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The rapidly evolving landscape of the global IT industry has intensified the actual competition for 

skilled talent, particularly in that of the  major technology hubs such as  that of Bangalore. In this 

context, talent management (TM)  practices have emerged as a strategic imperative for organizations 

aiming to attract, retain, and have interaction with high-appearing employees. This examination 

investigates the effect of skills control practices on employee engagement in pick IT organizations 

placed in Bangalore, India. The research draws on theoretical foundations such as the Social 

Exchange Theory and the Resource-Based View to give an explanation for how HR interventions have 

an impact on engagement outcomes. Utilizing a descriptive and analytical research design, primary 

data have been accrued from 200 IT specialists through a dependent Likert-scale questionnaire. The 

responses have analyzed the usage of correlation, regression, ANOVA, and Structural Equation 

Modeling (SEM) through SPSS and AMOS software program. The findings reveal a statistically 

significant and wonderful courting among diverse TM practices—inclusive of recruitment, education 

and development, overall performance management, and succession making plans—and tiers of 

worker engagement. Specifically, education and performance appraisal emerged as the most 

influential elements in riding engagement. The consequences underscore the crucial position of HRM 

in enhancing organizational commitment, decreasing attrition, and promoting productivity. The 

study concludes with strategic guidelines for HR leaders, at the same time as also identifying study 

gaps for future longitudinal and move-sectoral studies. 

Keywords: Employee engagement, talent management, IT sector, Bangalore, organizational 

commitment, performance. 

 

1. Introduction 

Overview of Talent Management and Employee Engagement 

Talent management has mainly emerged as a strategic imperative in  that of contemporary human resource 

management, aiming to  mainly align an organization’s human capital with its business goals. It mainly  encompasses a  

proper and a comprehensive set of HR functions including recruitment, selection,  onboarding, training, overall 

performance management, management improvement, and succession planning. The intention of expertise control is 

to draw, retain, and broaden people who can power organizational fulfillment. In the contemporary place of business, 

talent is considered no longer simply as a personnel resource however as a crucial enabler of innovation and aggressive 

benefit. 

Employee engagement, however, refers back to the psychological funding employees make of their enterprise(Jha et al., 

2021). It displays the extent to which personnel are emotionally and intellectually committed to their roles and the 

agency as a whole. Engaged personnel are not most effective but also show higher ranges of creativity, loyalty, and 

resilience. Several studies have mounted a correlation between expertise management initiatives and worker 

engagement, suggesting that strategic HR practices considerably have an impact on a worker's choice to remain with the 

company and perform at most reliable stages. 
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As groups try to conform to dynamic commercial enterprise environments, the integration of talent control and worker 

engagement has ended up principal to maintaining long-term increase. Effective talent control practices can create 

supportive and empowering painting surroundings, thereby increasing engagement, lowering attrition, and enhancing 

ordinary organizational performance. 

Importance of IT Industry in Bangalore as a Research Setting 

Bangalore, often referred to as the “Silicon Valley of India,” is a major hub for information technology (IT) companies. 

The metropolis hosts a big range of world technology giants, country wide IT service vendors, and revolutionary startups. 

Companies along with Infosys, Wipro, Tata Consultancy Services (TCS), IBM, and Accenture have set up vast operations 

in Bangalore, making it a focus for technological improvement and employment in India. 

The IT quarter in Bangalore is characterized by rapid increase, severe global opposition, and excessive employee mobility 

(Bahuguna, et al., 2021) . These dynamics make talent control an important difficulty for agencies aiming to maintain 

workforce balance and preserve innovation. Due to the excessive awareness of understanding-based total roles, agencies 

in Bangalore are especially at risk of ability shortages, employee burnout, and common turnover, all of which threaten 

lengthy-term enterprise sustainability. 

Furthermore, the IT sector’s reliance on human capital underscores the importance of effective skills management 

practices. Given the competitive environment, companies are forced to design and put into effect sturdy HR techniques 

that no longer simplest attract skills however additionally make certain their continuous improvement and engagement. 

Hence, Bangalore’s IT industry serves as a great setting for inspecting the relationship between skills management 

practices and employee engagement, providing precious insights relevant to each nationally and globally. 

Significance of the Study in Today’s Competitive Job Market 

In a technology marked via globalization, digital transformation, and workforce diversification, skills have grown to be 

a scarce and rather sought-after useful resource. Organizations are increasingly spotting the significance of making 

environments that sell worker engagement as a means to preserve top talent and acquire strategic goals. The modern-

day process market, particularly within the IT region, is fiercely aggressive and needs a proactive approach to coping 

with human resources. 

Employee engagement has moved past traditional process satisfaction and now encompasses deeper stages of emotional 

and intellectual involvement. Engaged personnel are much more likely to contribute discretionary attempts, recommend 

for his or her company, and remain unswerving all through instances of uncertainty(Jaya et al., 2021). As such, 

engagement is now taken into consideration as an essential driver of organizational achievement and innovation. 

This looks at profits' importance in light of those demanding situations, as it addresses the urgent want to apprehend 

how talent control practices have an effect on worker engagement, especially in an aggressive hard work market like 

Bangalore’s IT zone. By figuring out which HR practices are handiest in fostering engagement, the examination provides 

evidence-primarily based tips for HR leaders aiming to decorate the team of workers' performance and decrease 

turnover. Additionally, the have a look at fills an important gap in empirical research in the Indian context, contributing 

to each academic literature and managerial practice. 

