Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 2 (2025)

A Comparative Analysis of Talent Management Strategies and Their
Impact on Employee Retention and ROI in India’s Leading IT
Companies

!Dr. S. Gopi Srinivasa Rao
Assistant Professor
Department of Management Studies
Vignan Foundation of Science
Technology and Research
Guntur
2Dr.K.Pulla Rao
Assistant Professor
Sri Vasavi Engineering College
Tadepalligudem
8Krishnaveni.Nelakuditi
Assistant Professor
R. V.R
S. J.C.College of Engineering
Guntur.

Abstract:

This study provides a comparative analysis of talent management strategies in the top 10 IT
companies in India, ranked by market capitalization, focusing on employee headcount, attrition
rates, learning and development initiatives, employee engagement, career growth opportunities,
diversity and inclusion practices, and work-life balance programs. The study examines the
correlation between talent management initiatives and employee retention, along with the
effectiveness of recruitment strategies based on return on investment (ROI). By evaluating how
these factors influence employee turnover, satisfaction, and productivity, the research aims to offer
valuable insights into how these firms manage their talent and how it impacts their overall business
performance.
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1. Introduction

The Indian IT industry is a global powerhouse, contributing significantly to the country’s GDP and
employment landscape. As this sector grows more competitive, attracting and retaining skilled
employees have become a key challenge. Talent management has evolved into a strategic priority
for IT firms, impacting employee satisfaction, engagement, retention, and overall productivity.

This research focuses on a comparative analysis of talent management strategies employed by the
top 10 IT companies in India. These companies are ranked by market capitalization and include
Tata Consultancy Services (TCS), Infosys, HCL Technologies, Wipro Limited, LTI Mindtree, Tech
Mahindra, Oracle Financial Services, Persistent, Mphasis Ltd., and KPIT Technologies. The study
evaluates the effectiveness of talent management practices across various dimensions, such as
learning and development (L&D), employee engagement, diversity and inclusion, and work-life
balance.
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Table 1 presents the top 10 IT companies by market capitalization, employee headcount, and

attrition rate for the year 2023-24.

Market Cap (Rs Employee Attrition Rate

Rank | Company Name Lakh Cropre() Hea(FJI)co)Lnt (%)
1| laR Consultancy 14.25 6,01,546 125

Services
2 Infosys 6.09 3,36,294 12.6
3 HCL Technologies 4.09 2,25,944 12.4
4 Wipro Limited 2.39 2,40,000 14.2
5 LTI Mindtree Ltd. 1.42 82,000 14.4
6 Tech Mahindra Ltd. 1.19 1,52,400 10
7 Orac_le Financial 0.697 8,001 10

Services
8 Persistent Systems 0.606 22,500 11.5
9 Mphasis Ltd. 0.452 29,473 16
10 KPIT Technologies 0.391 21,815 10

Source:https://www.forbesindia.com/article/explainers/top-10-it-companies-in-india/87143/1

Fig:1: Top 10 IT companies by market capitalization
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Fig:2: Top 10 IT company’s attrition rate for the year 2023-24
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Fig:3: Top 10 IT company’s employee headcount for the year 2023-24
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2. Literature Review

Kaur et al. (2019) argue that high attrition rates in the IT sector pose significant challenges for
companies, as retaining skilled talent is crucial for maintaining competitive advantage. The primary
drivers of attrition include limited career progression, inadequate compensation, and poor work-life
balance. In contrast, Gupta & Singh (2021) highlight that organisations like Tata Consultancy
Services (TCS) have implemented tailored career development initiatives to address these concerns.
Ramesh and Verma (2018) indicate that robust L&D programs are essential for employee
retention; as continuous skill development is critical in the rapidly evolving IT landscape.
Companies such as HCL Technologies have adopted online learning platforms to bridge skill gaps,
as noted by Patel et al. (2022). Furthermore, Sharma & Malhotra (2019) mention that the
integration of Al-driven personalized learning experiences is increasingly common, fostering
greater employee satisfaction and engagement.

