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ABSTRACT 

The present study attempts to examine the problems of HR in implementation of talent management in different 

private banks and insurance companies. Primary data have been collected through pre-tested structured 

questionnaire. For the purpose of data collection, a sample of 102 HR manager working in the both private banks 

and insurance companies of Haryana and Delhi is taken on the basis of judgment sampling. The collected data were 

analyzed with the help of independent sample t-test and ranking method. The finding indicated that talent 

management practices have direct impact on unclear talent management practices, human resource budgeting, 

feeling of insecurity and scarcity of right talent. The study recommends that education system should be improved as 

per market requirement, salary and appraisal should be linked to targets achieved, clear definition of talent 

management according to need of organization, welcoming the employees’ innovative idea and transparency in 

promotion policy in organization.  
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I. INTRODUCTION 

The ‘war for talent’ was officially launched in 1998 when McKinsey and Company, America largest and most 

prestigious management consulting firm, published their report proclaiming that ‘better talent is worth fighting for’ 

(Chambers et al.,1998). A study of 77 companies from a variety of industries and nearly 6000 managers and 

executives, supplemented by case studies of 20 companies widely regarded as being rich in talent. McKinsey 

research concluded that the most important corporate resource over the next 20 years would be smart, sophisticated 

business people who are technologically literate, globally intelligent and operationally active. (Beechler and 

Woodward)[1]. Talent is defined as a natural ability which is separate from learned knowledge or skills and can be 

further developed and enhanced with practice and learning. Talent is accredited to those individuals that have the 

potential to make a positive impact on ‘organizational performance either through their immediate contribution or in 

the longer term by demonstrating the highest levels of potential’. Talent, in the context of the workplace, provides a 

distinction between those individuals that have the capability to make a difference, and the rest of the workforce. 

Those identified as talented are usually linked with leadership and managerial, technical or specialist positions. 

Thus, talent means to those limited number of people who acquire the highest quality of managerial and leadership 

skills who take the organization to the next level (Garg and Rani) [2]. Increased competition in the market place 

has increase the need for consistently good performance on the side of organizations. These have made the 
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companies to put in all efforts to hire and retain the best talent (Kumar, P.B.S.) [3]. Every HR manager in order to 

survive this war for talent has to fight against a limited and diminishing pool of qualified available candidates to 

replace valuable employees when they leave. The difficulty to attract, motivate and retain the best employees of the 

organization. Organizations are not only fulfilling employee’s needs, but also recognize their efforts and reward 

them accordingly. This would boost their morale and they would be partners in the progress of the organization 

Along with increase in productivity, it can also lower the attrition rates. Motivation coupled with dedication 

engrained in the employees can change the fate of an organization. It is to be remembered that placing a candidate at 

a wrong place can multiply your problems regardless of the qualifications, skills, abilities and competency of that 

person. How much brilliant he or she may be, but putting them inappropriate place defeats the whole purpose 

(Ashton and Morton) [4]. If an organization wants the best talent of its competitor to work with it, it needs to 

attract that person and offer him something that is far beyond his imagination to come and join and then bond with 

the organization. Only hiring him does not resolve the purpose but getting the things done from him is the main task. 

Therefore, talent management is a full-fledged process that not only controls the entry of an employee but also his or 

her exit. 

Talent management helps in improving human resource policies of the organization and prepares the organization to 

adapt change according to market demand. A talent management system not only helps to retain the intellectual 

assets but also maintains and sustains the employees. Talent management system starts right from the recruitment of 

the employees till their retirement. It includes the various factors like performance management system, motivation, 

career development, compensation, rewards and value addition activities (Chauhan and Bhatt, 2015) [5]. 

 

II. REVIEW OF LITERATURE 

Meyer (2005) [6] stated that attraction, growth and retention of talent are keys to success for modern service based 

knowledge organizations. The most important factor that influences a person decision to stay or leave an 

organization is the relationship with their boss, quality of life and commitment, opportunities for personal growth 

and career development. The culture of the organization in terms of facilitating innovation and the nature of the 

work itself is important. All organizations whether large or small, have an obligation to the country and to 

themselves to grow the professional skills required for economic growth and competitive advantage. Success of 

talent management program depends upon proper recruitment, selection and performance management. They laid 

focus on impact of talent management on employee behaviour. Lewis and Heckmen (2006) [7] identified three 

distinct strains of thought regarding talent management. First and foremost are those who consider talent 

management as substitute of HRM. They also limited their focus to particular HR practices such as recruitment, 

selection, leadership development, succession planning, etc. A second perspective emphasized on development of 

talent pool focusing on projecting employee/staffing needs and managing the progression of employees through 

positions. The main focus is on understanding of internal workforce. The third perspective focused on management 