2. Objectives of the Study 

• To examine the relationship between talent management practices as well as employee engagement among IT 

professionals in Bangalore. 

• To perceive which additives of talent control—especially recruitment and choice, education and development, 

performance control, and succession making plans—have a significant effect on employee engagement. 

• To analyze the extent to which powerful talent control practices contribute to better ranges of employee 

commitment, pride, and overall performance in IT companies. 

• To provide sensible, evidence-primarily based pointers for HR managers to enhance employee engagement and 

organizational effectiveness through strategic talent management. 

3. Hypotheses Formulation 

To test the relationship between talent management practices as well  she  employee engagement, the following 

hypotheses were formulated: 
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H₀: Talent management practices have no significant impact on employee engagement. 

H₁: Talent management practices have a significant impact on employee engagement. 

4. Review of Literature 

4.1 Empirical studies  

According to a study by Machala (2020), the research focuses on that of the  talent management and employee 

engagement practices within the IT sector during the pandemic. The observation highlights the significance of attracting, 

growing, and retaining professional people who are vital to an organization's fulfillment. It emphasizes how companies 

need to control skills systematically through identity, engagement, retention, and improvement techniques. The studies 

carried out the usage of both number one and secondary records resources, with a structured questionnaire circulated 

amongst employees about the usage of convenient sampling(Goyal,  et al., 2021). The study  underscores the importance 

of attractive employees, mainly throughout the COVID-19 pandemic, as the lockdowns created challenges for agencies. 

It stresses that without worker assistance, accomplishing enterprise achievement is not possible during such instances. 

The studies indicate that expertise management strategies are important for businesses to maintain continuity and 

foster a supportive work environment, mainly inside the crisis of the pandemic. The findings advocate that enticing 

employees and focusing on their improvement is prime to coping with expertise successfully in such instances. 

Based on research conducted by Prabu (2020), the study  mainly discusses the effectiveness of skills management 

practices on worker retention in the modern management era, specializing in IT agencies in Chennai. The research 

emphasizes the significance of skills management, which encompasses practices to attract, manipulate, broaden, and 

reward personnel. It highlights the need for IT organizations to manipulate personnel' strengths, talents, and ability to 

enhance organizational performance. The study aims to take a look at the effect of labor competencies and worker 

engagement on retention within choice IT companies in Chennai. The studies used a descriptive technique, with surveys 

carried out amongst employees of those corporations. Reliability checking finished the usage of Cronbach’s alpha to 

ensure the accuracy of the survey units(Prabu et al., 2021). The findings endorse that factors along with training, month-

to-month profits, organizational enjoyment, and day by day operating hours undoubtedly affect worker abilities and 

planning. On the opposite hand, age turned out to negatively affect employees' capacity and ability to make plans. The 

examiner also discovered that male personnel reported higher stages of process delight, and the research recommends 

that IT companies ought to recognize schooling applications, steerage, and paintings-life balance to improve worker 

retention. The studies contribute to knowledge of the significance of skills management practices in keeping employees 

amidst developing competition and demanding situations inside the globalized personnel. 

 

Figure 1: Impact of talent management 

(Sourced, 2021) 

In the opinion of Basha (2023), the research discusses the actual  critical relationship between talent retention, job 

satisfaction, and organizational dedication in the IT zone. The observation highlights the role of the IT industry in 

contributing to economic boom, emphasizing its sizable potential amidst fierce competition. The studies focus on 

knowledge of how employee retention, process pleasure, and organizational commitment interact to steer the overall 
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performance and sustainability of IT corporations. It underscores that skills retention plays a pivotal role inside the 

control and achievement of IT companies, wherein employee involvement and pleasure are important for fostering 

dedication to the employer (Basha et al., 2022) . They have a look at used component evaluation to examine these 

variables, surveying IT sector employees in Bangalore. The findings display that painting satisfaction significantly affects 

each commitment to the company and the retention of skilled expertise. The research emphasizes the need for IT 

businesses to recognize enhancing job satisfaction and employee engagement to preserve talent, that's essential for 

preserving aggressive benefits in a hastily evolving quarter. 

In the opinion of Sathyanarayana (2022), the research discusses the  influence of talent management practices on 

employees' intention to  mainly stay within an organization, particularly in the IT sector. . The have a look at highlights 

the significance of human assets inside the dynamic enterprise environment and the want for organizations to 

consciousness on attracting and retaining proficient personnel to preserve competitiveness. The research aims to 

discover employee attitudes toward various talent control practices within Indian IT corporations, inspecting elements 

that affect personnel' selections to remain with the organization. Primary information changed into accrued from top-

performing employees, who have been identified as regular excessive achievers for as a minimum  years 

(Sathyanarayana et al., 2021)  The study identifies several key factors, including great of supervision, compensation 

control practices, and process engagement, that substantially have an effect on personnel' aim to live. The findings advise 

that powerful expertise control practices, which include supplying proper supervision and aggressive compensation, are 

vital for preserving professional expertise in the IT region. The research concludes that agencies must prioritize these 

elements to decorate worker delight and decrease turnover, ensuring lengthy-term fulfillment in an aggressive industry. 

4.2  Research Gap and Problem Statement 

While international studies have shown a  huge strong link between TM practices as well  she  employee engagement, 

there is limited empirical research addressing this particular  relationship in the Indian IT context.(Pau et al., 2021). 

