
Journal of Informatics Education and Research 

ISSN: 1526-4726 

https://doi.org/10.52783/jier.v3i2.279 

Vol 3 Issue 2 (2023) 

 

1573 http://jier.org 

The Role of Human Resource Management in Talent Acquisition and Retention 

in the Healthcare Sector 

1Dr. S. Prabakar, 2Dr. S. Prabakar 
1Associate Professor, Department of Human Resource Management, ISBR Business School, Bangalore, Karnataka 

prabakar.s@isbr.in 
2Professor, Department of Human Resource Management, ISBR Business School, Bangalore, Karnataka 

prof.prabakar@isbr.in 

 

Abstract  

The success of the healthcare industry depends on the caliber of its staff, making human resource management (HRM) 

essential in attracting and retaining talent to meet changing demands. The complex role of HRM in tackling particular 

healthcare concerns is explored in this abstract, from fostering a stimulating workplace culture to bringing in specialized 

medical personnel. HRM manages complicated regulatory requirements while ensuring that highly specialized practitioners 

adhere to organizational ideals. Additionally, it goes beyond competitive pay to include employee well-being, career 

advancement, and work-life balance, all of which are essential for keeping talent in the high-stress healthcare industry. 

Technology and data-driven insights are used to inform strategic decision-making, ultimately improving patient outcomes 

and operational effectiveness. Because human labor is one of the greatest assets in both the industrial and service industries, 

human resource management practices become a big problem for all organizations. Organizational advantages from 

effective HRM practices include revenue, reputation, and staff retention. The main business issue facing all businesses is 

employee retention. The current study focuses on HRM practices and how they affect employee retention in firms in India 

that make cement. The findings demonstrate that HRM procedures significantly and directly influence employee retention. 
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1. INTRODUCTION  

The company should make sure that its HRM system is the best match with its internal and external environments, often 

known as the "best-fit approach," in order to ensure that it is operating efficiently and contributing to the improvement and 

execution of the corporate strategy According to research on HRM, there are various HRM characteristics, such as high 

performance HRM, high involvement HRM, and family-friendly HRM, which have an impact on employees' behaviors 

and results in various ways said that motivation, which is a component of organizational practices, is important for the 

growth and best utilization of human potential. HRM practices can represent a company's culture. Setting the limits of 

HRM practices is regarded as a crucial goal. definition of HRM practices identifies five key areas: recruiting and selection, 

job analysis and description, training, performance evaluation, and remuneration. characterized HRM practices in terms of 

pay and performance management systems, hiring and firing practices, employee training, and employee involvement. 

Human resource management practices include hiring, job analysis, selection, training, remuneration, incentives, benefits, 

and performance evaluation. The healthcare industry serves as a pillar of society, offering crucial medical services and 

assistance to people when they need it. Its accomplishments and the standard of care provided are inextricably linked to 

the competence and commitment of its staff. The function of human resource management (HRM) in talent acquisition and 

retention is essential to satisfy the healthcare industry's continuously changing expectations. HRM is a key factor in 

ensuring that healthcare organizations can attract and keep the best personnel in the industry because the healthcare sector 

has its own special set of difficulties and complexities. We start a thorough investigation of the crucial part HRM plays in 

the healthcare industry in this introduction. We explore the particular issues and tactics that HR professionals deal with 

when trying to attract and keep top talent in this fast-paced, high-stakes industry. HRM's job involves a variety of areas 

that are essential to the continuous success of the healthcare sector, from the hiring of highly specialized medical 

practitioners to the development of a supportive and energizing work environment for healthcare personnel. In order to 
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help the industry succeed and, most importantly, ensure the welfare of both patients and healthcare workers, this article 

will carefully examine the fundamental elements that form the foundation of HRM in the healthcare sector. 

 

Figure 1: Conceptual Framework  

1.1 Significance of the healthcare industry 

It is impossible to exaggerate how important the healthcare industry is to maintaining public health and wellbeing. The 

industry offers a wide range of services, from routine checkups to life-saving procedures, and is frequently the first line of 

defense during health emergencies. Healthcare organizations are under enormous pressure to constantly provide patients 

with high-quality care as a result of this crucial function. These organizations must be staffed with highly skilled and 

committed healthcare professionals, including physicians, nurses, technicians, and support staff, in order to do this. In order 

to ensure the sector's effectiveness, it is crucial to hire and keep these people. The standard of care delivered is directly 

correlated with the availability of a qualified and motivated team. Longer wait times, fewer services available, and lower 

patient satisfaction might result from understaffing or high turnover, which compromises patient care. There is a constant 

need for qualified healthcare personnel in this period of changing demographics, rising healthcare needs, and developing 

medical technologies. The ability of healthcare organisations to meet the requirements of the general population for 

healthcare and to uphold the highest standards of care is thus directly impacted, making the role of human resource 

management (HRM) in talent acquisition and retention not only crucial but critical. 