of talented people. Pinto and Dhulla (2012) [8] examined the talent management practices of banks with regards to 

motivation and satisfaction. The study was conducted on 60 employees and 6 HR Professionals of banks selected on 
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the basis of randomized sampling technique. The findings highlighted the importance of work culture, HR system 

and opens new horizons to widen the concept of talent management. The means of three organizations (private bank, 

government banks, and cooperative banks) were significantly different from one another. They proved that 

government bank employees are more satisfied as compared to cooperative and private bank employees. The result 

showed that layoff threats, quick turnover, less welfare schemes, less scope for vertical growth, increase job 

dissatisfaction and employees are less motivated to work in such an environment Kamil and Salleh (2013) [9] 

discussed that talent management has become a new innovation of human resource practices. The importance of 

talent management practices to enhanced business performances. They used 21 Islamic banks and 12 Takaful 

operators for their research. They explained importance of talent management practices. They concluded that 

effectiveness of talent management practices depend upon right human capital at right time and right workplace. 

They focused on develop the human capital and prepare them to face any circumstance. They also provided 

direction for future research regarding challenges involved in implementation of talent management. Lekha and 

Thomas (2014) [10] realized that organizations each employee is valuable and with time their added experience 

makes even more valuable. He mentioned that dynamic global business environment, together with the ever-

growing, challenge of a highly mobile workforce, required a well-planned, meticulous approach towards talent 

management. They discussed about skill shortages and the ageing population was also helping organizations to 

focus on the talent management issue. It may not be possible to simply go out and recruited new people to meet 

operational needs. Many leading companies have decided to develop their own people, rather than trying to hire 

fully skilled workers. He described that ten C to retain talent they was career, connect convey, clarity, congratulate, 

contribute, control, collaborate, credibility, confidence Chauhan and Bhatt (2015) [5] discussed about 

liberalization of the Insurance sector has allowed the foreign players to enter the market with their Indian partners. 

Most of the foreign Insurers have joined within the local market. India offers immense possibilities to foreign 

Insurers since it is the world's most populous country having over a billion people. Private and Foreign entrants in 

the insurance industry made others difficult to retain their market. Talent management refers to the process of 

developing and integrating new workers, developing and keeping current workers and attracting highly skilled 

workers to work for company. The objective of current study is to identify factors which are affecting talent 

management activities. Talent management system not only helps to retain the intellectual assets but also maintains 

and sustains the employees 

 

II. RESEARCH GAPS 

Meyer (2005) focused on retention factor i.e. relationship with their boss, quality of life and commitment, 

opportunities for personal growth and career development. Lewis and Heckmen (2006) searched about 

definition/meaning of talent management. Pinto and Dhulla (2012) examined the talent management practices of 

banks with regards to motivation and satisfaction. Kamil and Salleh (2013) described about talent management 

practices in Islamic banks. (Chauhan and Bhatt (2015) conducted research on factors affect talent management 

practices on employees in private insurance sectors. There is no academic research conducted to know the problems 
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of talent management practices in private banking and private insurance sectors. Therefore, the present study is 

undertaken to fill the gap in the literature. 

 

IV. OBJECTIVE OF THE STUDY 

The present study is conducted to analyze the problems faced by HR managers in the implementation of talent 

management in private banks and insurance companies in the area of Haryana and Delhi. 

 

V.RESEARCH HYPOTHESIS 

H01: There is no significant difference in HR viewpoint towards unclear talent management practices in banking and 

insurance sector. 

H02: There is no significant difference in HR viewpoint towards feeling of insecurity in banking and insurance 

sector. 

H03: There is no significant difference in HR viewpoint towards human resource budgeting in banking and insurance 

sectors 

H04: There is no significant difference in HR viewpoint towards scarcity of right talent in banking and insurance 

sector. 

 

VI. RESEARCH METHODOLOGY 

To achieve the objective of the study, a sample of 204 respondents is taken on the basis of judgment sampling. The 

primary data has been collected through pre-tested structured questionnaire. A sample of 102 HR managers in 

private banks i.e. Axis (21 respondents), IndusInd (20 respondents), Kotak Mahindra (20 respondents), HDFC (20 

respondents) and ICICI (21 respondents). A sample of 102 HR managers in private insurance companies i.e. Kotak 

Life Insurance (19 respondents), Max Life Insurance (21 respondents), ICICI Prudential Life Insurance (20 

respondents), HDFC life insurance (20 respondents) and Reliance life insurance (22 respondents) selected to know 

the problems faced by HR managers in implementing talent management practices. Secondary data has been 

collected from various Journals, Magazines and Annual Reports of the selected organizations. The collected data 

were analysed with the help of mean and standard deviation. Further, independent sample t-test has been applied to 

test the validity of the results. 

