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CHAPTER-SIX:
CONCLUSIONS,RECOMMENDATIONSANDSUGGESTIONSOFTHERESEARCHSTUDY

6.0:INTRODUCTION
The survey conducted by Right Management- Manpower Group in 2014 sheds light on a prevalent concern
among employers worldwide: the lack of skilled talent for key positions. This concern is consistent across
regions, but it is particularly urgent in the Asia Pacific region, where rapid economic expansion presents
challenges in sourcing the necessary talent to support business strategies. India, in particular, experienced a
deficit of approximately 30% in skilled talent for crucial roles.
The shortage of skilled talent poses significant challenges for organizations globally. Not only does it hinder
recruitment efforts, but it also affects leadership pipelines and the availability of required competencies. One
critical area of concern is the grooming and cultivation of talent for leadership roles. The ability to translate
strategic plans into tangible outcomes requires individuals with specific skills, and organizations struggle to find
such talent.The responsibility for talent management is no longer solely placed on the Human Resources
department. Scholars and practitioners increasingly advocate for senior management members to take part in
ensuring the presence of suitable talent when needed. The influence of talent extends to all significantdecisions
madeattheexecutive level, commonly knownastheC-Suite. Accessing, mobilizing, andcultivating appropriate
talent is crucial for achieving organizational objectives, regardless of geographical location.
Organizations that fail to maintain talent initiatives may face severe consequences, such as a shortage of skills
required for business progress. The lack of competent individuals to assume leadership positions results in a
talent deficit that can significantly impact business operations.
Overall, the survey highlights the importance of talent management in addressing the skills gap andemphasizes
the need for a collaborative effort from senior management to ensure the availability of suitable talent for
organizational success.
The emphasis on talent acquisition and development in organizations has increased significantly, with a focus
on cultivating Human Age leadership qualities. Leaders of the future need to acquire and refine new
competencies to navigate modern complexities, both in business and managing individuals and groups. They
will act as information curators and team coaches, possessing strategic and tactical thinking, as well as conceptual
and action-oriented approaches. These leaders will be adept at anticipating and responding to various situations
while exploring new possibilities. Competency management is a strategic approach that involves identifying and
assessing the knowledge, skills, abilities, experiences, motivations, and personality traits required for an

organization's workforce to achieve current and future strategic objectives.
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By fostering innovation, engagement, and retention, well-designed competency models provide precise criteria
for improving performance management, talent assessment, recruitment, development, redeployment,
succession management, and promotion systems within the organization.
The objective of this research is to explore and suggest talent management strategies grounded inCompetency-
Based HR Functions. The study aims to shed light on how organizations can proficiently recognize and cultivate
competencies to nurture and enrich talent within their workforce. By focusing on developing competencies and
integrating them with human resources strategies, the study will offer valuable insights into the design and
execution of effective talent management strategies. The ultimate goal is to achieve favorable outcomes and
elevatethe overall workforcequality, enabling organizations to flourish in an ever-changing and dynamic work
environment.

6.1 : ORGANISATION OF THE Ph.D. THESIS:
ThePhDthesishasbeenorganizedintosixchaptersasfollows.
ChapterOne:ReviewingManifestationsof TalentManagement&Competency-basedHRFunctions (Competency
Management)
Chapter Two: Review of Literature
ChapterThree:ResearchMethodology
ChapterFour:DataAnalysis&InterpretationsoftheResearchStudy Chapter
Five: Findings and Implications of the Research Study

ChapterSix:Conclusions,Recommendations&SuggestionsoftheResearchStudy

6.2 : ABRIEF ABOUT THE RESEARCH STUDY:
The researcher aimed to investigate a range of managerial, technical, and behavioural competencies exhibited by
employees at different hierarchical levels (top, middle, and lower) within diverse manufacturing sectors in
Gujarat. A study was conducted to examine the influence of Competencies based HR Functions on Talent
Management functions, specifically Talent Acquisition, Talent Development, and Talent Retention, within
selected four key sectors in the manufacturing industry in Gujarat. The researcher's primary focus has been on
four sectors within the manufacturing industry of Gujarat State: theAgro& Food Processing Industry, Oil & Gas,
Pharmaceuticals & Biotechnology, and the Chemical & Petrochemical Industry (Gujarat, 2010). The primary
objective of the researcher is to develop a theoretical framework that investigates the connection between
competencies, HR functions based on competencies, and talent management. The researcher will also strive to
examine the potential mediating role of Competency-based HR functions concerning Talent Management

practices & competencies within the organisation.

269




TableNumber:6.1:
ABriefFactualProfileoftheResearchStudy

Bibliography

NumberofBooksReferred 32

NumberofjournalsReferred | 162

NumberofResearchPapers 256

Reviewed

NumberofResearch 10

Report/Thesis/Dissertation

Referred

Number  of  Conference|12

ProceedingsReferred

Number of Websites80

Accessed

Name of Search EnginesScopus,ProQuest,JSTOR,GoogleScholar,SpringerLinkandJ-Gate

Used

Nameof  Statistical Tools|Frequency Distribution, Percentages, Mean, Proportion, Correlation, Chi-

Applied square Test, T-test, Kruskal-Wallis Test, Post Hoc Test, Partial LeastSquare
Structural Equation Modeling
(PLS-SEM)

Sourcesof Secondary  |ReferenceBook,Journals,Newspaperarticles,Ph.D.Thesis, Master

DataUsed Dissertation,Workingpaper,Conferenceproceeding, Websites

GroupofHypotheses Tested

07

ResearchDesignUsed

ExploratoryandDescriptiveresearch design

Research Instrument

Used

StructuredNon-Disguisedquestionnaire
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TableNumber:6.2:
ABriefFactualProfileoftheResearchStudy

SamplingDecisions

Representative
Sample

Selected employees who are working in companies which have more than 100
employees in their company and belong to the four key sectors of the manufacturing
industryofGujaratStateViz. Agro&FoodProcessing,Oil&Gas,Pharmaceuticals
&Biotechnology,andChemical&Petrochemicalindustries.

SamplingDesign

Non-ProbabilitySamplingDesign

SamplingMethod

ConvenientandJudgmentalsamplingmethod

SamplingFrame

Summary result for the factory sector- ASI-2019-2020)(INDIA, 2019), and Estimate of
Employees other than a worker( Supervisory & managerial & other Employee) in
thefactorysectorby theirtypeforeach 3-digitindustrygroup(NI1C-2008)forGujarat
State(GOVERNMENT OFINDIAetal.,2019)

SampleSize

548Employeesfromselectedfourkeysectorsofthemanufacturingindustryof
Gujarat state(161- Agro& Food Processing Industry,147- Oil & Gas Industry, 145-

Pharmaceuticals & biotechnology industry, 95- Chemical & Petrochemical industry)

SamplingMedia

StructuredNon-DisguisedQuestionnairefilledupthroughElectronicformatand

supportedwiththehelpofpersonalinterviewswiththeselectedSeniorEmployees.

DetailsofModel

SHL UniversalFrameworkofCompetencies, lceBergModelofCompetency, ATD

modelfortalent Management

Ph.D.Thesis

NumberofTablesin (101
Ph.D.Thesis
NumberofGraphsin |62
Ph.D.Thesis
NumberofFiguresin |09

6.3: RESEARCH METHODOLOGY:

The researcher endeavoured to concisely summarise the research methodology's methodological, procedural,

and conceptual components. The research process encompassed several vital components, which were

systematicallyaddressed. Thesecomponents includedtheinitial clarification of fundamental terminology, the

elucidation of the study's rationale and scope, the explication of the research design, the articulation of

objectives and research inquiries, the formulation of hypotheses, the construction and application of a

conceptual model, the identification of secondary data sources, the design of the sampling procedure, the

analysis and interpretation of primary data, the presentation of research findings, the discussion of the

implications and outcomes, and the provision of recommendations and suggestions.
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The researcher also acknowledged the inherent constraints of the study and offered recommendations for future
researchers to undertake analogous investigations.

The researcher has tried to present the findings using various statistical tools and techniques to draw conclusions
and clarify important theoretical and managerial implications in this research study. The utilisation and
implementation of correlation analysis have yielded valuable insights into the relationship between individual
employees' Competency & Talent Management practises. The correlation analysis investigated the associations
between Competency-based HR functions and Talent Management. The researcher employed the Chi-Square
Test to evaluate the association between the selected employees' backgroundvariablesandtheir responses about
their awarenessandimplementationof competency-basedHR functions and talent management practices.