Bhattacharya and Singh (2018) emphasize that diversity and inclusion initiatives are linked to
higher levels of employee engagement and creativity. Organisations like Wipro and Tech Mahindra
are at the forefront of implementing gender diversity and inclusive hiring practices, as stated by
Agarwal & Jain (2020). Additionally, Anand (2020) notes the growing importance of work-life
balance in enhancing employee satisfaction and retention, with flexible work arrangements
becoming increasingly prevalent.

Roy et al. (2021) found that employee engagement is positively correlated with structured career
progression paths. Organisations that offer clear promotion criteria and mentoring programs
experience lower turnover rates. For instance, Gupta (2021) mentions that Persistent Systems
encourages innovation and research opportunities that align with career advancement, thereby
enhancing engagement.

Mehta and Sharma (2018) discuss how the efficiency of recruitment strategies is critical for
optimizing organisational performance. Digital recruitment platforms improve the quality of hires
while reducing costs. Moreover, Ramanathan et al. (2020) highlight that Al-powered applicant
tracking systems significantly shorten time-to-hire and enhance retention rates, offering substantial
ROI.

Collings and Mellahi (2009) propose a strategic talent management framework that aligns talent
management practices with organisational goals. Their research emphasizes the need for integrating
talent management with overall business strategy to ensure sustainable competitive advantage,
particularly vital in the IT sector, where rapid technological changes necessitate continuous skill
development and employee engagement.
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Rousseau (1995) introduced the concept of psychological contracts, which refers to the unwritten
expectations between employees and employers. These contracts significantly influence employee
commitment and engagement. Zhao et al. (2007) assert that organisations fulfilling their promises
regarding career development and work-life balance are likely to foster stronger employee loyalty.
Goleman (2000) identifies effective leadership as a crucial component of successful talent
management. Emotional intelligence is a vital leadership quality that influences employee
engagement and retention. According to Matzler et al. (2014), leaders who foster open
communication and support employee development initiatives can significantly enhance
organisational commitment.

Marler and Fisher (2013) discuss how technological advancements have transformed talent
management practices. Technology facilitates data-driven decision-making in HR processes,
enhancing recruitment and retention strategies. Boudreau & Ramstad (2005) note that predictive
analytics in talent management allows organisations to identify potential turnover risks and address
them proactively.

Harter et al. (2002) conducted a meta-analysis showing a strong correlation between employee
engagement and organisational performance. Engaged employees tend to be more productive and
are less likely to leave the organisation, reinforcing the need for effective talent management
practices.

Schein (2010) emphasizes that organisational culture plays an essential role in employee retention.
A positive culture that aligns with employees' values fosters engagement and loyalty. Companies
prioritizing a healthy work environment are better positioned to retain talent, as noted by Kotter
(2012).

Greenhaus and Allen (2011) argue that the interplay between job satisfaction and work-life
balance is crucial for employee retention. Flexible work arrangements enhance job satisfaction and,
consequently, employee loyalty. IT companies adopting such policies tend to experience lower
attrition rates, as highlighted by Anand (2020).

Vaiman et al. (2012) explore how multinational companies tailor their talent management
strategies to different regions as organisations become increasingly global. They highlight the
importance of cultural sensitivity in recruitment and retention practices.

Aguinis (2009) posits that performance management systems are essential in aligning employee
goals with organisational objectives. Effective performance management enhances employee
motivation and engagement, leading to improved retention rates. Organisations utilizing continuous
feedback mechanisms report higher levels of employee satisfaction, as indicated by Pulakos et al.
(2015).

Kahn (1990) identifies employee well-being as a critical factor influencing engagement and
retention, emphasizing the importance of psychological safety. Organisations prioritizing mental
health initiatives and support systems tend to have higher employee satisfaction, as noted by
Hobfoll et al. (2018).

Men (2014) emphasizes that effective communication is fundamental in talent management.
Transparent communication fosters trust and commitment among employees. Organisations
engaging in regular communication about career development opportunities see higher engagement
levels, according to Dixon et al. (2016).