Particularly, the function of TM in fostering engagement amongst professionals in Bangalore’s IT sector remains under 

explored. The absence of localized studies undermines the development of context-specific HR strategies that could 

better serve the wishes of each personnel and employers. The studies hassle is hence focused on the want to apprehend 

how skills management practices affect worker engagement in Bangalore’s IT agencies. In doing so, the take a look at 

seeks to pick out which particular practices are most effective in improving engagement and what implications this has 

for human resource strategy in similar commercial and geographic contexts. 

4.3 Theoretical Framework 

In understanding the intricate relationship between talent that the  management practices and employee engagement, 

two of the keys to primary theoretical lenses provide a strong foundation for analysis: Social Exchange Theory (SET) 

and the Resource-Based View (RBV). These theories offer complementary views, with SET that specialize in 

interpersonal and organizational reciprocity, while RBV emphasizes strategic aid utilization for sustained competitive 

benefit. 

Social Exchange Theory (SET) 

Social Exchange Theory, developed by Blau (1964), posits that  the social behavior is the result of an exchange process 

aimed at  the process of maximizing benefits and minimizing cost Within organizational settings, SET suggests that after 

employers put money into their employees via supportive practices—along with career improvement, truthful 

performance reviews, or effective succession making plans—employees perceive those as favorable organizational 

support and sense obliged to reciprocate with wonderful attitudes and behaviors. 

In the context of this, have a look at, expertise management practices inclusive of training, recognition, mentoring, and 

clean progression paths serve as organizational investments in employees(Madhu Mathy et al., 2021). These 

investments sign a commitment to worker well-being and professional boom. In response, personnel are much more 

likely to demonstrate higher stages of engagement, consisting of emotional attachment, discretionary attempt, and 

loyalty in the direction of the company. Thus, SET presents a theoretical foundation for analyzing how HR interventions 

in expertise control translate into extended engagement through mutual obligation and trust. 
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Resource-Based View (RBV) 

The Resource-Based View, articulated by Barney (1991), argues that a proper form of  firm’s sustainable competitive 

advantage is very much  largely derived from its unique resources and capabilities——in particular the ones which can 

be precious, uncommon, inimitable, and non-substitutable (VRIN). In information-intensive industries together with 

IT, human capital is taken into consideration as a core strategic asset. Talent management, consequently, turns into a 

vital tool for acquiring, growing, and maintaining this precious resource. 

RBV means that strategic expertise control practices—which includes sturdy recruitment structures, centered training 

applications, effective performance management, and succession planning—can create a one-of-a-kind organizational 

capability(MeenaDevi et al., 2021). When personnel are effectively engaged, agencies benefit from stepped forward 

innovation, productivity, and resilience. Therefore, from an RBV point of view, engaged personnel are not best 

participants to immediate project performance however they also serve as key enablers of lengthy-time period 

organizational cost and adaptability in aggressive environments like Bangalore’s IT area. 

Integration of SET and RBV within the Study 

This examination integrates each SET and RBV to discover now not simply how talent management practices have an 

effect on employee engagement, but also why they do so. SET provides perception into the psychological mechanisms 

of reciprocity and worker belief, at the same time as RBV positions expertise management as a strategic imperative for 

leveraging human capital. Together, those theories allow for a holistic knowledge of the twin blessings of talent 

management: stronger worker engagement and sustainable competitive advantage for agencies. 

By grounding the research in those two nicely-established theories, the research ensures conceptual readability and 

presents a strong foundation for empirical analysis and interpretation of findings. 

5. Research Methodology 

The present study adopted a descriptive and analytical research design to mainly  explore as well as  analyze the 

relationship between that of the  talent management (TM) practices  and worker engagement among IT specialists in 

Bangalore. A descriptive approach became employed to systematically present the characteristics of the goal populace 

and the nature of skills management techniques applied inside the IT area. Simultaneously, the analytical thing 

facilitated the translation of facts thru statistical strategies to discover patterns, relationships, and implications. This 

dual layout ensured that both the ‘what’ and the ‘why’ of the phenomenon were appropriately addressed, enabling the 

technology of meaningful insights. 

The populace take a look at IT experts running across a numerous variety of corporations located in Bangalore, that is 

broadly seen as the hub of India’s information generation enterprise(Amede al., 2021). Bangalore’s prominence inside 

the IT environment, website hosting global giants like Infosys, Wipro, TCS, Accenture, and IBM, made it a becoming 

and tremendous geographical choice for the studies. The awareness of tech skills, coupled with the dynamic and 

aggressive painting surroundings, furnished a wealthy context for analyzing how skills management strategies affect 

employee attitudes and behaviors, mainly engagement. 

To make sure truthful illustration of various demographic and organizational characteristics inside the pattern, the study 

utilized a stratified random sampling technique. Stratification was carried out on the idea of process stages (access-

degree, mid-control, and senior leadership), organization size (large MNCs vs. Mid-sized companies), and purposeful 

roles (improvement, trying out, project control, etc.). This method allowed for a balanced sampling that pondered the 

numerous composition of Bangalore’s IT personnel and helped mitigate sampling bias(Satish et al., 2021). From this 

stratified population, a total of 2 hundred respondents had been decided on to take part inside the survey. These 

respondents were drawn from well-known IT corporations together with Infosys, Wipro, and TCS, among others, 

thereby lending credibility and relevance to the take a look at findings. 