The research study's findings are based on the one-way ANOVA test, specifically the Kruskal-Wallis H test,
and subsequent post hoc analysis. The statistical techniques were utilised to identify differences in the responses
of employees in the State of Gujarat, classified according to sector and Level of designation. Confirmatory
Factor Analysis (CFA) is a widely used statistical method employed to assess the validity and reliability of
latent constructs by examining the indicators (items) that comprise them. The study utilised a first-order
confirmatoryfactoranalysis (CFA)technique, specificallyemploying measurement modelanalysis using partial
least squares structural equation modelling (PLS-SEM). The researchers employed a Structural model
measurement of the Structural Equation Model (SEM) with Partial Least Squares-SEM (PLS-SEM) to analyse
the relationships between the variables in the study. The researcher also aimed to offer extensive implications

derived from the results and findings of this research study.
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6.4 : Assessing the Normality of the Distribution of the Collected Primary Data:

The researcher made conscientious efforts to evaluate the normality of the primary data gathered by utilising
theKolmogorov-Smirnov Test of Normality, Histogram, and Normal Q-Q Plot. The test results aredisplayed in
Table 6.3, demonstrating statistical significance at a significance level of 5 percent. The distribution of the
primarydata demonstratesa minor departurefromnormality, butitcloselyresemblesa normaldistribution. A
negative skewness value of -0.567 and kurtosis values of -0.265, as documented in Table 6.4 and Graph 6.1,
provide clear evidence for this assertion.

TableNumber:6.3

Kolmogorov-SmirnovTestofNormality
Sr.  |Factors Test Statistic ~ [df P-Value
No.
01  |Managerial Competency 0.179 546 .000c
02  |BehaviouralCompetency 0.187 546 .000c
03  [TechnicalCompetency 0.233 546 .000c
04  |Competency-BasedHRFunction 0.106 546 .000c
05 [TalentAcquisition 0.093 546 .000c
06 [TalentDevelopment 0.097 546 .000c
07  [TalentRetention 0.114 546 .000c
08  [TalentManagement 0.258 546 000c
Note:c.LillieforsSignificanceCorrection.

The subsequent histogram illustrates the distribution of employees sampled from four prominent sectors within
the manufacturing industry of Gujarat State. Thefrequency of cases is represented on the vertical axis. In
contrast, the horizontal axis represents the midpoints of value ranges that correspond to the total scores provided
by employees for Competency-based talent management practices in their respective industries. Based on the
examination of the histogram(Graph Number 6.1), it can be inferred that the data demonstrated a minor negative
skew. The analysis of the descriptive statistics table and the Q-Q Plot (Graph Number 6.2) reveals that the

primary data collected closely approximates a normal distribution.
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GraphNumber: 6.1:
HistogramShowingDistributionofData
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Theresearcherscalculatedtheskewnessoftheprimarydatatobe-0.56 7anddeterminedthekurtosistobe-

0.205. Table 6.4 displays the values of skewness and kurtosis. When a distribution perfectly adheres to the
characteristics of a normal distribution, both the skewness and kurtosis values of the distribution are equal to
zero. Positiveskewness values indicatea right-skewed distribution, whilepositivevalues for kurtosis indicate a
leptokurtic distribution. A skewness value less than zero indicates a negative skew, while kurtosis values less
than zero suggest a more platykurtic distribution. The above distribution often demonstrates non- normality,
with a negative skewness value of -0.567. Furthermore, the observed distribution exhibits a more uniform shape,

as evidenced by a kurtosis coefficient -0.205.
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TableNumber:6.4
DescriptiveValues forNormality Testofemployees

Particulars Statistic Std. Error
Mean 118.1612 .92342
95percentConfidence  |LowerBound 116.3473 95percentConfidence
Interval for Mean Intervalfor Mean

UpperBound 119.9751
5percentTrimmed Mean 118.9351
Median 123.0000
\Variance 465.578
Std. Deviation 21.57725
Minimum 55.00
Maximum 160.00
Range 105.00
InterquartileRange 30.00
Skewness -.567 105
Kurtosis -.205 209

GraphNumber: 6.2:
Q-QPlotoftheNormality oftheDistributionofDataofemployees
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6.5: ABRIEF ABOUT THE STRUCTURED NON-DISGUISED QUESTIONNAIRE:
The researcherdeveloped the structured, non-disguisedquestionnaire with input from areview of the existing
literature, and pilot-testing was done with information from employees. The draft of the non- disguised

structured questionnaire was revised based on this feedback.
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6.5.1:Reliability Test of the Structured Non-Disguised Questionnaire:

The researcher employed Cronbach's Coefficient Alpha, the average of all the split-half correlation
coefficients, to examine the reliability of the various questionnaire constructs, which was found to be
high with a comprehensive reliability score of 0.869, exceeding the widely accepted benchmark of 0.8,
indicatinga "Good" level of reliability. The study utilized Cronbach's alpha coefficient, which ranges
between 0 and 1, to evaluate the internal consistencyamongtheitems inthequestionnaire. Ahigher
valueof Cronbach’s alpha indicates better internal consistency. However, there is no established
minimum threshold for this coefficient.Following guidelines proposed by George &Mallery (2003), a
rating scale was used to evaluate the performance of thereliability score. Ascoreof 9 was considered
exceptional, 8 as good, and a scoreof 7 was regarded as acceptable. The performance rating given to the
questionnaire was 5, which is considered unsatisfactory and below the statistical significance
threshold. The study also evaluated the reliability of specific factors within the questionnaire. The
Cronbach's Alpha coefficients for theselectedfactors rangedfrom0.546 t00.905. WhiletheTalent
Acquisitionfactor surpassed the established threshold of 0.5, the remaining factors showed acceptable
levels of internal consistency and met the criteria for reliability.In summary, the structured questionnaire
used in the research study demonstrated a high level of internal consistency, with most factors showing
acceptable reliability. However, the Talent Acquisition metric fell slightly below the threshold, which

may require further investigation and improvement.

TableNumber:6.5
Reliability of Opinion of Selected employees for the Study

Sr.No. SelectedCriteria Cronbach'sAlphaCo-efficient
01 Competency 0.905
02 Competency-basedHRFunction 0.861
03 TalentAcquisition 0.546
04 TalentDevelopment 0.647
05 TalentRetention 0.771
06 TalentManagement 0.885
OverallReliabilityofallCriteria 0.869
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6.5.2: Validity Assessment Test of the Structured Non-Disguised Questionnaire:

TableNumber:6.6
ComparisonofMeanScoresofExperience/SatisfactionfromSelected Employees
from four Key sector of Gujarat’s Manufacturing Industry.

Selected Employees Selected Employees Difference
OpinionwithrespecttoCriteria. OpinionwithrespecttoCriteria. inMeanCou
RatingScalel[Strongly RatingScalel[HighlyDissatisfied]to5[ nt
Disagree]to5[Stronglyagree] HighlySatisfied]- Overall responses [ColumnB-
towardsselectedCriteria ColumnD]
AverageScore g/égarg AverageScore g/::%arg MeanScore
(Rank) (Rank) (Rank)

A B C D B-D
ManagerialCompetencies 344 OverallCompetencies 3.65 -0.21
BehavioralCompetencies 3.62 -0.03
TechnicalCompetencies 3.76 0.11
CompetencyBased 3.66 CompetencybasedHR 3.70 -0.04
Recruitment Functions

Competency-basedSelection 3.66 -0.04
Competency- 3.66 -0.04
basedTraining&development
Competencybased 381 0.11
PerformanceAppraisal&

Succession Planning
Competencybased 3.63 -0.07
Compensation

CompetencybasedHRpolicy | 3.73 0.03
CompetencybasedCareer 3.77 0.07
Planning
TalentAcquisition 2.981 TalentManagement 3.240 -0.25
TalentDevelopment 3.613 0.37
TalentRetention 2.975 -0.26
OverallAverage 3.93 OverallAverage 3.98 -0.06

The researcher measured validity by comparing mean scores of scales with other measures of thesame
construct. Theresults of the validityarerevealed inTableNumber 6.6. The meanof thesameconstruct was
measured, and less variation was found in the given question categories and overall responses towards the
major Criteria score. The majority of the Employees’ Opinions were found between Strongly Agree

toNeutral. Thus,differentconstructsofthequestions fulfill theconditionofvalidity.
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6.6 :CONCEPTUAL MODEL.:

Figure:6.1 THE CONCEPTUAL MODEL OF THE RESEARCH STUDY
[Proposed Model is adapted & modified from ANITHA KUMARI PINAPATI, ‘Competence Management as a Tool of Talent Management- A Study of
Practices in Indian Organizations’, May, 2011 (Pinapati & Vanka Sita, 2011)]
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6.7: PROFILE OF THE SELECTED EMPLOYEES OF THE RESEARCH STUDY:

TheprofileofselectedemployeesispresentedinTableNumber6.6

TableNumber:6.7:ProfileofSelectedEmployees (Number
& Percentages)