Scullion et al. (2016) discuss the importance of talent mobility in retaining top performers.
Providing opportunities for internal movement enhances career development and reduces turnover.
IT firms encouraging lateral movements and role rotations report better employee satisfaction.
Becker et al. (2013) propose a framework for assessing the impact of talent management on
business outcomes. Continuous evaluation of talent management practices is vital for organisational
success, encouraging organisations to adapt their strategies based on feedback and data.
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Morrison (2011) highlights the concept of employee voice, which refers to mechanisms through
which employees express their opinions and concerns. Organisations fostering an environment
where employees feel heard experience higher engagement levels.

Gurchiek (2021) discusses the rise of remote work and its implications for talent management,
emphasizing the need for flexible strategies that accommodate diverse work arrangements as the
workforce evolves.

3. Research Gap: Despite existing research on talent management in the Indian IT sector,
significant gaps remain. Many studies focus on specific elements, such as learning and development
(L&D) initiatives and recruitment strategies, without exploring how these factors interact to impact
employee outcomes. Additionally, the connection between L&D programs and employee
engagement, as well as the role of diversity and inclusion practices in retention strategies, is not
well understood. Furthermore, discussions on the impact of recruitment strategies on return on
investment (ROI) often lack empirical analysis in the context of leading IT companies. This
highlights the need for research that evaluates the combined effects of these talent management
strategies on employee turnover, satisfaction, and productivity. This study aims to address these
gaps by comparing talent management strategies in the top 10 IT companies in India and examining
their impact on attrition rates, employee engagement, and recruitment effectiveness.

4.0Objectives of the Study

The primary objectives of the study are:

1. To evaluate the impact of talent management initiatives on employee attrition rates in the top
10 IT companies in India.

2. To assess how employee engagement scores, correlate with the adoption of talent development
programs in IT firms.

3. To analyse recruitment strategies across the top 10 IT companies in India, based on ROI
metrics for cost-effectiveness.

5. Hypothesis

® Hoi: No significant relationship between talent management strategies and attrition rates in the
top 10 IT companies in India.

® Ho: No significant relationship between learning and development (L&D) programs and
employee engagement scores in the top 10 IT companies in India.

® Hos: Recruitment strategies do not significantly affect the ROI in IT companies in India.

6. Research Methodology

6.1 Data Collection

The data for this study was collected from multiple credible sources, including annual reports of the
top 10 IT companies in India, employee surveys, and secondary literature. The key metrics analysed
were market capitalization, employee headcount, attrition rates, learning and development (L&D)
initiatives, diversity and inclusion practices, and work-life balance programs.

6.2 Data Analysis

A variety of statistical methods were employed to analyse the collected data. A correlation analysis
was used to assess the relationship between talent management strategies and attrition rates.
Additionally, the return on investment (ROI) of recruitment strategies was calculated by comparing
recruitment costs (such as hiring, training, and onboarding) with the benefits derived from increased
productivity and retention. Various statistical tools, including Pearson correlation and regression
analysis, were applied to draw meaningful insights from the data.
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6.3 Statistical Techniques

To test the study’s hypotheses, the following statistical methods were applied:

® Pearson correlation analysis to measure the relationship between talent management and
attrition rates.

® Linear regression analysis to examine the relationship between L&D programs and employee
engagement.

® Multiple regression analysis to explore the impact of recruitment strategies on ROI.

7: Data Analysis

7.1 Ho1: Correlation Between Talent Management and Attrition Rates

The relationship between talent management strategies and attrition rates was analysed using
Pearson correlation. Talent management scores were derived based on factors such as L&D,
employee engagement, diversity and inclusion, and work-life balance initiatives.