 

VII. RESULTS AND DISCUSSIONS 

Table 1 depicts that the factors to unclear talent management practices in banking sector, in order of importance are 

vague definition of talent management (Mean=4.29, SD=0.98), followed by employee benefits is the center piece for 

all talent management programmes (Mean=4.22, SD=0.91). On the other hand, these factors in order of importance, 

as viewed by the respondents in insurance sector, are employee benefits is the centre piece for all talent management 

programmes (Mean=4.25, SD=0.79), vague definition of talent management (Mean=4.10, SD=1.03). As a whole, 

the factors to unclear talent management practices in Indian service sector, in order of importance, are  employee 
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benefits is the centre piece for all talent management programmes (Mean=4.24, SD=0.85), vague definition of talent 

management (Mean=4.19, SD=1.01). Statistically, the results of independent sample t-test show that there is a 

significant difference in HR viewpoint towards talent management is managing the talent economically and 

strategically for growth of the organization (p=0.018) and talent management practices are dynamic and change as 

per competitive landscape (p=0.038), therefore the null hypothesis (H01) is rejected.  

Table 2 shows that the factors related to feeling of insecurity in banking sector are differentiation of salary among 

talented and less talented people (Mean=3.89, SD=1.17), increase in competition among less talented employees 

(3.74, SD=1.07). On the other hand, these factors in order of importance, as viewed by the respondents in insurance 

sector, are feeling of non-cooperation from other employees (Mean=4.22, SD=0.68), differentiation of salary among 

talented and less talented people (Mean=3.97, SD=1.05). As a whole, the factors related to feeling of insecurity in 

Indian service sector, in order of importance, are feeling on non-cooperation from other employees (Mean=3.95, 

SD=0.98), differentiation of salary among talented and less talented employees (Mean=3.93, SD=1.11). Statistically, 

the results of independent sample t-test show that there is a significant difference in HR viewpoint towards feeling 

of insecurity through feeling of non-cooperation from other employees (p=0.000), therefore the null hypothesis (H02) 

is rejected. 

Table 3 shows that the factors related to human resource budgeting in banking sector are talented employees work is 

directly related to salary and appraisals (Mean=4.12, SD=0.98), competitive HR budget is must to attract and retain 

the right talent (Mean=4.09, SD=0.91). On the other hand, these factors in order of importance, as viewed by the 

respondents, in insurance sector are competitive HR budget is must to attract and retain the right talent (Mean=3.81, 

SD=0.89), extra budget is required to train and develop the employees of the organization (Mean=3.56, SD=1.14). 

As a whole, the factors related to human resource budgeting in Indian service sector, in order of importance, are 

competitive HR budget is must to attract and retain the right talent (Mean=3.95, SD=0.91) extra budget is required 

to train and develop employees of the organization (Mean=3.69, SD=1.20). Statistically, the results of independent 

sample t-test show that there is a significant difference in HR viewpoint towards feeling of non-cooperation from 

other employees (p=0.000), therefore the null hypothesis (H03) is rejected. 

Table 4 shows that the factors related to scarcity of right talent in banking sector are existing education system is not 

nurturing talent as required by the organization (Mean=4.15, SD=0.95), education system doesn’t provide essential 

practical knowledge (Mean=4.07, SD=0.92). On the other hand, these factors in order of importance, as viewed by 

the respondents, in insurance sector are education system doesn’t provide essential practical knowledge 

(Mean=4.01, SD=0.88), existing education system is not nurturing talent as required by the organizations 

(Mean=3.87, SD=0.97). As a whole, the factors related to scarcity of right talent in Indian service sector, in order of 

importance, are education system doesn’t provide essential practical knowledge (Mean=4.04, SD=0.88), existing 

education system is not nurturing talent as required by the organizations (Mean=4.01, SD=0.97). Statistically, the 

results of independent sample t-test show that there is a significant difference in HR viewpoint towards existing 

education system is not nurturing talent as required by the organizations (p=0.042), therefore the null hypothesis 

(H04) is rejected. 
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VIII. CONCLUSION AND RECOMMENDATIONS 

The results of the study concluded that talent management practices have direct impact on unclear talent 

management practices, feeling of insecurity, human resource budgeting and scarcity of right talents in private banks 

and insurance sectors. HR manager revealed that unclear talent management practices covered vague definition of 

talent management in banking sector, but employee benefits is the centre piece for all talent management 

programmes in insurance sector. Feeling of insecurity arises among the employees because of differentiation of 

salary among talented and less talented people in banking sector, but feeling of insecurity arises because feeling of 

non-cooperation from other employees in insurance sector. Human resource budgeting covered the talented 

employees work is directly related to salary and appraisals in banking sector. On the other hand, competitive HR 

budget is important to attract and retain the talent in insurance sector. Scarcity of right talent in banking sector arises 

because existing education system is not nurturing talent as required by the organizations. On the other hands, 

scarcity of right talent because education system doesn’t provide essential practical knowledge in insurance sector. 