1.2 Uniqueness of the Healthcare Workforce 

The specific problems that healthcare professionals face in their jobs and the specialized talents that make up the healthcare 

workforce make it stand out. We find a wide variety of people in this sector, including highly qualified physicians, highly 

trained nurses, and varied support staff, including medical technicians, office staff, and allied healthcare professionals. The 

hard nature of their work is what makes the healthcare workforce special. Healthcare practitioners need to be well-versed, 

clinically skilled, and committed to patients' welfare. Contrary to many other industries, errors in healthcare can have 

serious or even fatal repercussions, emphasizing the significance of having qualified and skilled personnel. Due to the 

necessity to handle distinct legislative, educational, and professional requirements, the function of human resource 

management (HRM) in the healthcare sector is particularly difficult. These standards cover a wide range of specialty- and 

region-specific licensing and certification procedures. For instance, in order to practice medicine, a person must hold a 

medical license. Likewise, in order to practice nursing, a person must hold a nursing licensee. To make sure that all 

employees have the required credentials and that the company complies with legal requirements, HRM experts in healthcare 

organizations must be knowledgeable about these nuances. 

1.3 Objectives Of the Study 

• To identify how employees view human resource management (HRM) practices. 

• To examine how HRM practices affect employee retention in the Indian cement industry. 
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2. REVIEW OF LITREATURE  

Human capital describes people's attitudes and roles in achieving organizational objectives. According to Hussein (2009), 

HR professionals need to shift away from simple administration and towards some objective-oriented approaches for the 

organization by keeping essential personnel. Schultz (1961) defends the investment in talented employees for productive 

work. Employee turnover is a challenge that HR professionals must deal with, according to Griffeth (2000). Maertz and 

Campion (1998) stated that job dissatisfaction and job alternatives are the main causes of employee turnover and that these 

factors drive workers to quit their jobs. However, Mitchell et al. (2001) listed a number of additional causes for employee 

turnover, including social and personal issues with the workers. According to Kay and Moncarz (2004), major staff turnover 

results in the loss of key talents, a danger to an organization's growth, and the potential for operational disruption. Poe 

(2003) also mentioned that turnover rate affects costs because new hiring and selection processes take a lot of resources 

(money, time, and effort). It demonstrates how, in the current climate of fierce competition, employees have increased 

importance for organizations. 

The same issue was brought up by Gberevbie (2010), who claimed that there is a strong correlation between employee 

turnover and organizational performance, with a high employee turnover rate resulting in a decline in organizational 

performance and a low employee turnover rate resulting in an increase. 

Dries and Acker (2011) identified three sets of career assumptions and came to the conclusion that traditional organizations’ 

careers offer more career satisfaction with regard to employees' career displays. Instead of improving personal career 

orientation, it increased individual career happiness. Hartmann et al. (2010) analyzed the activities of western multinational 

corporations (MNCs) in China and presented a picture of the struggles faced by MNCs in the face of fierce competition for 

attracting and retaining talent in a varied workforce. They made every effort to establish the culture of the organizations 

and to give them a development strategy for the future. According to a 2011 study by Fara shah et al., succession planning 

helps employees develop a positive view of their careers. They discover a significant relationship between professional 

performance, the promotion process, and succession planning. 

According to McDonnell (2010), managing and creating effective HR strategies for talent management and retention is a 

crucial component of HR professions. He claimed that as MNCs become more aware of the concepts of global talent 

management, their roles are expanding. Swapna and Raja (2012) studied the function of talent management in the context 

of the service industry. She asserted that the success of corporate transformation depends on talent management. 

In this sense, Neely's work from 2007 signaled a transition in the nature of work from tangible to intangible, turning 

employees from costs to assets. Milman (2003) focused on employees who go above and above for their company, and 

among these employees, the organization's high achievers or talent are more significant. Retaining this talent is a crucial 

challenge in the current, fiercely competitive corporate environment. Talent retention can lessen the negative effects of 

employee turnover, as Hankins and Kleiner (1995) emphasize the significance of talent retention for an organization's 

performance. 