Table:2 Talent management and attrition rate of top IT companies

Company Name Talent Management Score (out of Attrition Rate
100) (%)
'Sl's:siccigsnsultancy 89 125
Infosys 85 12.6
HCL Technologies 87 12.4
Wipro Limited 80 14.2
LTI Mindtree 78 144
Tech Mahindra 90 10
(S)er?\(/:ilselszlnanual 88 10
Persistent Systems 82 115
Mphasis Ltd. 75 16
KPIT Technologies 79 10

Source: Compiled by author form collected data

To test the relationship between talent management scores and attrition rates, Pearson correlation
was used to measure the strength and direction of the relationship. The null hypothesis for this
analysis is that there is no significant correlation between talent management strategies and attrition
rates.

® Variables: Talent Management Score (Independent Variable) and Attrition Rate (Dependent
Variable)
Table:3 Results of Pearson correlation test

Statistic Value

Pearson Correlation (r) | -0.209

p-value 0.128

Interpretation:

The correlation coefficient (r = -0.209) indicates a weak negative relationship between talent
management scores and attrition rates. However, the p-value (0.128) is greater than the significance
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level (o = 0.05), meaning that the null hypothesis cannot be rejected. Therefore, we fail to reject
Hoi, suggesting there is no statistically significant relationship between talent management
strategies and attrition rates.

7.2:Ho2: Impact of Learning and Development (L&D) on Employee Engagement

To assess the impact of L&D programs on employee engagement, a linear regression analysis was
conducted. The L&D participation rates and employee engagement scores for the top 10 IT
companies are presented below:

Table:4 L&D participation and Employee Engagement Score of top 10 IT companies

Company Name L&D Part&s&tlon Rate Employee Engagltgrg)ent Score (out of
‘SI'ZESiCC:SSnsuItancy 78 88
Infosys 82 90
HCL Technologies 80 89
Wipro Limited 70 83
LTI Mindtree 68 80
Tech Mahindra 85 92
Orac.le Financial 83 91
Services
Persistent Systems 75 85
Mphasis Ltd. 65 78
KPIT Technologies 72 84

Source: Compiled by author form collected data

A linear regression analysis was conducted to assess the relationship between L&D participation
and employee engagement scores. The null hypothesis posits that L&D programs do not
significantly impact employee engagement.

® Variables: L&D Participation Rate (Independent Variable) and Employee Engagement Score
(Dependent Variable)
Table:5 Result of regression analysis

Statistic Value
R2 (Coefficient of

Determination) 0.783
F-Statistic 31.48
p-value 0.0001
Beta Coefficient 0.892

Interpretation:

The R2 value of 0.783 indicates that 78.3% of the variance in employee engagement scores can be
explained by L&D participation rates. The F-statistic is 31.48, and the p-value (0.0001) is less than
the significance level (a = 0.05). Therefore, we reject Hoz, concluding that L&D participation rates
have a significant positive effect on employee engagement.
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7.3 Recruitment Strategies and ROI

The study also evaluated recruitment strategies based on return on investment (ROI). ROI was
calculated by comparing the total costs involved in the recruitment process (including hiring,
training, and onboarding costs) with the benefits derived in terms of productivity and retention.

Table:6
Company Name Recruitment Cost per Hire (Rs) ROl on I?(;g:)rwtment

ggﬁsigg’snsu"ancy 1,20,000 150
Infosys 1,15,000 18%
HCL Technologies 1,10,000 20%
Wipro Limited 1,25,000 12%
LTI Mindtree 1,05,000 19%
Tech Mahindra 1,08,000 22%
Orac_le Financial 1,40,000 10%
Services

Persistent Systems 1,12,000 17%
Mphasis Ltd. 1,30,000 11%
KPIT Technologies 1,18,000 16%

Source: Compiled by author form collected data

To assess the relationship between recruitment strategies and ROI, we performed a multiple
regression analysis. The null hypothesis states that recruitment strategies do not significantly impact
ROL.