Agro&Foo Oil Pharmaceuticals Chemical Total
d &Gas &biotechnology | &Petrochemic
Processing Industry Industry al industry
Industry
AgeGroups(InYears)
18to24 4(17.39) 7(30.43) 7(30.43) 5(21.74) 23(4.21)
25t034 53(29.78) 41(23.03) 54(30.34) 30(16.85) 178(32.60)
35t054 68(28.22) 68(28.22) 59(24.48) 44(18.26) 241(44.14)
55& above 36(33.96) 31(29.25) 24(22.64) 15(14.15) 106(19.41)
Gender
Male 96(30.87) 83(26.69) 81(26.05) 51(16.40) 311(56.96)
Female 65(27.66) 64(27.23) 63(26.81) 43(18.30) 235(43.04)
levelofManagement
Top-level 88(31.54) 91(32.62) 70(25.09) 30(10.75) 279(51.10)
Middlelevel 46(25.41) 39(21.55) 54(29.83) 42(23.20) 181(33.15)
BottomLevel 27(31.40) 17(19.77) 20(23.26) 22(25.58) 86(15.75)
GroupofVariousDepartment
Finance,Purchase& 18(41.86) 4(9.30) 9(20.93) 12(27.91) 43(7.88)
sales
HRM,Admin, 56(23.93) 61(26.07) 67(28.63) 50(21.37) 234(42.86)
Marketing
Production,Plant, 87(32.34) 82(30.48) 68(25.28) 32(11.90) 269(49.27)
Manufacturing
EducationQualification
PostGraduation&above 129(32.66) 117(29.62) 96(24.30) 53(13.53) 395(72.34)
Graduation 30(20.14) 28(31.65) 44(26.62) 37(25.46) 139(25.46)
UnderGraduate 2(16.67) 2(16.67) 4(33.33) 4(33.33) 12(2.20)
Experience
5Yearsandabove 57(27.54) 55(26.57) 48(23.19) 47(22.71) 207(37.91)
3-5 years 55(28.80) 47(24.61) 57(29.84) 32(16.75) 191(34.98)
0-3 Years 49(33.11) 45(30.41) 39(26.35) 15(10.14) 148(27.11)
TotalNumberof
Employees 161 147 144 94 546(100.00)

The table provides a detailed profile of selected employees across four different industries: Agro& Food

Processing, Oil& Gas,Pharmaceuticals& Biotechnology, andChemical& Petrochemical. It presents data on

various aspects, such as age groups, gender distribution, level of management, departments, education

qualifications, and work experience.

Regarding age groups, the data indicates that the majority of selected employees fall within the 25 to 34 age

bracket across all industries, constituting 32.60 percent of the total workforce. The age group of 35 to 54 is also

well-represented, comprising 44.14 percent of the selected employees. In contrast, those aged 55 and above

constitute the smallest portion at 19.41 percent.
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When analyzing the gender distribution, it becomes evident that male employees dominate the workforce in
allindustries, makingup 56.96 percent ofthetotalselected employees. TheAgro& FoodProcessinglndustry has
the highest percentageof male employees at 30.87 percent, whiletheChemical& Petrochemicallndustry has the
lowest at 16.40 percent. On the other hand, female employees account for 43.04 percent of the workforce, with
the highest representation in the Agro& Food Processing Industry at 27.66 percent.

In terms of the level of management, the majority of employees are at the top-level management positions,
accounting for 51.10 percent of the total selected workforce. The Oil & Gas Industry has the highest percentage
of top-level management employees at 32.62 percent. In contrast, bottom-level management employees have
the smallest share in the Chemical & Petrochemical Industry at 15.75 percent.

The data also sheds light on the various departments in which selected employees work. The Production, Plant,
and Manufacturing departments have the most significant representation, constituting 49.27 percent of the total
selected employees. The HRM, Admin, and Marketing departments are also well-represented, making up 42.86
percent of the workforce.

Education qualifications of the selected employees indicate that a substantial portion of the workforce holds
Post Graduation and above qualifications, with 72.34 percent falling into this category. The Agro& Food
Processing Industry has the highest percentage of employees with such qualifications at 32.66 percent, while
the Chemical & Petrochemical Industry has the lowest at 13.53 percent.

Finally, looking at the experience of selected employees, the data shows that 5 years and above experience is
the most common category, making up 37.91 percent of the total workforce. The Agro& Food Processing
Industry has the highest percentage of employees in this category at 27.54 percent, while the Chemical &
Petrochemicallndustryhasthelowestat22.71percent. Employeeswith3-5yearsofexperienceconstitute
34.98percent oftheworkforce, andthosewith0-3yearsofexperienceaccountfor27.11percent.

In summary, the data from Table Number 6.7 provides valuable insights into the demographic and professional
characteristics of selected employees in different industries. It highlights the predominant age groups, gender
distribution, management levels, departmental distribution, educational gqualifications, and work experience of
the workforce. Such information is essential for businesses and policymakers to understand the workforce

composition and make informed decisions for recruitment, training, and overall organizational development.

6.8: KEY RESULTS OF THE RESEARCH STUDY:
6.8.1: Demographic Profile

Researchers looked at the Gujarat State manufacturing industry’s description and codes from the three-digit
Industry (NIC-2008) in order to make their company selections (Gujarat Annexure-V- Description & codes for
3-Digit industry) (GOVERNMENT OF INDIA et al., 2019).
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Atotal 0f548 employees weresurveyedfor this study; 161 ofthemwork intheagro-foodprocessingindustry (within
industry codes 105-108-110), 147 work in the oil-and-gas industry (within industry codes 192,201,352), 145
work in thepharmaceuticals-and-biotechnology industry (within industry codes -210), and 95
workinthechemical-and-petroleumsector (withinindustrycodes -202). Fromthis data, we mayinfer that 29
percentof the workforce is associated with the agribusiness and food processing sector, 27percent with the oil
and gas sector, 26 percent with the pharmaceutical and biotechnology sectors, and 17 percent with the chemical
and petrochemical sectors.

In the case of the age group, the majority of Employees are between 35 to 54 years, i.e. around 44 percent of
overall data; following this, about 32 percent of employees arebetween theage group of 25 to 34 years. This
showcasethat all industries havea good number of Millennials (Gen-Y), as well as Gen —X (Baby-bust), and
only around 19 percent of employees are Boomers Il (Baby-boomers) generation. The data infer that all
industries have an adequate number of experienced as well as enthusiastic staff. Whereas very few, only nearly
4 percent of employees are from Gen-Z, 18-24 years of age. The study is concentrated more on managerial-
level people, so it can be concluded from the age group data that very few young people can directly reach
managerial-level experience. According to the findings for gender distribution, the vastmajority of respondents
are male (i.e., around 56.96 percent), whereas just 43.04 percent of respondents identify as female. Hence the
purpose of this research is to focus on employees who occupy management positions inside the organisation.
This researcher has subrogated three levels of managerial activities: top, middle, andbottom. Employees
whoholda senior positions andareinvolved inpolicy makingandauthorised to make significant decisions are
included in the Top Level of Managerial Activities. Employees who are involved in decision-making as
supportivestaff or heading any department-level activities areincluded in the Middle-Level managerialactivities,
and employees whoaresupervisors or teamleaders wholeadsmallteams of the organisation are included in the
Bottom Level Managerial Activities. In this instance, about 51 percent of the study's data consists of employees
from the top level of the business, while 33percent of respondents are from the middle level and 15 percent are
from the bottom. The results of the research may begeneralizable to all levels of an organisation, although they
will be more prognostic for top-level employeesof Manufacturing Industries. From this data set, it can be
interpreted that although the Chemical & Petrochemicalindustryhas less number of employees
comparedtotheother threeindustrybut hasarelatively even and proportional distribution of people throughout the
three categories of management activities.