The primary information for the take a look at had been gathered by the use of a structured questionnaire. The 

questionnaire is designed to evaluate respondents’ perceptions of various dimensions of skills control and their ranges 

of worker engagement. A 5-point Likert scale was hired to quantify responses, with anchors ranging from "Strongly 

Disagree" to "Strongly Agree." The use of a Likert scale enabled the dimension of subjective attitudes and supplied 

ordinal statistics that might be analyzed the usage of parametric and non-parametric strategies. The questionnaire 
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objects were tailored and delicate from previously established scales within the literature to ensure that the constructs 

were being appropriately captured. 

Prior to administering the final model of the questionnaire, a pilot has a look at becoming carried out related to 20 IT 

experts who were no longer a part of the primary sample. The pilot look served a couple of functions: it helped affirm 

the clarity of the questions, tested the inner consistency of the dimensions, and identified potential problems associated 

with question shape and sequencing(Krishnamoorthy al., 2021). Feedback from the pilot participants, along with a 

complete expert assessment through educational professionals and HR practitioners, become used to make minor 

adjustments inside the wording and format of the tool. The validation system increased the face and content material 

validity of the questionnaire and confirmed that it became suitable for deployment in a huge-scale field examination. 

The finalized questionnaire changed into distributed electronically via email and corporate intranets, in addition to in 

bodily form thru HR departments of participating agencies. Ethical concerns have been adhered to, with all contributors 

confident of confidentiality, anonymity, and voluntary participation. Data series changed into finished over a period of  

months to make certain a good enough response price and to account for any organizational delays or access constraints. 

Once the information had been gathered, they were coded, wiped clean, and entered into the SPSS software program for 

statistical evaluation. Descriptive statistics inclusive of frequency distributions, means, popular deviations, and chances 

have been computed to describe the demographic traits of the respondents and to summarize their responses concerning 

TM practices and engagement. These descriptive analyses furnished a foundational expertise of the sample profile and 

enabled the researchers to come across patterns and developments inside the records. 

To explore the relationships between expertise control practices and employee engagement, inferential information had 

been hired. Pearson’s correlation coefficient was calculated to evaluate the linear institutions between various impartial 

variables (e.g., recruitment and selection, education and development, performance control, and succession making 

plans) and the based variable (employee engagement). Regression analysis changed into in addition performed to study 

the predictive energy of the impartial variables on worker engagement. These analyses supplied treasured insights into 

which additives of skills management exerted the most influence on engagement degrees and the power and path of 

those outcomes. 

In addition to correlation and regression, Analysis of Variance (ANOVA) was executed to determine whether there have 

been statistically substantial differences in worker engagement across numerous demographic agencies such as age, 

gender, activity stage, and years of experience(Raghavendra et al., 2021). ANOVA became particularly beneficial in 

identifying whether engagement ranges various substantially based on employees’ publicity to one of a kind talent 

management practices or organizational contexts. 

To determine the structural relationships among a couple of latent variables simultaneously, the study employed 

Structural Equation Modeling (SEM) the usage of AMOS software program. SEM is an effective multivariate approach 

that lets researchers test complicated theoretical models concerning multiple structured and independent variables, 

mediators, and moderators. It also bills for measurement errors, making it specially properly-appropriate for behavioral 

research. In this study, SEM changed into used to check a direction model linking the numerous dimensions of talent 

control to employee engagement, incorporating capacity mediating results and controlling for demographic variables. 

Goodness-of-fit indices consisting of the Chi-square statistic, RMSEA (Root Mean Square Error of Approximation), CFI 

(Comparative Fit Index), and TLI (Tucker-Lewis Index) were calculated to evaluate the general health of the model to 

the records. 

The aggregate of descriptive, inferential, and structural equation modeling strategies provided a complete and sturdy 

method to statistics evaluation. By the usage of SPSS and AMOS in tandem, the take a look at became capable of finding 

each direct and oblique consequences of talent management practices on employee engagement, thereby supplying a 

nuanced information of the dynamics worried. 

In precise, the research method employed in this observation became rigorous, systematic, and aligned with the research 

goals(Chauhan et al., 2021). By integrating each qualitative validation technique and quantitative statistical tools, the 

observer ensured the reliability and validity of its findings. The methodological framework enabled a radical 

examination of how strategic HR practices impact employee engagement within the IT zone of Bangalore, thereby 

contributing precious empirical evidence to the sector of human useful resource management. 
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Figure: Talent management and employee management plan 

(Source: Slide geek, 2021) 

6. Analysis and Interpretation of Results 

The analysis of the data collected by the 200 IT professionals across prominent companies in Bangalore provided 

valuable insights into the various levels of relationship between talent management (TM) practices and employee 

engagement.  The demographic breakdown of the respondents discovered that a great component belonged to the age 

organization of 25 to 35 years, accounting for about sixty two% of the pattern. This age organization represents early- to 

mid-career experts who are usually more active in their career improvement and greater aware of expertise management 

interventions. Around sixty eight% of the respondents stated having among 2 to 5 years of experience inside the IT 

quarter, which in addition underscores the relevance of analyzing how TM practices have an effect on their engagement, 

motivation, and retention. The gender distribution turned surprisingly balanced, with 52% male and 48% lady 

contributors, making sure that the findings mirror numerous views(KUMAR et al., 2021). 

The internal consistency of the studies device changed to evaluate the usage of Cronbach’s alpha. The outcomes 

confirmed excessive reliability throughout all constructs measured. Specifically, the alpha values ranged from zero.78 

for succession making plans to 0.89 for schooling and development, which indicates that the scales used for assessing 

skills control practices and employee engagement have been each reliable and internally consistent. This robustness in 

dimension turned into important for proceeding with similarly inferential evaluation. 

