policies and procedures.  While, all above 10 years employees are aware about 

their organization’s policies and procedures. 

 

4.1.5   Nature of Employeement wise Awareness of the organization policies and 

procedures 

 
Table 5: Nature of Employeement wise Awareness of the organization policies and 

procedures 

Attributes 
Permanent Contract Total 

Count % Count % Count % 

Nature of 

Employeement 

Yes  71 94.7 39 88.6 110 92.4 

No 4 5.3 5 11.4 9 7.6 

 

Graph 5 

        
 
 Based on Nature of Employeement, 71 (94.7%) of Permanent employees are aware of 

organization’s policies and procedures. Only 4 (5.3%) are not aware about their companies 

policies. Among 44 contract employees 39(88.6%) are aware of organization’s policies and 

procedures 5(11.4%) are not. 

 

4.2    Employee Centred HR Policies  

 

4.2.1 Gender wise Employee Centred HR Policies 

 
Table 1: Gender wise Employee Centred HR Policies 

Attributes 
Male Female Total 

Count % Count % Count % 

Gender 
Yes  72 64.3 4 57 76 63.9 

No 40      35.7 3 42.9 43 36.9 
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 Out of 119 respondents, 72 (64.3

with their Employee Centred HR Policies.  Only 40 (35.7%) are not happy with

companies policies. In that female employees 

policies and 3 (42.9%) are not happy with their employee centred HR policies

 

4.2.2 Designation wise Employee Centred HR Policies

Table 2: Designation wise

Attributes 
Promoter

Count 

Designation 
Yes 59 

No 36 

 Among 119 respondents, 59(62.1%) of promoter respondents opined that they are 

happy with Employee Centred HR policies

companies employee centred policies. 

their companies HR Employee Centred policies and only 3 (37.5
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Graph 1 

 

Out of 119 respondents, 72 (64.3%) of male respondents opined that they are happy 

with their Employee Centred HR Policies.  Only 40 (35.7%) are not happy with

female employees 4 (57%) are happy with their companies

are not happy with their employee centred HR policies. 

Designation wise Employee Centred HR Policies 

 
Designation wise Awareness of the organization policies and procedures

Promoter Team Leader Manager 

% Count % Count % Count

62.1 5 62.5 12 75.0 76 

37.9 3 37.5 04 25.0 43 

 

Graph 2    

 
Among 119 respondents, 59(62.1%) of promoter respondents opined that they are 

happy with Employee Centred HR policies. Only 36(37.9%) are not happy with 

policies. Among 8 Team Leaders, 5 (62.5%) are 

ir companies HR Employee Centred policies and only 3 (37.5%) are not. Whereas,

62.5

75
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Managers 12 (75%) are happy with their companies employee centred HR Policies and 

4(25%) are not with their companies employee centred policies.  

 

4.2.3 Qualification wise Employee Centred HR Policies 

 
Table 3: Qualification wise Employee Centred HR Policies 

Attributes 

Graduation 
Post  

Graduation 
Total 

Count % Count % Count % 

Qualification 
Yes 55 61.8 21 70 76 63.9 

No 34 38.2 9 30 43 36.1 

 

Graph 3 

 
 

 The information on Employee centred Hr policies based on educational qualification 

reveals that 55 (61.8%) of graduates are happy with their organization’s employee centred 

HR policies.  34 (38.2%) are not happy with their companies policies. Among 30 

postgraduate employees 21(70%) are happy with their organization’s policies and 9(30%) are 

not happy with their employee centred HR policies. 

 

4.2.4 Experience wise Employee Centred HR policies  

                                                                                                                                                                                                     
Table 4: Experience wise Employee Centred HR policies 

Attributes 

0-5 Years 6-10 Years 
 Above 10 

years 
Total 

Count % Count % Count % Count % 

Experienc

e 

Yes  54 60.7 18 69.2 4 100 76 63.9 

No 35    39.3 8 30.8 0 0 43 36.1 
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Graph 4     

 
 

 Out of 119 respondents, 50 (60.7%) 0-5 years experienced respondents opined that 

they are happy with their organization’s policies and procedures. 35 (39.3%) are not happy 

with their companies policies. 18(69.2%)6-10 years experienced employees are happy with 

their organization’s employee centred policies. Whereas, all above 10 years employees are 

happy with their companies employee centred HR policies. 

 

4.2.5 Nature of Employeement wise Employee Centred HR policies 

                         
Table 5: Nature of Employeement wise Employee Centred HR policies 

Attributes 

Permanent Contract Total 

Count % Count % Count % 

Nature of 

Employeement 

Yes  53 70.7 23 52.3 76 63.9 

No 22 29.3 21 47.7 43 36.1 

                                                                 

 

Graph 5 
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 The information on Employee Centred HR policies based on Nature of 

Employeement illustrates that 53 (70.7%) of Permanent employees are happy with 

organization’s policies. Only 22(29.3%) are not happy with their companies employee 

centred HR policies. Among 44 contract employees 23(52.3%) are happy with their 

organization’s policies and 21(47.7%) are not. 