Departments serveas thebackbone of every company. Every company's Departments reveal both its material
and immaterial aspects. A study has divided these sections into three distinct categories. Departments that
directly or indirectly affect the company's financial standing are grouped as Group A. Group A in thisanalysis
includes all employees from the accounting, purchasing, and sales departments. Human Resources,
Administration, and Marketing staff comprise the bulk of Group B, which consists of departments that aid in
formulatingorganisationalpolicyandensureitsefficient operation. GroupC,onthe other hand, is madeupof all the
operational units that are directly involved in making the products, which includes employees of the Production,

Plant, and Manufacturing departments.
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The majority of Employees are from Group C, i.e., the Production, Plant & manufacturing departments,which
is around 49percent; near to it, 42percent of employees belong to Group B, which is a combination
of Administration,HRM&marketingDepartments; whileonly7percentofemployeesarefromGroup A,

i.e. Finance, Purchase & Sales department. This study can be generalised for two Groups, Group B & C, as
more than 90percent of the overall study area belong to these two groups; Group B consists of the departments
that support the organisation's policy-makingand efficient operation, focusing onHRM, Admin, and Marketing
staff. Since 42 per cent of all employees belong to this category, this research may benefit those engaged in the
policy-making process and are accountable for the organisation's proper functioning for making better Talent
Management Policies for Organisations.The educational qualifications of selected Employees fromtheselected
manufacturing industries of Gujarat Statereveal that the majority of employees, approximately 72 percent, have
a postgraduate degree or higher. In comparison, 25 percent of employeeshave a graduate degree, and only 2
percent of employees have an undergraduate degree. In this 2 percent,most of the individuals are baby boomers,
and they have been working in the companies for more than decades.Researchers may infer that all sectors have
well-qualified personnel with graduation and post- graduationdegrees, althoughthe majorityof workers
havepostgraduatedegrees andabove, indicatingthat all industries arerich in educational qualifications. A study
revealed that they arebaby boomers with experience of more than decades. The years of service of Selected
Employees and the data set shows that almost 73 percent of all Employees have more than three years of service,

up to 29 years. Moreover, 27 percent of workers have been with the company for less than three years.

6.8.2: Selected Employees’ Responses towards Awareness & Identification of Competency:

The researcher has supplied information on awareness and ldentification of Competence in this area.
Competence is one of the well-defined notions in literature. Still, it is fraught with ambiguity in the realworld,
particularly its precise meaning and how it contributes to individual and organisational growth. In the study,
Competency is a key area that leads to Talent Management Practices; the researcher asked a direct question
about awareness of Competency and got two types of results; Majority of respondents, around 79 percent, are
aware of the competencies; some respondents know the use and applications of Competency, but theydon't
know what exactly meanbyCompetency; thesetype of respondents wereput intoanother category ™
Keentoaware"; about 21 percent of respondents arenot awareof what Competencyis. Theresults revealed that
almost three-quarters of respondents are aware of and interested in learning more about competences, while the
remaining one-quarter are not. Further analysis revealed that respondents who marked "unaware"
werealsoabletoanswer questions about specificcompetencies like"CommunicationSkills," "Learning,"and
"Interpersonal Skills," among others; this suggests that respondents who marked "unaware" are actually familiar
with the concept of "Competency," but are simply unfamiliar with its terminology.

The answer to the question "Who Determines Organisational Competencies?" More than half of the individuals

who responded, approximately 52 percent of the total data set, selected HR Manager.
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Following that, 30 percent of individuals selected the Department Head. 13 percent of workers are in agreement
that their Supervisor is the one who determines their competencies. However, only 3 percent of individuals who
responded selected staff. This leads one to the conclusion that all industries have robust HR departments intheir
respectivecompanies becausethevast majorityoftheresearchfoundthat managerialand behavioural competencies
should be identified by the HR or personnel department of companies, and other major responses aregivento
departmental heads, whoarealso goodfor identifyingtechnical competencies in the organisation, according to
the research. On the other hand, very few people responded that supervisors should be responsible for
identifying technical competencies, and the majority of these respondents camefrom lower-level management.

Who is responsible for and puts their primary attention on the technical parts of the task.

6.8.3 : Selected Employees’ responses towards various Competencies:

The research conducted focused on assessing various skill sets and competencies in different industries,
particularlyinrelationtocommunication, organizationawareness, behavior, andtechnicalabilities. Thestudy
involved employees from the agro and food processing industry, oil and gas industry, pharmaceuticals, and
biotechnology industry, and the chemical and petrochemical industry.

Regarding communication skills, the findings revealed that while more than half of the respondents claimedto
have command over communication skills, a significant portion of employees expressed ambiguity or
disagreement about their communicationabilities. Theoil andgas industryshoweda strongpositiveresponse to
communication skills, indicating a clear emphasis on developing this competency. However, the
pharmaceuticals andbiotechnologysectors struggled in this area,with manyemployees lackingconfidencein their
communication skills. Managers and policymakers in these industries need to focus on enhancing
communication skills to improve cohesion and effectiveness among their workforce.

In terms of organization awareness and information seeking criteria, a majority of respondents displayed a
comprehensiveunderstandingof their organization's vision, mission, andbusiness objectives. The oiland gas
industry again stood out positively in this regard, while the pharmaceuticals and biotechnology industry had
the largest proportion of employees lacking a thorough understanding of their organization's goals. This
indicates a need for better communication and information dissemination within these sectors.

The behavior competency skill set encompassed interpersonal skills and relationship-building abilities. Theoil
and gas industry demonstrated a high percentage of employees who were skilled in this area, while the
pharmaceuticals and biotechnology industries had the lowest number of individuals agreeing with these
competencies. Managers in these sectors should focus on cultivating strong relationships and conflict resolution
skills among their teams to foster a cohesive and united workforce.

Movingtotechnical competencies, flexibility, learning, initiative, andqualityconcern wereanalyzed. The oil and
gas industry excelled in flexibility and learning competencies, while the chemical and petrochemical industries

struggled the most in these areas.
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Organizations need to ensuretheir employees areadaptableand eager to learn, especially in an ever-changing
business environment. Additionally, measuring work, making improvements, monitoring quality, and
maintaining accuracy were essential technical competencies. Theagro-food processing industry displayed the
highest rateof employees valuingquality, whiletheoilandgas industryhadthelowest number of individuals who
disagreed with these competencies. The chemical and petrochemical industries should focus on establishing a
greater emphasis on quality within their organization.

Lastly, the study assessed employees' willingness to work for the company, finding that the oil and gas industry
had the highest percentage of enthusiastic workers, while the pharmaceuticals and biotechnology industry had
the highest number of negative respondents. Managers in the latter industry need to concentrate on fostering a
more proactive and enthusiastic workforce.

Overall, the research underlined the importance of various competencies in different industries and provided
insights into areas that require improvement. Managers and policymakers in the pharmaceuticals and
biotechnology, chemical and petrochemical industries should focus on developing communication, behavior,

and technical competencies to enhance the overall effectiveness and success of their organizations.

6.8.4 : Selected Employees’ responses towards Competency-based HR Functions:

The research study focused on exploring Competence and Competency-based HR functions,which arecritical
constructs in the study. The researcher created seven sets of HR functions that incorporated competencies, and
respondents were asked in-depth questions related to these functions. The first aspect examined was
competency-based recruitment, where 63 percent of respondents agreed to have this approach intheir
organizations. However, 20 percent wereagainst it, and16 percent wereunawareof its existence. The Agro&
Food industry had the highest positive response rate (66 percent), while the Pharmaceuticals and Biotechnology
sector had the highest negative response rate (25 percent), indicating a need for revising their recruitment
strategies.

The next aspect was competency-basedselection, with 62 percent of employees believingit was incorporated in
their organization's process. 19 percent disagreed, and 17 percent were unaware. The Oil and Gas industry had
the highest positive response rate (65 percent), while the Agro& Food industry had the highestpercentage of
employees unaware of these practices (20 percent).

Competency-based training & development was also examined, with 63 percent of respondents stating that their
organizations used such approaches. 20 percent disagreed, and 16 percent were unaware. The Agro& Food
industry had the highest positive response rate (68 percent), while the Pharmaceuticals & Biotechnical industry
had the highest negative response rate (24 percent).

Regarding competency-based performance analysis, 67 percent of employees from selected manufacturing
industries agreed with the importance of competencies in evaluating performance. 15 percent disagreed, and 17
percent were unaware. The Chemical & Petrochemical and Oil & Gas industries had positive responses, while

the Pharmaceutical & Biotechnical industry had the highest percentage of confused respondents (22 percent).
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Competency-based compensation was explored, and the majority of respondents were positive (36 percent were
negative or neutral). The Oil & Gas industry had the highest positive response rate (70 percent), while the
Pharmaceutical & Biotechnical industry had the highest negative response rate (32 percent).

Overall, 65 percent of respondents agreedwiththecompetency-basedHR policy. TheOil&Gasindustryhad the
highest number of positive responses and the lowest number of negative and neutral responses. The
Pharmaceutical industry had the highest percentage of negative responses (32 percent).

In terms of career development practices through competency analysis, 60 percent of respondents agreed,
while40percent didnot or wereneutral. ThePharmaceutical& Biotechnical industryhadthehighest positive
response rate (78 percent), while the Oil & Gas industry had the lowest (38 percent).

In summary, the findings suggest that competency-based HR practices are generally well-received in the
selected industries. However, there are areas of improvement, such as recruitment strategies and career
development practices, particularlyintheOil & GasandPharmaceutical & Biotechnical industries. TheAgro&
Food industry performed well in some areas but needs to increase awareness of HR policies. Overall, the
research highlights the importance of competency-based approaches in HR functions and the need for

continuous improvement to enhance organizational performance and employee satisfaction.