Descriptive facts also provided insights into how personnel rated diverse elements of their talent management reports. 

The suggested rating for schooling and improvement turned into four.21, followed carefully via overall performance 

control at four.08. Succession planning obtained a decrease in the suggested rating of 3.65, suggesting some 

dissatisfaction or perceived loss of clarity in career progression frameworks inside corporations. Recruitment and choice 

scored a median of three.92, indicating a reasonably high-quality view of hiring practices. Employee engagement itself 

had a median score of four.13, reflecting a normally excessive stage of dedication and enthusiasm among IT professionals 

closer to their paintings and organizations. 

To examine the linear relationship between expertise control practices and employee engagement, Pearson’s correlation 

coefficient was calculated. The correlation matrix found out a robust positive courting between usual TM practices and 

worker engagement, with a coefficient price of r = 0.Seventy one (p < 0.01). This statistically enormous result implies 

that as expertise control practices improve in quality and consistency, worker engagement tiers additionally generally 

tend to boom. Each sub-aspect of TM turned into definitely correlated with engagement, however training and 
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development exhibited the strongest affiliation (r = 0.69), followed by way of overall performance appraisal (r = 0.61), 

recruitment and selection (r = zero. Fifty five), and succession making plans (r = 0.49). 

A couple of linear regression evaluation was carried out to understand the predictive strength of man or woman TM 

practices on employee engagement. The regression model verified statistical significance, with an R² cost of 0.Fifty two, 

indicating that fifty two% of the variance in worker engagement can be defined with the aid of the blended impact of the 

TM variables covered in the model. Among the predictors, schooling and development emerged as the most influential, 

with a standardized beta coefficient of β = 0.46 (p < zero.01). Performance appraisal became the following widespread 

contributor (β = 0.33, p < zero.01), accompanied by using recruitment and selection (β = 0.21, p < 0.05). Succession 

planning, while positively associated, had a weaker and statistically insignificant beta value (β = 0.14, p > zero.05), 

suggesting that although it contributes to engagement, it could not be a dominant driving force in the current context. 

Further evaluation the use of Analysis of Variance (ANOVA) helped decide whether full-size variations in engagement 

levels existed throughout diverse demographic groups. The results showed that personnel with much less than 2 years 

of enjoy mentioned notably lower engagement scores (mean = three.78) compared to those with 2–5 years (mean = 

4.19) and extra than 5 years of revel in (suggest = four.25), with F(2,197) = 6.32, p < zero.01. This shows that engagement 

has a tendency to boom with revel in, probably due to better integration into the business enterprise and greater right 

of entry to developmental sources(Dasan et al., 2021). Similarly, job roles influenced engagement levels, with venture 

managers and team leads reporting higher engagement than junior developers, which could be attributed to greater 

autonomy and visibility in decision-making. 

To version the complex interrelationships among variables and validate the theoretical framework, Structural Equation 

Modeling (SEM) was carried out using AMOS. The model covered direct paths from every TM practice to employee 

engagement and oblique paths to seize capacity mediation outcomes. The version match indices showed an awesome 

match with the facts: the Comparative Fit Index (CFI) changed into 0.93, the Root Mean Square Error of Approximation 

(RMSEA) stood at 0.05, and the Tucker-Lewis Index (TLI) turned into zero. Ninety one. These values suggest that the 

hypothesized relationships had been regular with the determined information. 

An essential perception from SEM became the discovery of a mediating function of succession making plans within the 

dating among education and development and lengthy-time period employee engagement. This oblique impact indicates 

that even as education and development directly decorate engagement, their effect is amplified whilst personnel 

understand clean career pathways and succession opportunities. This locating reinforces the importance of aligning 

training projects with lengthy-time period profession boom techniques to sustain engagement through the years. 

The desk below summarizes the key findings from the regression evaluation of TM practices on employee engagement: 

Talent Management 

Practice 

Beta (β) t-value Significance (p-

value) 

Training and 

Development 

0.46 7.42 
< 0.01 

 

Performance Appraisal 0.33 5.68 
< 0.01 

 

Recruitment and 

Selection 

0.21 3.11 < 0.05 

Succession Planning 0.14 1.87 > 0.05 

This table confirms the dominant role of the process of  training as well as  development as a predictor of employee 

engagement, highlighting its  cultural importance in that of the  talent strategies. . Performance appraisal also plays an 

essential position, emphasizing the need for normal, obvious, and developmental comments mechanisms. Recruitment 

and choice, even as statistically considerable, appear to have a more foundational in place of transformative effect on 
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engagement. The weaker beta for succession planning shows that unless personnel see clear and tangible career 

progression paths, its motivational potential can also continue to be underutilized. 

In the end, the evaluation affirms that robust expertise management practices are appreciably and undoubtedly 

associated with worker engagement within the IT region of Bangalore. Among the various practices, education and 

development, in conjunction with performance appraisal, are the most influential in driving engagement(Alexey al., 

2021). Additionally, variations in engagement based on revel in and function suggest the want for focused and custom 

designed skills strategies. The SEM model in addition enriches this knowledge by highlighting the mediating position of 

succession making plans. These findings function as an empirical foundation for recommending tailored HR 

interventions geared toward improving organizational dedication and overall performance through strategic skills 

management. 