Based on the analysis, it is recommended that the private banks should focus on clear definition and requirements of 

talent management according to need of banks. There should be transparency in differentiation of salary among 

talented and less talented people. Salary and appraisal should be given according to achieved tasks and education 

system should be improved and standardized as per market requirement. Private insurance companies should focus 

on employee benefits and clear definition of talent management, healthy competition among employees. Salary 

should be given according to achieved task and extra incentives for best performer, and practical exposure of 

markets should be included in education system. 
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Table 1: Unclear Talent Management Practices 

  

 Statements 

Banking Insurance Total t-test 

Mean S.D. Rank Mean S.D. Rank Mean S.D. Rank T Sign 

Talent management is nothing but a 

fancy HR term 
4.13 0.95 3 4.00 0.93 3 4.06 0.94 3 0.976 0.330 

Talent management is managing the 

talent economically and strategically 

for growth of the organization 

3.01 1.20 5 3.42 1.27 4 3.22 1.25 4 2.377 0.018* 

Employees benefits is the centre 

piece for all talent management 

programmes 

4.22 0.91 2 4.25 0.79 1 4.24 0.85 1 0.309 0.757 

Vague definition of talent 

management 
4.29 0.98 1 4.10 1.03 2 4.19 1.01 2 1.338 0.182 

Talent management practices are 

dynamic and change as per 

competitive landscape 

3.03 1.20 4 3.39 1.27 5 3.21 1.25 5 2.089 0.038* 

 

Source: Survey. Data Processed through PASW 18.0 version 

Table 2: Feeling of Insecurity 

  

 Statements 

Banking Insurance Total t-test 

Mean S.D Rank Mean S.D Rank Mean S.D Rank T Sign 

Differentiation of salary 

among talented and less 

talented people 

3.89 1.17 1 3.97 1.05 2 3.93 1.11 2 0.509 0.611 

Increase in competition 

among less talented 

employees 

3.74 1.07 2 3.73 1.09 3 3.73 1.08 3 0.112 0.911 

Feeling of non- 3.67 1.15 3 4.22 0.68 1 3.95 0.98 1 4.0800 0.000* 
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cooperation from other 

employees 

Ego issue between 

senior and junior staff 
3.35 1.19 4 3.51 1.12 5 3.43 1.16 5 1.007 0.315 

Politics/Groupism 

against talented people 
3.31 1.21 5 3.62 1.13 4 3.46 1.18 4 1.890 0.060 

Source: Survey. Data Processed through PASW 18.0 version 

Table 3: Human Resource Budgeting 

  

 Statements 

Banking Insurance Total t-test 

Mean S.D Rank Mean S.D Rank Mean S.D Rank T Sign 

Focus on reducing HR 

cost related to talent 

management practices 

3.51 1.10 5 3.51 1.04 3 3.51 1.07 4 0.034 0.973 

Good talent management 

practices cannot be run 

with lower budget 

3.70 1.20 4 2.90 1.32 5 3.30 1.32 5 4.522 0.000* 

Talented employees work 

is directly related to 

salary and appraisals 

4.12 0.98 1 3.16 1.10 4 3.64 1.15 3 6.589 0.000* 

Extra budget is required 

to train and develop 

employees of the 

organization 

3.83 1.24 3 3.56 1.14 2 3.69 1.20 2 1.632 0.104 

Competitive HR budget 

is must to attract and 

retain the right talent 

4.09 0.91 2 3.81 0.89 1 3.95 0.91 1 2.188 0.030* 

Source: Survey. Data Processed through PASW 18.0 version 

Table 4: Scarcity of Right Talent 

  

 Statements 

Banking Insurance Total t value 

Mean S.D Rank Mean S.D Rank Mean S.D Rank T Sign 

Existing education 

system is not nurturing 

talent as required by the 

organizations 

4.15 0.95 1 3.87 0.97 2 4.01 0.97 2 2.043 0.042* 

Talent management 3.11 1.38 5 3.28 1.18 5 3.20 1.29 5 0.971 0.332 
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practices need special 

attention on recruitment 

process 

Education system doesn’t 

provide essential 

practical knowledge 

4.01 0.88 2 4.07 0.89 1 4.04 0.88 1 0.473 0.637 

Difficult to select the 

best talent between 

experienced and fresh 

employees 

3.26 1.29 4 3.56 1.08 3 3.41 1.19 4 1.810 0.072 

Scarcity of talented pool 

is leading to higher costs 

of hiring the employee 

3.50 1.15 3 3.35 0.99 4 3.42 1.07 3 0.945 0.346 

Source: Survey. Data Processed through PASW 18.0 version 

 