6.8.5: Selected Employees’ responses towards Talent Management practices in the organisation:

The study focused on evaluating various Talent Acquisition practices, with a specific emphasis on Competency
analysis during the induction phase and throughout the HR process. The results indicated that a majorityof
respondents (64 percent) affirmedthe implementationof competencyanalysis inall stages of HR, but 21 percent
expressed negative sentiments, possibly due to lack of awareness. The oil and gas sector showed the highest
positive response to competency implementation. Additionally, approximately 67 percent of employees favored
the inclusion of competency analysis during the job description interview and talent identification process.
Thestudyalsoaimedtoassesstheperceptionsofparticipantsregardingthecorrelationbetweentalent management
andcompetency. Around66 percent of respondents believedthat this associationcould enhance
therecruitmentprocess,whilel4percentexpressednegativeviewsand18percentwereambivalent. However,
thechemical andpetrochemical industryhad a concerning39 percent of employees whoresponded neutrally,
potentially due to a lack of knowledge about the advantages of competency-based talent attraction.
Regardingtalentdevelopment,asignificantproportionofemployees(67percent)agreedwithcontinuous
competencyimprovementpracticesfortalentcultivationandmaintenancewithintheirorganizations. However,
when it came to regularly emphasizing the importance of skill and competency enhancement, the positive
response was lower at 57 percent.

Talent retention practices were also evaluated, and 64 percent of employees favored recognition and rewards
basedoncompetencyanalysis. Approximately63 percent believedthat competency-basedtalent management
fosters a culture of autonomy in the workplace, which is beneficial for retention. However, some industries

faced challenges in retaining talented employees through competency-based techniques.
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Overall, the study highlighted the importance of educating employees about talent development and
implementing transparent policies for talent acquisition, development, and retention. While respondents
recognized the potential benefits of talent management, there was a need for more commitment and knowledge
to fully implement these practices effectively. Policymakers and organizational leaders should prioritize

continuous competency enhancement to achieve proficient talent management strategies.

6.9: KEY FINDINGS & IMPLICATIONS OF THE RESEARCH STUDY:

This study employed the Correlation, Chi-Square test, Krushkal Wallis H Test & Post-Hoc Analysis,and
Structure Equation Modelling to test the hypotheses.As a result, the study found the following findings, which

can be summarized as its key conclusions and implications:

6.9.1:KeyfindingsfromCorrelationanalysis betweenoverallCommunicationskill, Competency&

overall Competency Based HR Functions:

TableNumber:6.8
FindingsofCorrelationBetweenoverallCommunicationskill, Competency&overallCompetency

BasedHRFunctionsofSelectedEmployeesfromfour keysectorsofthe manufacturingindustryof

Guijarat State
Sr. | SelectedConstructs Competency-based | Talent Talent Talent Talent
No HRFunctions Acquisition | Development | Retention | management
01 | CommunicationSkill -0.050 -0.057* -0.089** -0.007 -0.060*
02 | OverallCompetencies | 0.462** 0.256** 0.227** 0.323** | 0.305**
03 | OverallCompetency-basedHR Functions 0.417** 0.402** 0.495** | 0.511**

The study utilized Kendall's Tau correlation coefficient to examine the relationship between threefundamental
competence categories, competency-based human resource functions, and talent management practices. It
found a positive correlation between Competency and Competency-based HR Functions, indicating a strong
and significant association. However, there was a non-significant and inverse association between
communication competencies and competency-based HR tasks. This challenges the notion that
effectivecommunicationskills areessentialfor competency-basedHR practices. Theresearch emphasizes the
need for industries to prioritize enhancing communication skills among their employees. Competency-based
HR management is increasingly important in modern society, particularly in Industry 4.0 and beyond, and it

positively influences talent acquisition, development, and retention procedures.
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6.9.1.1: Implications of the Findings:

Enhancing Communication Skills: The study highlights the insufficiency of manufacturing sectors in Gujarat
regarding communication competencies. Industries should invest in improving communication skills among
their workforce to tackle future challenges effectively.

Prioritizing Competency-based HR Practices: Theadoption of competency-based HR practices can havea
notable impact on talent acquisition, development, and retention. Companies should identify and recruit
individuals with exceptional skills while promoting ongoing professional development to reduce employee
turnover rates.

Strategic Recruitment: Implementing competency-based selection strategies enables the identification and
recruitment of individuals with the right skills for specific job positions, leading to improved outcomes for both
recruiters and applicants.

Transparent Performance Assessment: The study supports the use of competency-based performance
assessment as a transparent and authentic way to evaluate employee performance, linking it to reward and
training systems.

Talent Management: The research emphasizes the importance of competency-based talent management
strategies in retaining highly skilled individuals and promoting human capital growth.

Competency-based Pay: The implementation of competency-based pay can reward employees who
demonstrate exceptional abilities through job performance and organizational contributions, fostering aculture
of diligence and decision-making.

Career Development Strategies: Companies can improve talent retention by implementing competency-
based career development strategies, addressing the professional growth needs of employees, leading to
increased loyalty and longer tenures.

Effective Organizational Integration: Adopting competency-based HR policies facilitates seamless
integration of capabilities throughout an organization, enhancing the successful implementation of talent
management strategies.

Inconclusion, thestudyhighlightsthesignificanceofcompetency-basedHR practicesandtalent management in
modern organizations. It stresses the need to prioritize communication skills, strategic recruitment, transparent
performance assessment, and competency-based career development to foster employee growth, enhance talent

retention, and achieve sustained viability in the rapidly evolving landscape of Industry 5.0.
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6.9.2 :Key findings from Correlation analysis between Talent Acquisitions, Talent Development,

Talent Retention & Talent Management

TableNumber:6.9
OverallFindingsofCorrelationBetweenTalentAcquisitions, TalentDevelopment, TalentRetention&
Talent Managementof Selected Employees from four key sectors of the manufacturing industry of

Guijarat
Sr. | SelectedConstructs Talent
No management
01 | OverallTalentAcquisitionspractices& TalentManagement 0.597**
02 | OverallDevelopmentpractices& TalentManagement 0.726**
03 | OverallTalentRetentionpractices& Talent Management 0.580**

The study found a statistically significant positive association between talent acquisition and talent management
processes. It suggests that asanorganizationimproves its talent acquisitionstrategies, there will be a
corresponding improvement in talent management practices. Talent acquisition involves identifying, recruiting,
and selecting individuals with the required qualifications, and it plays a crucial role in enabling organizations
to achieve their objectives. The talent acquisition team is pivotal in integrating newly hired individuals into the
organizational culture to enhance their productivity and impact. Talent development, which includes effective
training programs, is crucial for enhancing employee engagement and work performance. Talent management
encompasses deliberate and systematic efforts to nurture and augment individuals' abilities and competencies.
Staff retention emerged as a significant concern, and implementing employee retention strategies is crucial for
the progress and success of an organization. Organisations must strategically prioritise initiatives such as
professional development and employer branding to ensure the successful attraction and retention of highly
skilled employees. (Niedzwiecka, 2016) posits that talent acquisition is the preliminary stage within the broader
construct of talent management.

6.9.2.1: Implications of the Findings: The findings have several important implications for organizations.
First, it highlights the importance of prioritizing talent acquisition and management strategies.Investing
inattracting and selecting highly skilled employees will lead to better talent management outcomes, positively
impacting overall organizational success.

Second, organizations should focus on talent development to improve employee understanding of their roles
and equip them with the necessary skills. By offering effective training programs, organizations can boost
employee engagement and work performance while reducing the likelihood of errors and improving overall
productivity.

Third, creating customized talent development plans is essential for managing a highly skilled workforce
effectively. By offering clear trajectories for professional growth, organizations can promote workplace

inclusivity and ensure that employees have opportunities for continuous improvement.
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Fourth, the study emphasizes the significance of employee retention strategies. High employee turnover can
negatively affect operational efficiency and worker motivation. Therefore, organizations must implement
efficient talent retention strategies to maintain a stable and highly skilled workforce, ultimately contributingto
successful talent management.

Lastly, organizations that prioritize evaluating their organizational culture and associated benefits can attract
and retain talented individuals more effectively. A positive and nurturing work environment fosters personal
development and satisfaction among employees, leading to better talent management outcomes.

In conclusion, this study underscores the interconnection between talent acquisition and talent management and
emphasizes the importance of strategically prioritizing initiatives such as talent development, employee
retention, and fostering a positive organizational culture. By implementing thesestrategies, organizations can

enhance their talent management practices and improve overall organizational performance.