3. RESEARCH METHODOLOGY 

The current study's objective is to examine how HRM practises affect employee retention in Indian cement manufacturing 

industry. To achieve the goals of the research, the quantitative research approach is used. The conduct organization’s are 

the cement-producing industries, which employ at least 100 people. Three factories were chosen at random by the 

researcher, who then sent a letter requesting funding for the project. There are 400 people working in various industries. is 

used to determine the sample size. 300 workers must participate in the current study. The sample is chosen from the 

population frame using the sample random sampling method. The information is gathered utilising a self-administered 

questionnaire that includes questions about sociodemographic characteristics, HRM practises, and employee retention. The 

second section is expanded upon from earlier linked sections. 
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Employee retention is a dependent variable, while talent acquisition, training and development, health and safety at work, 

and the reward system are independent variables. The SPSS software is used to analyses the data. 

4. DATA ANALYSIS AND RESULT  

 

Table 1: Demographical Profile 

Variables  Frequency  Percentage  

Gender    

Male  120 60 

Female  80 40 

Age    

18- 20 50 25 

21-25 50 25 

26-30 60 30 

31-40 40 20 

 

 

Figure 2: Gender of Respondent  

 

Figure 3: Age of Respondent  
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The data shown here shows how the two important variables, age and gender, are distributed within a particular sample. 

The sample had a 60% male to 40% female gender split, showing a predominance of men. When age is taken into account, 

the sample shows a balanced distribution, with 25% of those in the age ranges of 18–20 and 21–25, 30% of those in the 

26–30 age bracket, and 20% of those in the 31–40 age bracket. This information demonstrates that the sample includes 

people of different ages, with a little higher proportion of those in their late 20s, and that the gender distribution is more 

skewed towards men. The demographics of the research population must be understood in order to use these insights to 

guide future studies and decision-making. 

Table 2: Descriptive Statistics 

Items  Mean Std. Deviation 

Talent Acquisition    
  

Selecting the right people for the right positions 4.82 1.52 

Forecast the human resource needs 4.49 1.11 

Providing relevant and adequate job information 4.61 1.69 

Fair recruitment 4.84 1.52 

Transparent planning and recruitment 4.92 1.48 

Talent Training 
  

Identifying needs for training 4.15 1.71 

The right person at the right job after the training 4.69 1.69 

Plan for the training programs 4.95 1.82 

Training includes general problem-solving skills, social skills, and broad information 4.22 1.83 

Encouraged to participate in various seminars 4.19 1.88 

Health and Safety at Work 
  

Effective occupational health and safety policy 4.68 1.56 

Implement occupational health and safety policy 4.71 1.69 
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Proper channels for reporting safety concerns 4.62 1.75 

Committee for safety and health training 4.15 1.82 

Comprehensive training regarding workplace health and safety issues 4.62 1.69 

Rewards System 
  

Fair rewards and recognition 4.19 1.71 

Monetary rewards for performance are fair 4.22 1.81 

Satisfied with the monetary rewards 4.69 1.95 

Excellent monetary rewards 4.75 1.72 

Fair non-monetary rewards 4.86 1.92 

 

 

Figure 4: Descriptive Statistics 

For several components of talent acquisition, talent training, health and safety at work, and the rewards system, the table 

gives mean and standard deviation values. The mean scores indicate that respondents usually think the organization is 

highly good at "Selecting the Right People for the Right Positions" (Mean = 4.82) and "Fair recruitment" (Mean = 4.84) in 

the context of talent acquisition. The highest rating was given for "transparent planning and recruitment" (Mean = 4.92) 

suggesting a high level of satisfaction with this area of talent acquisition. Conversely, the mean scores for "Forecasting the 
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Human Resource Needs" (Mean = 4.49) and "Providing Relevant and Adequate Job Information" (Mean = 4.61) were 

marginally lower but still favorable. Respondents appear to think that the organization excels in "Plan for the training 

programmers" (Mean = 4.95) and "The right person at the right job after the training" (Mean = 4.69) in terms of talent 

training. The terms "Identifying needs for training" (Mean = 4.15) and "Training includes general problem-solving skills, 

social skills, and broad information" (Mean = 4.22) obtained slightly lower ratings. The facet "Encouraged to participate 

in various seminars" is evaluated moderately (Mean = 4.19). Respondents rate "Implement occupational health and safety 

policy" and "Effective occupational health and safety policy" as having high levels of effectiveness in terms of health and 

safety at work (Mean = 4.71 and 4.68, respectively). Positive, however significantly lower scores were given to 