7. Discussion 

The results of this study reinforce the actual as well as the  substantial body of academic and practical literature that 

mainly  underscores the significance of that of the  talent management (TM) practices in fostering employee engagement, 

especially in the dynamic and excessive-call for context of the IT enterprise. Consistent with numerous empirical studies, 

these studies showed that schooling and improvement and performance management are the most influential 

components of TM practices that power employee engagement. These findings now not only validate previous 

theoretical frameworks but also offer a deeper know-how of how those mechanisms function inside the precise 

surroundings of Bangalore’s IT area. 

The prominence of training and improvement as a key predictor of worker engagement indicates that IT specialists place 

an excessive cost on opportunities for continuous getting to know, skill acquisition, and career development(Kirti et al., 

2021). This emphasis is probable due to the short-paced nature of the IT industry, wherein technological improvements 

arise rapidly, and professionals have to constantly improve their abilities to remain competitive and effective. The 

finding that schooling holds the very best beta coefficient in the regression evaluation reflects a broader expectation 

amongst personnel that their organization have to put money into their destiny employability. It additionally supports 

the proposition that companies that provide growth opportunities are much more likely to experience better tiers of 

commitment, motivation, and reduced turnover. 

Performance control emerged as the second most important TM exercise influencing engagement. The cost placed on 

overall performance appraisal may be interpreted through the lens of feedback theory and organizational justice. 

Employees are trying to find every day and constructive feedback as it enables them gauge their contributions, recognize 

expectancies, and become aware of areas for development. A properly-established performance management device that 

is perceived as honest, obvious, and development-oriented contributes not simplest to advanced man or woman 

performance however also to stronger engagement, as personnel sense identified and valued for his or her efforts. These 

results are in alignment with present literature that positions overall performance feedback as a key driving force of 

intrinsic motivation and aim alignment in understanding-driven industries like IT. 

The findings additionally corroborate the principles of the Social Exchange Theory, which serves as a relevant theoretical 

framework for this research(Venkat et al., 2021). This concept posits that once employees understand that their 

organization is making an investment in their growth and nicely-being, they're much more likely to reciprocate with 

high-quality behaviors which includes expanded engagement, organizational citizenship, and reduced intention to end. 

Training possibilities and effective overall performance value determinations are visible as styles of organizational 

support, thereby strengthening the psychological contract between the company and the employee. The reciprocal 

nature of this change reinforces a cycle of consideration, loyalty, and more desirable performance. 

The relatively decreased effect of succession planning, while still positive, introduces a vital nuance. The statistics 

showed that succession planning had a mediating role among schooling and lengthy-term engagement, indicating that 

whilst it may not without delay have an effect on day-to-day engagement, it performs a critical component in sustaining 

it over the long term. This indicates that when profession progression pathways are truly described and communicated, 

employees are much more likely to stay devoted to the business enterprise. In industries like IT, in which attrition prices 

are notoriously high and skills mobility is common, succession making plans can serve as a stabilizing issue. It alerts 

personnel that their long-time period contributions are valued and that the agency is devoted to internal promoting and 
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management improvement. This perception can enhance employees’ mental attachment to the employer and reduce the 

threat of voluntary exits. 

From a realistic perspective, the findings emphasize that investments in worker improvement need to not be regarded 

as discretionary fees however as strategic imperatives. In a metropolis like Bangalore, which serves as the IT hub of 

India and faces severe competition for skilled experts, businesses that fail to implement robust TM techniques may 

additionally conflict with retention and engagement(Rajashekar et al., 2021). The outcomes additionally endorse that 

TM practices should no longer be uniformly carried out but tailor-made according to demographic variables which 

includes enjoy stage and task function. For instance, junior professionals might also benefit more from ability-primarily 

based education and mentorship, whereas mid-degree personnel may additionally require extra emphasis on overall 

performance recognition and career progression. 

Moreover, the consequences of this look at highlight the interconnected nature of different TM practices. The SEM 

version validated that the relationship between schooling and engagement isn't always isolated however prompted by 

different variables like succession planning. This reinforces the concept that TM practices should be included and 

strategically aligned as opposed to applied in silos(Kalia et al., 2021). Organizations that undertake a holistic approach 

to expertise control—in which recruitment, improvement, performance appraisal, and profession making plans are 

seamlessly linked—are much more likely to foster a sustainable subculture of engagement. 

In the end, this discussion illustrates how TM practices function with each practical gear and strategic property in using 

employee engagement. The insights from this have a look at now not simplest echo mounted theories however also offer 

precise, context-driven proof from the IT enterprise in Bangalore. The emphasis on schooling and overall performance 

appraisal, coupled with the permitting position of succession planning, underscores the need for integrated HR 

techniques that prioritize both short-time period overall performance and long-term dedication. For HR leaders and 

organizational selection-makers, these findings offer actionable steering on a way to create more attractive, productive, 

and resilient workplaces. 

8. Limitations of the Study 

Despite the valuable insights provided by this study, several limitations must be  well acknowledged. Firstly the sample 

for this research was restricted to IT professionals in Bangalore, which may limit the external validity of that of the 

different forms of  findings. While Bangalore is known as the IT hub of India and has a strong awareness of generation 

companies, the effects may not be at once applicable to other regions with special cultural, monetary, and organizational 

dynamics. The IT region in Bangalore might also have specific characteristics that have an effect on the connection 

between expertise management practices and employee engagement, which won't be customary in different 

geographical contexts or industries(Porkodi et al., 2021). Thus, the findings should be interpreted with warning while 

generalized to different cities or sectors out of the doors of Bangalore. 