6.9.3 : Key Findings fromChi-Square Analysis :

TableNumber:6.10StatementsShowingSignificant&Non-SignificantAssociationofthe
demographicprofileofSelectedEmployeeswithCompetency, Competency-basedHR&Talent

Management practices in the organisation

SR.SelectedFactors SelectedStatementforcompetency&Talent Age  |Gender |Desig |Qualifi [Exper
No. managementpracticesintheorganisation nation [cation |ience
01 CommunicationSkill 0.483 |0.448 |.442 |.000 000
Managerial (0.257) |(.168)
Competency Organisation  Awareness & information|0.060 |.390 [.052 |.001 |[170
seeker (.152)
02 |Behavioural InterpersonalSkills,RelationbuildingSkill 0.705 (0.875 |.073 |342 |.235
Competency Empathy,Influence& Persuasive 0.362 (988 |.035 |000 |601
(.174)
03 [Technical Flexibility 0.090 (288 |.021 |001 |.090
Competency (.156)
Learning .000 [570 [.060 (000 006
(0.190) (.172)
CreateyourownMeasureofExcellence& 0.036 |[064 |.084 |.000 |.000
QualityConcern. (:214) |(.179)
Initiative 0.097 |531 |.010 [000 |009
(.261)
04 |(Competency-based [Theorganizationidentifiesvacancies&job 0.001 |[241 |118 |.000 |.001
Recruitment descriptionswiththehelpofcompetency (0.145) (-207) |(.159)
analysis.
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05 |Competency-based [Theorganizationanalysesthebehavioural 0.146 |439 |.014. |.000 |.168
Selection competencies & technical competencies of the (.189)

employee during the selection Procedure.

06 |Competency-based [Thelatesttrainingmethodsareusedto 0.066 |[738 |014 |.000 |.006
Training &ldeveloptechnical, behaviouralandmanagerial (.295)
Development competencies.

07 |Competency-based |[Competency plays an essential component in0.235 |[.262 |0.002 [0.000 |.239
Performance performance Appraisal System, Promotion & (.275) |(.173)
Appraisal &Succession planning in your organization.
successionPlanning

08 |Competency-based [Thecompensationstructureofyourcompany 0.202 (490 |.303 |.000 |.679
Compensation isbasedoncompetency level. (.160)

09 |Competency-based |[Competency-basedHRpoliciesandpractices  |0.621 |[.814 |.187 [.001 |.409
HRpolicy arefollowedintheorganization. (.153)

10 |Competency-based |Managementencouragescareer development. |0.000 |.760 |[.358 [002 [.000
Career development (0.196) (.151) ((.187)

11 [TalentAcquisition  |Competencyanalysesaremadestartingright 0.029 |[590 |111 |254 |.040
frominductionsothatemployeesdon'tthink
ofleavingthejob.

The gap between Talent in place and Talen{0.075 |[391 |.439 |008 |.065
required is identified by competency in the

organization; along with this, priority is given
atthetimeofinterviewtopotentialcompetent

candidateswhenavacancyarises.

Thelinkagebetweencompetencyandtalent 0.108 |[376 |.469 |.006 |.022
management results in Openness to change.
Competency-basedtalentattractionleadsto 0.062 (364 |.500 [.000 |.007
Hiringcompetentstaff. (:210)

12 [TalentDevelopment |Continuous Competency improvement|0.414 [.148 |.003 |.002 |.106
practicesarefollowedfordevelopingand (.269) |(.151)
sustainingtalentedpeopleinthe organization.

Encouraging  creativity, innovation 0.405 (474 |.090 |.001 |.000
&Employeefriendlypoliciesle (.155)

adstobetter

talentdevelopment.

Employersregularlyremindtheimportanceof  0.361 |.673 |.216 |487 |835
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skillsandcompetencies.

Thecriticalskillsofemployeesareupgraded 0917 |986 |.710 |.000 102
regularlybyemployers. (.173)
Skill up-gradation and competency|(0.628 |.817 [.349 |.000 278
developmentareeffective. (.193)
Upgradedskills matchthemarketdemand. 0.391 |[169 |292 |.001 |.405
(.159)

13 [TalentRetention Individual or Group performance is0.11 |.773 109 |326 |175
recognized&rewardedwiththehelpof
competency analysis.

Priority isalwaysgiven to retaining all types of [0.277 239 |215 (056 |.027
employees who have reasonable

competency.

Competency-based Talent  management/0.61 779 |217 [395 |.354

Encouragesfreedomtowork.

Themajorityofthepeopleremain foralonger 0.303 |[166 |939 |017 |.026

timeintheorganization.

o Competency-based training & Flexibility|0.452 |.860 [.018 (012 [.001
helpstheorganizationretainTalentintheorganizat| (.153)
ion.

14 |Competency-based [Theprogressimadeinmycompetence 0.169 (698 |.278 |.000 |.041

Applications development gives me satisfaction (.210)
Competency-based training &  Flexibility
helpstheorganizationretainTalentinthe
organization.

Continuousmonitoring&feedbackonthe 0.022 (461 |579 |.000 |.000
competenciesaregiventoemployees. (.170) |(.166)

The study investigated the relationship between demographic variables and the awareness andimplementationof

competence-basedhumanresourcefunctions andtalent management practices ina specific sample of employees.

The findings revealed that age had a significant impact on learning competence, with older individuals

experiencing difficulties in adapting to change and acquiring new skills. Youngerindividuals were more likely

to change jobs for better opportunities, while older individuals prioritized stability and security in their careers.

However, age did not significantly influence talent management practices, suggesting that skill and aptitude

were more critical determinants of success.
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Gender did not play asignificant role in competencies and talent management practices, indicating a positive
trend towards gender equality in organizational advancement(Dickens, 1998).

Designation did not significantly affect competence execution, implying that competencies could be developed
at various levels within an organization. On the other hand, higher levels of education were associated with
better proficiency in acquiring new human resource functions, highlighting the importance of education in
competency development. Experience showed an inverse association with quality concerns, as
moreexperiencedindividuals exhibitedbetter control over their tasks. Italso hadsignificant associationswith
talent retention strategies and receiving monitoring and feedback.

These findings have several implications for organizations. Firstly, age diversity should be recognized and
embraced, with targeted training and support provided to individuals of different age groups to bridge any
learning and adaptability gaps. Talent development strategies should be tailored to accommodate the
preferences and priorities of various age groups. Secondly, organizations should strive for gender equality in
their talent management practices and provide equal opportunities for professional growth and developmentto
all employees, regardless of gender.

Regarding designations, the study's findings suggest that competencies can be nurtured and developed at all
levels within an organization, not just limited to specific job titles. Thishighlights the importance of providing
training and development opportunities across all ranks and positions.

The significance of education in competency development indicates that organizations should invest in the
continuous learning and upskilling of their employees. Encouraging employees to pursue higher levels of
education can enhance their proficiency in acquiring new human resource functions and contribute to the overall
success of the organization.

The study's findings on experience imply that organizations should acknowledge the varying needs and
concerns of employees at different experience levels. Providing adequate support and feedback to less
experienced employees can help them feel more secure and confident in their roles. Additionally, talent
retention strategies should be tailored to retain experienced employees, acknowledging their value and
contributions to the organization.

Overall, the study underscores the importance of understanding and addressing the impact of demographic
variables on competencies and talent management practices within organizations. By implementing targeted
strategies andpromoting equalityandcontinuous learning, organizations canfoster a moreskilled, adaptable, and
engaged workforce, ultimately contributing to their long-term success and competitiveness in the global market.
6.9.3.1: Implications of the Findings:

The implications of the study's findings are manifold and have practical implications for organizations in the
areas of talent management, employee development, diversity and inclusion, and HR practices. Here are the

key implications:
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Tailored Talent Development: Understanding the impact of age on learning and adaptability is crucial for
designing effective talent development programs. Organizations should consider age-specific training and
development initiatives to address the varying needs and preferences of employees at different stages of their
careers. Younger employees may benefit from opportunities for skill acquisition and career advancement, while
older employees might benefit from programs focused on enhancing their adaptability and change management
skills.

Promoting Gender Equality: The study's finding that gender does not significantly influence competencies
and talent management practices aligns with the importance of promoting gender equality in the workplace.
Organizationsshouldcontinuetofosteraninclusiveanddiverseenvironmentthatprovidesequal opportunities for all
employees, regardless of gender, tocontributetheir  fullpotential and  excelintheir  roles.
CompetencyDevelopmentatAllLevels: Thelackofsignificantassociationbetweendesignationand
competenceexecutionemphasizesthatcompetenciescanbedevelopedatvariouslevelswithinan organization. As a
result, organizations should prioritize providing training and development opportunities to
employeesatallranksandpositions. Thisapproachcanleadtoamoreskilledandversatileworkforce, benefiting the
organization as a whole.