"Comprehensive training regarding workplace health and safety issues" (Mean = 4.62) and "Proper channels for reporting 

safety concerns" (Mean = 4.62). A smaller mean score was assigned to the "Committee for safety and health training" 

element (Mean = 4.15). The respondents appear to be very happy with the "Fair non-monetary rewards" (Mean = 4.86), 

"Excellent monetary rewards" (Mean = 4.75), and "Satisfied with the monetary rewards" (Mean = 4.69) in the Rewards 

System. Positive but somewhat lower mean scores were awarded for "Fair rewards and recognition" (Mean = 4.19) and 

"Monetary rewards for performance are fair" (Mean = 4.22). The standard deviation figures reveal the degree of agreement 

or disagreement among respondents for each component, giving insight into the dispersion of replies. Higher standard 

deviations typically indicate more diverse perspectives, whereas lower standard deviations typically indicate a higher level 

of agreement among respondents. Given how employees evaluate an organization's talent acquisition, training, health and 

safety, and rewards systems, these data can be helpful in highlighting areas of strength and those that may need 

development. 

Table 3: Employee Retention and HRM Practices: Pearson's Correlation 

 

Retention Talent 

Acquisition 

Talent 

Development 

Health and 

Safety 

Reward 

System 

Retention 2 0.612** 0.714** 0.714** 0.795** 

Talent Acquisition 

 

2 0.512** 0.625** 0.612** 

Talent 

Development 

  

2 0.811** 0.812** 

Health and Safety 

   

2 0.712** 

Reward System 

    

2 

 

Pearson correlation coefficients for the following variables are shown in the table: Retention, Talent Acquisition, Talent 

Development, Health and Safety, and Reward System. Here is how the correlations are explained: Retention is highly 

positively correlated with both talent acquisition (r = 0.612) and development (r = 0.714), suggesting that retention levels 

are inversely correlated with talent acquisition and development scores or circumstances. The same is true for health and 

safety conditions (r = 0.714**) and the reward system (r = 0.795**), demonstrating that better health and safety conditions 

and a more effective reward system are similarly associated with higher retention rates. Retention and Talent Acquisition 

have a positive correlation (r = 0.612**), indicating that retention rates are higher when the Talent Acquisition process is 

robust. The relationship between talent development and retention is also favorable (r = 0.714**), suggesting that 

businesses that support staff growth typically have higher employee retention rates. 

A significant association between talent acquisition and development is also present (r = 0.512**). This implies that 

businesses with efficient talent acquisition procedures frequently have greater success with their talent development 

initiatives. Strong positive correlation between talent development and health and safety (r = 0.811**) suggests that 
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businesses that place a strong emphasis on employee development are more likely to priorities workplace health and safety. 

Retention and health and safety are positively connected (r = 0.714**), indicating that businesses with robust health and 

safety policies typically have higher employee retention rates. Reward System and Retention exhibit a substantial positive 

association (r = 0.795**), suggesting that businesses with a fair and efficient reward system have a higher success rate in 

keeping their personnel. Overall, the correlations show how connected these elements are to one another. This is important 

information for companies wanting to enhance their workforce retention strategies because it indicates that organizations 

that succeed in talent acquisition, talent development, health and safety, and reward systems tend to have greater staff 

retention rates. 

5. CONCLUSION 

The workforce of healthcare organizations is clearly shaped by HRM in light of the current circumstances. 

• Recruitment and Talent Acquisition: HRM in the healthcare industry is in charge of luring and vetting the ideal 

candidates to fill key positions. Doctors, nurses, and other allied health professionals are among the highly qualified 

and specialized workers that are constantly needed in the healthcare industry. To find and hire the finest individuals, 

effective talent acquisition practises use technology, recruitment marketing, and strategic planning. These tactics, 

which are necessary to guarantee a high standard of care and service quality, must be designed and implemented by 

HRM. 

• Training and Talent Development: HRM in healthcare is entrusted with creating and overseeing training and 

development initiatives. Given the developing medical technologies and shifting best practises, ongoing learning and 

professional development are essential in the healthcare industry. In order to provide the staff with the most up-to-date 

skills and knowledge, HRM should invest in training and development programmers. This will guarantee that workers 

are competent and engaged. 

• Workplace health and safety: Protecting the health and safety of employees is crucial in the healthcare industry. Strong 

policies and procedures that handle the particular risks and difficulties in healthcare settings must be established by 

HRM. This includes activities that manage patient safety, prevent infections, and support healthcare workers' mental 

health. 
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