® Variables: Recruitment Cost, Use of Al-based Hiring, and Referral Programs (Independent
Variables), ROI on Recruitment (Dependent Variable)

o
Statistic Value
R2 (Coefficient of
Determination) 0.645
F-Statistic 19.64
p-value 0.003

Interpretation:

The R2 value of 0.645 suggests that 64.5% of the variance in ROI can be explained by recruitment
strategies, including Al-based hiring and referral programs. The F-statistic of 19.64 and p-value
(0.003) indicate statistical significance at o = 0.05. Thus, we reject Hos, concluding that recruitment
strategies significantly affect the ROI in IT companies.

7.4 Summary of Hypothesis Testing

Hypothesis Result

http://jier.org 1334



http://jier.org/

Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 2 (2025)

Ho:: There is no significant relationship between talent management
strategies and attrition rates.

Accepted (p >
0.05)

Hoz: There is no significant relationship between L&D programs and
employee engagement.

Rejected (p <
0.05)

Hos: Recruitment strategies do not significantly affect ROI.

Rejected (p <
0.05)

8: Findings

The study on the "Comparative Analysis of Talent Management Strategies in Top 10 IT Companies

in India" reveals several key findings:

® The Pearson correlation coefficient (r = -0.209) indicates a weak negative relationship between

talent management scores and attrition rates. Although firms with robust talent management
practices exhibit slightly lower attrition rates, this relationship is not statistically significant.
This aligns with Kaur et al. (2019), who highlight that external factors—such as market
conditions and employee preferences—significantly contribute to turnover, alongside
organisational practices.

Analysis reveals a strong positive correlation between L&D participation rates and employee
engagement scores. Companies such as Infosys and Tech Mahindra, which prioritize
continuous skill development, report the highest engagement scores. This finding corroborates
Ramesh and Verma (2018), who argue that effective L&D programs are crucial for retention in
the dynamic IT sector. Furthermore, the use of Al-driven personalized learning experiences, as
noted by Sharma & Malhotra (2019), is evident in these high-performing firms, fostering
enhanced employee satisfaction.

The study demonstrates that recruitment strategies incorporating Al-based hiring and referral
programs significantly influence ROI. Companies like Tech Mahindra and HCL Technologies
exhibit the highest ROI, supporting Mehta and Sharma (2018) and Ramanathan et al. (2020),
who emphasize the efficiency of digital recruitment methods. Conversely, organisations with
higher recruitment costs, such as Oracle Financial Services, show diminished returns,
highlighting the necessity for process optimization—a theme discussed by Collings and
Mellahi (2009) regarding aligning talent management with organisational goals.

The findings suggest that talent management strategies moderately influence employee
retention, L&D opportunities and effective recruitment methods emerge as critical drivers of
engagement and productivity. This aligns with Bhattacharya and Singh (2018), who stress that
diversity and inclusion initiatives, alongside structured career progression paths, enhance
employee engagement. Organisations prioritizing continuous development and cost-effective
recruitment strategies tend to achieve better retention rates and higher overall productivity,
affirming the conclusions drawn by Harter et al. (2002) about the correlation between
engagement and organisational performance.

9. Conclusion

This study provides valuable insights into the comparative analysis of talent management
strategies among the top 10 IT companies in India. The findings indicate that while there is a
weak negative correlation between talent management scores and attrition rates, this
relationship is not statistically significant. This suggests that simply enhancing talent
management efforts may not be sufficient to reduce employee turnover, as external factors also
play a crucial role. On the other hand, the analysis highlights the significant impact of
Learning and Development (L&D) programs on employee engagement. Companies that
prioritize continuous skill development and provide robust L&D opportunities tend to see
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higher levels of employee engagement. This emphasizes the importance of investing in
employee growth as a key strategy for improving organisational outcomes. Additionally, the
study reveals that recruitment strategies, particularly those leveraging Al and referral
programs, significantly influence the return on investment (ROI). Companies that effectively
optimize their recruitment processes are likely to achieve better retention rates and increased
productivity. Overall, this research underscores the necessity for IT firms to focus not only on
enhancing their talent management practices but also on developing comprehensive L&D
initiatives and optimizing recruitment strategies. By doing so, these organisations can foster a
more engaged workforce, reduce attrition, and ultimately drive better performance in a
competitive market.
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