Investing in Education: The strong relationship between education and competency indicates that
organizations should invest in employee education and continuous learning. Supporting employees inpursuing
higher levels of education can lead to improved proficiency in acquiring new human resource functions, which
can, in turn, contribute to organizational growth and success.

Recognizing Experience: Understanding the impact of experience on quality concerns, talent retention, and
feedback reception can help organizations tailor their management practices accordingly. Recognizing and
appreciating the value of experienced employees can foster loyalty and commitment, ultimately leading to a
more stable and motivated workforce.

Strategic Talent Retention: The significant association between talent retention strategies and employee
experience highlights the importance of strategic talent retention efforts. Organizations should focus on
retaining experienced employees by offering growth opportunities, career progression, and a positive work
environment that acknowledges their contributions.

Emphasizing Competency Awareness: The strong correlation between age, qualifications, experience, and
competencyawareness  emphasizestheneedfor  organizationstoensurethat — employeesarewellawareoftheir
competencies and skillsets. Effective communication and performance feedback can help employees
understand their strengths and areas for improvement, leading to better utilization of their talents and increased
job satisfaction.

In conclusion, the findings of this study provide valuable insights for organizations aiming to optimize their
talent management practices, foster a diverse and inclusive workplace, and invest in the continuous

development of their employees.
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By recognizing and addressing the impact of demographic variables on competencies, HR functions, and talent
management practices, organizations can build a more capable, adaptable, and engaged workforce, enhancing

their overall performance and competitiveness in the modern business landscape.

6.9.4: Key Findings FromKrushkal Wallis H Test & Post-Hoc Analysis(Designation wise)

TableNumber:6.11
Designation-wise Differences in the responses towards Total Competencies (managerial, Technical
&behaviouralCompetencies), Competency-basedHR, TalentAcquisition,talentDevelopment&talent
Retention of Employees from four key Sectors of the manufacturing industry of Gujarat

Selected Level|Mean Rank{Thedifferencein |Std. Std. Test

SelectedFactors ofDesignation |Score MeanValue Error  |Statistic |Sig. Adj.Sig

TotalCompetencies [Top Level - 51.665 19.481 |2.652 .008 .024**

(managerial, Lowerlevel 295.46-243.79

Technical Top Level - 43.123 14,987 (2.877 004  |.012**

&behavioural Middle level

Competencies) 295.46-252.34-

Competency-Based [Top Level - 71.505 15.015 4.762 .000 .000**

HRFunctions Middlelevel 301.60-230.10

TalentAcquisition [Top Level - 40.041 14.970 2.675 .007 .022**
Middlelevel 286.66-246.88

TalentManagement [Top Level - 44.066 15.034 2.931 .003 .010**
Middlelevel 290.21-246.21

Talentretention Top Level - 52.483 14.943 3,512 .000 .001**
Middlelevel 294.80-242.32

Note:.**Differenceissignificantat.05level(2-Sidedtests)

Thesignificancevaluehas beenadjustedbytheBonferronicorrectionformultipletests

ThestudyutilizedtheKruskal-Wallis H test toinvestigatepotentialdifferences among multiplegroups within the

manufacturing industry in Gujarat, focusing on Total Competencies, Competency-based HR
functions,andvariousaspects ofTalentManagement. Theresults revealedsignificant variationsamongthegroups,
with upper-level management demonstrating a distinct advantage in comprehending and implementing diverse
competencies comparedto middleandlower-level employees. Thedisparity in meanrankingwas particularly
pronounced when comparing Top Level and Lower Level management, highlighting the marked divergence
between these hierarchical strata. The study also found that senior management showed higher levels of
engagement in all competencies, while lower-level management tended to emphasize technical competencies

more.
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6.9.4.1:Implications of the Findings:

Competency Development: Thestudy's findings suggest that upper-level management exhibits higher levels
of engagement in all competencies, which implies that organizations should prioritize competency development
programs for employees acrossalllevels, but withparticular attentiontomiddleandlower-level managers. By
providing targeted training and development opportunities, organizations can bridge the competency gap and
improve overall performance.

Talent Acquisition: The study highlights the influence of senior management in talent acquisition,
emphasizing the need for strategic policies and programs to attract individuals with exceptional abilities.
Organizations should focus on aligning talent acquisition practices with the specific requirements of each
management level, ensuring that the hiring process is tailored to the needs of the organization and the
expectations of different managerial roles.

Talent Development: Giventhe observed emphasis ontechnical competencies amonglower-level managers,
organizations should invest in talent development initiatives that focus on nurturing broader managerial and
behavioral competencies. Training programs and career advancement opportunities should be designed tohelp
employees progress through the organizational hierarchy, preparing them for higher-levelresponsibilities.
Talent Retention: The study underscores the importance of retention policies that are tailored to the
hierarchical position of employees. Organizations should recognize that different levels of management have
varied preferences and motivations, with cash-based incentives being more significant for lower-level managers
and non-monetary benefits, such as vacation time, holding greater valuefor higher-level managers.
Implementing retention strategies that consider these differences can contribute to higher employee satisfaction
and reduced turnover rates.

Senior Management Involvement: The study's post hoc analysis revealed the crucial role of senior
management in determining and driving HR policies and practices, especially in talent development and
retention. Organizations should foster a culture of strong leadership involvement and collaboration between
senior management and other levels to ensure effective implementation of HR strategies and achieve
organizational goals.

In conclusion, the study provides valuable insights into the disparities in competencies and HR practices across
different levels of management in the manufacturing industry in Gujarat. By understanding these findings and
their implications, organizations can design targeted interventions to improve competency development, talent
acquisition, talent development, and talent retention strategies, ultimately enhancing overall organizational

performance and success.
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6.9.5 :Key Findings From Krushkal Wallis H Test & Post-Hoc Analysis (Industry-wise)
TableNumber:6.12Industry-wiseDifferencesintheresponses forTalentAcquisition&Talent

RetentionofEmployeesfromfourkeySectorsofthemanufacturingindustryofGujarat

SelectedFactors Mean  Rank|The difference/Std. Error {Std.  Test
SelectedLevelof (Score in Mean Value Statistic  |Sig. Adj.
Designation Sig
TalentAcquisition |Oil&GaslIndustry |296.82-241.27 (55.548 20.734  2.679 .007 .044**
-Chemical
&
Petrochemical
industry
TalentRetention  [Oil&GasIndustry (308.14-250.66 (57.476 20.696 [2.777 005  [033**
-Chemical &
Petrochemical
industry
Oil&GasIndustry 308.14-257.45(50.688 18.342 2.763 006 | 034**

-Pharmaceuticals&

biotechnology

Industry

Note:.**Differenceissignificant at.05level(2-Sidedtests)

Thesignificancevaluehas beenadjustedbytheBonferronicorrectionformultipletests

ThestudyutilizedtheKruskal-Wallis H test toinvestigatepotentialdifferences among multiplegroups within the
manufacturing industry in Gujarat, focusing on Total Competencies, Competency-based HR
functions,andvariousaspects ofTalentManagement. Theresults revealedsignificant variationsamongthegroups,
with upper-level management demonstrating a distinct advantage in comprehending and implementing diverse
competencies comparedto middleandlower-level employees. Thedisparityin meanrankingwas particularly
pronounced when comparing Top Level and Lower Level management, highlighting the marked divergence
between these hierarchical strata. The study also found that senior management showed higher levels of
engagement in all competencies, while lower-level management tended to emphasize technical competencies

more.

6.9.5.1:Implications of the Findings:

Talent Management Practices Differ Across Industries: The Kruskal-Wallis test results suggest that there
are significant differences in Talent Management practices among the four major sectors of the manufacturing
industry in Gujarat. This indicates that each industry might have unique approaches and strategies for managing

talent, reflecting the specific challenges and demands faced by companies in these sectors.
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Oil & Gas Industry Excels in Talent Acquisition and Retention: The post hoc analysis reveals that the oil
and gas industry has a superior standing in both Talent Acquisition and Talent Retention practices compared
to the other industries. This finding suggests that the oil and gas sector may have well-developed recruitment
and retention strategies, which could contribute to attracting and retaining high-quality talent in the industry.
Agro& Food Processing Industry Performs Well in Talent Acquisition: Similar to the oil and gas industry, the
agro and food processing industry also exhibit strong Talent Acquisition practices. This implies that companies
in this sector have effective talent sourcing and recruitment processes in place, enabling them to attract skilled
individuals to their organizations.

Pharmaceutical & Biotechnology and Chemical & Petrochemical Industries Need Improvement: The
post hoc analysis indicates that the pharmaceutical & biotechnology industry and the chemical & petrochemical
industry have room for improvement in their Talent Acquisition, Talent Development, and Talent Retention
practices. These sectors might face challenges in talent management and could benefit from revisiting their
strategies to align them better with industry best practices.