Secondly, they have a look at relying closely on self-suggested statistics accumulated through based questionnaires. Self-

reports are inherently subjective, and members may additionally have provided socially desirable responses, in 

particular in terms of their perceptions of skills, control practices and engagement. This form of bias can distort the 

accuracy of the results, as employees may additionally be willing to paint their company or their own level of engagement 

in an extra favorable light. Additionally, members' responses might also have been influenced by using their temper or 

current experiences, in addition introducing variability that could skew the statistics. While using validated scales and 

pilot checking out of the questionnaire sought to mitigate a number of these issues, self-record bias stays an inherent 

limitation. 

The have a look at cross-sectional design also provides every other quandary. By amassing information at a single factor 

in time, this study is unable to set up causal relationships between skills control practices and employee engagement. 

While the correlation and regression analyses propose a robust dating among those variables, the pass-sectional nature 

of the statistics approach means that we cannot definitively declare that talent control practices result in more 

advantageous engagement. It is viable that extraordinarily engaged employees may additionally reply more favorably to 

talent management practices, in place of the practices themselves inflicting better engagement. To set up a reason-and-

impact courting, a longitudinal research layout would be needed to music adjustments in engagement through the years 

because of specific TM interventions. 
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Another predicament is that the look most effectively focused on a particular subset of TM practices, together with 

training, performance control, and succession planning(Madhumita, et al., 2021). While these practices are great in 

using engagement, different practices like repayment, paintings-existence balance, and organizational tradition have 

not been explored in detail. Future research may want to gain from a greater complete investigation of the whole 

spectrum of talent management practices, that could offer extra holistic information of the way extraordinary HR 

interventions engage to steer employee engagement. 

12.  Conclusion and recommendation  

Building upon the limitations of this examination, there are several avenues for destiny research that could further 

beautify our expertise of the connection among expertise control practices and employee engagement. First, a 

comparative look at a couple of cities or areas could help decide whether the findings of these studies are applicable in 

one of a kind geographical contexts. As the IT enterprise in Bangalore may additionally have particular dynamics, it 

would be useful to study whether comparable styles exist in other metropolitan regions in India or across the world. This 

could offer a broader knowledge of the way talent control practices impact worker engagement in diverse settings, taking 

into consideration cultural, organizational, and financial factors. 

Another potential route for destiny research is the usage of longitudinal research. By gathering records over an extended 

period, researchers should sing the impact of expertise control interventions on worker engagement over time. This 

might allow for the exam of causal relationships and provide a deeper information of the way TM practices contribute 

to sustained engagement and retention. Longitudinal studies may also shed light on the lengthy-time period effects of 

TM practices, such as whether the effect of education packages or performance remarks diminishes over time or 

maintains engagement as personnel development of their careers. 

Reference list  

[1] Ahmed, A.A. And Naidu, M.N.K., Impact of Job Crafting and Employee Personality on Work Engagement and 

perceived career pride of personnel throughout IT industries in Bengaluru. 

[2] Alex, R. And Shameem, S., 2024. Understanding Employee Retention and Attrition in Bangalore's Remote Work 

Era with Emerging Trends, Challenges and Strategies. SJCC Management Research Review, pp. Seventy seven-

ninety four. 

[3] Bahuguna, P.C., Gangwal, D. And Kumar, R., 2023. Talent control and its impact on organizational 

commitment: An empirical investigation of Indian hospitality enterprise. FIIB Business Review, 12(2), pp.176-

192. 

[4] Basha, M.S.A., Sucharitha, M.M., Lakshmi, M.B. And Kumar, J.S., 2023, September. Talent retention, activity 

involvement pride, and dedication towards the agency inside the IT sector. In AIP Conference Proceedings (Vol. 

2888, No. 1, p. 020023). AIP Publishing LLC. 

[5] BL, M.Y. And Kulshrestha, S., A STUDY ON THE IMPACT OF TALENT ACQUISITION ON ORGANIZATIONAL 

PERFORMANCE WITH RESPECT TO SAMSUNG ELECTRO MECHANICS–BANGALORE. AE International 

Journal of Multidisciplinary Research. 

[6] Chauhan, D., “Predicting the turnover propensity by way of inspecting the antecedents of worker engagement 

inside the Indian IT zone” PhD Synopsis (Doctoral dissertation, Gujarat Technological University, Ahmedabad). 

[7] Dasan, N.B., 2022. An empirical examination on impact of worker retention in IT agencies on the corporation 

branding as regards Chennai town. Journal of Positive School Psychology, pp.3687-3697. 

[8] Goyal, C.B., 2023. A Study at the Impact of Employee Engagement on Employee Retention in Selected Service 

Sector Industries (Doctoral dissertation, Doctoral Dissertation, Gujarat Technological University). 

[9] Jaya Krishna, Y., Raghu Ram, K., Sivagami, T., Singh, A., Shaji, R., Kurian, A., Devadas, H. And There's, A., 

2024. The Employees’ Demographic Profile of Startups in India with Special Reference to Bangalore City: A 

Case Study. In Anticipating Future Business Trends: Navigating Artificial Intelligence Innovations: Volume 2 

(pp. 439-451). Cham: Springer Nature Switzerland. 

[10] Jha, M., 2022. Talent Management and Employee Engagement–A Study on Selected IT Companies in Bangalore 

City. Journal of Positive School Psychology, pp.5732-5738. 