 

4.3 Workload matchup with the working hours 

4.3.1 Gender wise Workload matchup with the working hours 

 

Table 1: Gender wise Workload matchup with the working hours 

Attributes 

Male Female Total 

Count % Count % Count % 

Gender 
Yes  81 72.3 6 85.7 87 73.1 

No 31      27.7 1 14.3 32 26.9 

 

Graph 1 

 
 

 The opinions of the staff working in electronic retail marketing sector with regard to 

gender wise workload matchup with the working hours under talent management explains 

that out of 119 respondents, 81 (72.3%) of male respondents opined that they are happy with 

working hours. 31(27.7%) are not happy with their companies working hours.  On the 

contrary, all female employees are happy with their working hours. 

 

4.3.2 Designation wise Workload matchup with the working hours 

 

Table 2: Designation wise Workload matchup with the working hours 

Attributes 

Promoter Team Leader Manager Total 

Count % Count % Count % Count % 

Designation 
Yes 67 70.5 7 87.5 13 81.3 87 73.1 

No 28 29.5 1 12.5 03 18.8 32 26.9 
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Graph 2         

Among 119 respondents, 67(70.5%) of promoter respondents opined that they are 

happy with their working hours. Only 28(29.5%) are not happy with their companies working 

hours. Among 8 Team Leaders, 7(87.5%) are happy with their companies working hours and 

not. Whereas, 16 Managers, 13 (81.3%) are happy with their compan

%) are not happy with their companies working hours and 

Qualification wise Workload matchup with the working hours 

Qualification wise Workload matchup with the working hours

Graduation 
Post  

Graduation 
Total

Count % Count % Count 

65 73.0 22 73.3 87 

24 27.0 8 26.7 32 

Graph 3 
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organization’s workload matchup with their working hours.  24 (27.0%) are not happy with 

their companies workload matchup with working hours. Among 30 postgraduate employees

22(73.3%) are happy with their organization’s workload matchup with their w

and 8(26.7%) are not happy with th

hours.  

 

4.3.4   Experience wise Workload matchup with the working hours         

                                                                        
Table 4: Experience wise

Attributes 
0-5 Years

Count 

Experience 
Yes 65 

No 24 
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Out of the respondents, 65 (73.0%) of the graduates are happy with 

organization’s workload matchup with their working hours.  24 (27.0%) are not happy with 

their companies workload matchup with working hours. Among 30 postgraduate employees

22(73.3%) are happy with their organization’s workload matchup with their w

and 8(26.7%) are not happy with their organization’s workload matchup with their working 

Experience wise Workload matchup with the working hours          

                                                                                                                                                                                                     
Experience wise Workload matchup with the working hours

5 Years 6-10 Years 
Above 10 

years 

% Count % Count % Count

73.0 19 73.1 3 75.0 87 

27.0 7 26.9 1 25.0 32 

                                                            

Graph 4 

Out of 119 respondents, 65(73.0%) 0-5 years experienced respondents opined that 

they are happy with their organization’s workload matchup with their working hours. 24 

(27.0%) are not happy with their organization’s workload matchup with their working hours. 

10 years experienced employees are happy with their organization’s workload 

their working hours. Whereas, employees having an experience of above 10 

are happy with their organization’s workload in compliance with their working hours.

Nature of Employeement wise Workload matchup with the working hours 

Nature of Employeement wise Workload matchup with the working hours

Permanent Contract Total

Count % Count % Count 

56 74.7 31 70.5 87 

19 25.3 13 29.5 32 
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                                                              Graph 5 

 
 

 Based on Nature of Employment, 56 (74.7%) of Permanent employees are happy with 

workload matchup with their working hours. Only 19(25.3%) are not happy with workload 

matchup with their working hours. Among 44 contract employees, 31(70.5%) are happy with 

workload matchup with their working hours and 13(29.5%) are not. 

 

5.0 FINDINGS 

 

1. 110 (92.4%) respondents on the whole and 86 (90.5%) promoters, 16 (100%) SMs 

and 8(100%) team leaders opined that they are aware of organization’s policies and 

procedures.    

2. 76 (63.9%) respondents on total and 12(75%) SMs, 5(62.5%) TLs and 59(62.1%) 

Promoters expressed that their organization implements employee centred HR 

policies.   

3. 87 (73%) respondents on whole and 13(81%) SMs, 7(87.5%) TLs and 67(70.5%)  

Promoters satisfied with regard to workload matchup with working hours.  

 

6.0 CONCLUSIONS  
  

 From the present study, it is concluded that (i) The employees are well aware of their 

organizational policies but however, a good number of employees have opined that their 

organizations do not focus on employee centered HR policies. (ii) More than 50% of the 

employees have opined that their organizational employee centered HR policies have 

attracted them towards the organization. However a few of the employees are still not aware 

of the organizational policies making them think about transition. (iii) The working hours of 

the employees are in compliance with the workload assigned to the employees. This shows 

that the employees in this sector are satisfied and contented with their organizational policies, 

working hours and assigned workload which are the key factors involved in employee 

attraction. Hence the above factors act as key factors in managing employee attraction in 

electronic retail marketing. 
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