[11] Kalia, P., Singla, M. And Kaushal, R., 2024. Human resource management practices and worker retention in the 

Indian fabric enterprise. International Journal of Productivity and Performance Management, seventy 

three(11), pp. Ninety six-121. 



Journal of Information Systems Engineering and Management 

2025, 10(55s) 

e-ISSN: 2468-4376 

  

https://www.jisem-journal.com/ Research Article  

 

 863 Copyright © 2024 by Author/s and Licensed by JISEM. This is an open access article distributed under the Creative Commons Attribution License 

which permits unrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited. 

 

[12] Kirti, M., Manohar, S.J. And Bhaumik, A., 2023, December. Impact of Employee Engagement on Organizational 

Performance: A Study Among Selected Companies in the Service Sector in Karnataka. In the International 

Conference on Innovation, Sustainability, and Applied Sciences (pp. 595-606). Cham: Springer Nature 

Switzerland. 

[13] Krishnamoorthy, N. And Aisha, A., 2022. An empirical examination of employee retention inside the data era 

zone in Bangalore City. East Asian Journal of Multidisciplinary Research (EJMR), 1(7), pp.1333-1342. 

[14] KUMAR, P., 2021. Employee Engagement Parameters and Practices in IT Companies (Doctoral dissertation, 

Thesis, ICFAI University, Ranchi). 

[15] Madhu Mathy Sakthivel, D.G.D., 2022. Impact of Human Capital Management on Employee Retention in 

Automobile Industry with special reference to selected companies in Bengaluru. Journal of Positive School 

Psychology, 6(2), pp.643-669. 

[16] Madhumita, G., Diana, P.D., Kiran, P.N., Aggarwal, S. And Margined, A.S., 2024, April. AI-powered 

Performance Management: Driving Employee Success and Organizational Growth. In 2024 5th global 

conference on current developments in computer technological know-how and era (ICRTCST) (pp. 204-209). 

IEEE.. 

[17] Machala, V.V. And Shwetha, S.J., 2023. A Study on Talent Management and Employee Engagement Practice 

for the duration of Pandemic Situation with It Sector Bangalore. NEW RESEARCH IN HUMAN RESOURCE 

MANAGEMENT & EMPLOYMENT WELFARE, p.49. 

[18] Mdpi (2021) https://www.mdpi.com/2071-1050/12/20/8372 

[19] MeenaDevi, K., Ch, R.K., Sharma, G.M. And SubbaAnantha, K., 2024. Effectiveness of work existence stability 

towards employee engagement in hospitals with special reference to Bangalore. In AI in Business: Opportunities 

and Limitations: Volume 1 (pp. 503-511). Cham: Springer Nature Switzerland. 

[20] Pandita, D., 2022. Innovation in expertise management practices: creating an progressive enterprise branding 

method to attract era Z. International Journal of Innovation Science, 14(3/4), pp.556-569. 

[21] Paul, V.R. And BE, D., Bridging the Work-Life Gap: Exploring Work-Life Balance Challenges and Solutions in 

the IT and ITES Sectors, with a Focus on Bangalore City. 

[22] Porkodi, S. And Jahan, U.Z.M.A., 2022. The position of corporation branding in worker engagement and 

employee pleasure through agency dedication: A case examined from the banking area. Advances and 

Applications in Mathematical Sciences, 21(eight), pp.4493-4514 

[23] Prabu, G., Sriram, M. And Gajendran, A., 2022. Effectiveness of Talent Management Practices on Employee 

Retention in Modern Management Era Reference to IT Companies in Chennai. NeuroQuantology, 20(8), 

pp.2979-28987. 

[24] Raghavendra, R. And Kamraj, M., EMPLOYEE ENGAGEMENT AND ITS INFLUENCES ON 

ORGANIZATIONAL SUCCESS–A STUDY IN INFORMATION TECHNOLOGY (IT) COMPANY, BANGALORE. 

[25] Rajashekar, S. And Jain, A., 2024. A thematic analysis on “worker engagement in IT companies from the 

perspective of holistic nicely-being tasks”. Employee Responsibilities and Rights Journal, 36(2), pp.One 

hundred sixty five-187. 

[26] Sathyanarayana, S., Pushpa, B.V. And Gargesa, S., 2022. Talent management practices and its impact on 

intention to stay within the employer. Asian Journal of Economics, Business and Accounting. Https://doi. 

Org/10.9734/ajeba/2022/v22i24897. 

[27] Satish, G., Murali, R. And Mohan, A., TALENT MANAGEMENT IN INDIAN IT SECTOR–A CRITICAL REVIEW 

ON TURNOVER INTENTIONS OF IT PROFESSIONALS. 

[28] Shwetha, G.Y., GENERATION Z EMPLOYEES PERCEPTION ON GREEN HRM POLICIES AND PRACTICES: 

A STUDY ON IT SECTOR IN BANGALORE, INDIA. 

[29] Trivedi, M., 2022. A Study on Attrition Analysis and Talent Retention Strategies for Millennials in the IT 

Industry with special reference to Saurashtra Region-A Systematic Literature Review. In the International 

Research Conference on Innovations, Startup and Investments. 

[30] Venkat, M.V.V., Khan, S.R.K., Gorkhe, M.D., Reddy, M.K.S. And Rao, S.P., 2023. Fostering skills stability: a 

examine on comparing the have an effect on of competency management on worker retention in the car 

enterprise. Remittances Review, 8(4), pp.2300-2328. 

 