Contrasting Perspectives in Talent Management between Oil & Gas and Other Industries: The study's
outcomes revealed stark differences between the oil and gas industry and the pharmaceutical & biotechnology
industry and the chemical & petrochemical industry concerning Talent Acquisition, Talent Development, and
Talent Retention practices. This contrast underscores the need for benchmarking and knowledge sharing
between industries to improve talent management practices across the board.

Scope for Industry-Wide Talent Management Enhancement: The overall findings highlight the
significance of enhancing talent management practices across all industries within the manufacturing sector of
Gujarat. Companies can benefit from sharing best practices, fostering a culture of talent development, and
prioritizing employee retention to maintain a skilled and engaged workforce.

In conclusion, the analysis of Talent Management practices among different sectors of the manufacturing
industry in Gujarat reveals variations in viewpoints and practices. The oil and gas industry and the agro and
food processing industry demonstrate stronger talent management practices compared to the pharmaceutical &
biotechnology industry and the chemical & petrochemical industry. By identifying areas of improvement and
adopting industry-specific best practices, organizations can strengthen their talent management efforts and

positively impact their overall performance and competitiveness.
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6.9.6 : Key Findings From Structure Equation Modeling- Pls Sem- Path Analysis Result
The fact that all studies included in the analysis provided absolute values and significance levels for the path
relationships of constructs, except for theassociationbetweenCompetency&Talent Management, highlights the

potential for conducting further mediation analysis to understand this relationship better.

TableNumber:6.13
FindingsofRegressionandHypotheses Testing

Hypot | TestingofHypotheses T
heses statistics Decision
Original Standard | (|O/STD
sample Sample deviation | EV|)
©) mean(M) | (STDEV) Pvalues
H1 Competencies - Support
>Competency_Based_HR | 0.428 0.429 0.044 9.655 0.000**
H2 COMP_Application - Support
>Competency Based_HR | 0.438 0.437 0.043 10.145 | 0.000**
H3 Competencies - Reject
>TM_Total 0.004 0.004 0.013 0.33 0.371
H4 Competency Based HR- Support
>TA 0.606 0.606 0.033 184 0.000**
H5 Competency Based HR- Support
>TD 0.552 0.553 0.033 16.898 | 0.000**
H6 Competency_Based HR- Support
>TR 0.722 0.723 0.024 29.828 | 0.000**
H7 TA->TM_Total 0.353 0.352 0.014 24.903 | 0.000** | Support
H8 TD->TM_Total 0.592 0.593 0.016 37.467 | 0.000** | Support
H9 TR->TM_Total 0.231 0.231 0.015 15.586 | 0.000** | Support

Note:Comp_HR=CompetencybasedHRFunctionsT A=TalentAcquisition, TD=TalentDevelopment, TR=
Talentretention

6.9.6.1: Implications of the Findings:

The findings of this analysis have several important implications for talent management practices within the
organization. One of the key takeaways from the results is the significant relationship observed between
Competency and Competency-based HR Functions with Talent Acquisition, Talent Development, and Talent
Retention. These factors are fundamental elements of effective talent management practices. The rejection of
null hypotheses for all other constructs, except for Competencies & Talent Management, indicates that there
are no significant relationships between most of the constructs under examination. However, the path coefficient
analysis shows a strong and significant relationship between competency and competency-based human
resources functions, as well as between Competency-based HR Functions and talent management approaches.
This significant and robust relationship opens up new possibilities for implementing accurate and effective
talent management protocols andpolicies across the entire organization. Byunderstandingandleveragingthe
links between competency, HR functions, and talent management, organizations can optimize their talent

acquisition,development,andretentionstrategies.
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Thiscouldleadtomoretargetedrecruitmentefforts, tailoredtrainingprograms, andimprovedretentioninitiatives,
ultimatelyenhancingtheoveralltalent pooland workforce performance.

Furthermore, the potential for conducting mediation analysis between Competency & Talent Management
suggests that further investigation is required to unveil the underlying mechanisms that explain this relationship.
Identifying the mediating factors can provide critical insights into how organizations can leverage competencies
to drive talent management success. This research could also inform the development of targeted interventions
and strategies to bridge the gap and strengthen the association between competency and talent management.
Overall, these findings underscore the importance of understanding and prioritizing competency-based HR
functions in talent management efforts. Organizations that focus on developing and harnessing competencies
while aligning them with their talent management approaches are likely to gain a competitive advantage in
attracting, developing, and retaining top talent. Implementing evidence-based talent management protocols,
informed by the results of this analysis, could lead to more efficient and productive talent management

practices, contributing to the overall success and growth of the organization.

6.9.7: KEY FINDINGS FROM STRUCTURE EQUATION MODELING- Q?PREDICT RESULT:

Table Number: 6.13 Findings of Q?predict

SelectedConstructs Q?predict
COMP_HR4 0.249
COMP_HR5 0.139
COMP_HR6 0.216
COMP_HR7 0.391
COM_HR1 0.455
COM_HR2 0.422
COM_HR3 0.384
TALENT_Acquisition_1 0.173
TA_Acquisition_2 0.18
TA_Acquisition_3 0.156
TA Total 0.226
TALENT_DEVELOPEMENT _3 0.042
TALENT_DEVELOPEMENT 4 0.082
TALENT_DEVELOPEMENT _5 0.127
TALENT_DEVELOPEMENT_6 0.15
TALENT_DEVELOPMENT _1 0.199
TD_Total 0.263
TALENT_RETENTION_1 0.146
TAlent_Retention 2 0.179
TR_Total 0.215

Note:Comp_HR=CompetencybasedHRFunctionsT A=TalentAcquisition, TD=Talent Development, TR=
Talent retention
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The findings of the study suggest that the Partial Least Squares (PLS) path model, when evaluated using the
Q2 metric, demonstrates higher predictive accuracy compared to traditional R2 measures. Shmueli et al.
(2016)proposeda set of methodologiesaimedat makingpredictionsbeyondtheconfinesoftheavailabledata sample.
Thisprocess entailstheconstructionofa modelusingananalysissampleandevaluatingitspredictive
capabilitiesusinga distinct set of datareferredtoasa holdout sample. TheresearchersappliedthePLSpredict
methodology withinthePartialLeastSquares StructuralEquationModelling(PLS-SEM)frameworktoassess the
model's predictive capabilities using a holdout sample, which was distinct from the analysis sample used for
constructing the model.

The Q2 values obtained for the endogenous constructs were found to be greater than zero, indicating that the
model exhibits a robust predictive capacity. The Q2 values of 0, 0.25, and 0.5, corresponding to low,moderate,
and high levels of predictive significance, were all exceeded, implying that the model's predictive power is at
least moderate or higher for the constructs under consideration(Hair & Sarstedt, 2019).

6.9.7.1:Implications of the Findings:

The research findings have significant implications for the field of Competency-based Talent Management
across diverseindustries. Byestablishinga predictivemodel withhighaccuracy, organizationscaneffectively
estimate various talent management aspects, such as identifying and nurturing talents, improving workforce
competencies, and aligning employee skills with organizational goals.

Theuseof thePLSpathmodel with theQ2 metric asan alternativeto R2 allows researchers and practitioners to
focus on the model's predictive capacity rather than just its explanatory power within the sample used for
training. This approachoffers a morecomprehensiveassessment of the model's performanceandenhances its
applicability in real-world scenarios.

Withthedemonstratedpredictivevalidityof thePLS pathmodel, decision-makers canconfidentlyrelyonthe
model'spredictionstomakedata-driventalent management decisionsinfuturesamples.  Thiscanleadtomore
effective talent acquisition, retention, and development strategies, resulting in improved organizational
performance and competitiveness.

Overall, the research contributes to the advancement of the Competency-based Talent Management field and
provides a valuable methodological framework for evaluating predictive models using holdout samples and the
Q2 metric. Organizations can now leverage this approach to enhance their talent management practices and
improve their overall human resource management strategies. However, it's important to note that while the
model has demonstrated predictive significance, ongoing validation and refinement should be conducted as new

data becomes available to ensure its continued accuracy and relevance.
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GraphNumber:6.3
ResultsofStructuralModel Assessment
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Based on the empirical findings of the measurement model, a statistically significant association is observed
between the concept under investigation and its predecessor across all dimensions. It is recommended tostrive
for loadings exceeding 0.70, as these indicate that the construct demonstrates satisfactory itemreliability by
accounting for over 50percent of the variance in the indicator. The key construct waseffectively described by
considering only Communication Skills and a limited number of talent management strategies that had lower
values and were excluded from the study. The study's implications suggest that effectivecommunicationskills
arecrucial indeveloping humanresources withinanorganisation. However, it is worth noting that these skills may
not have a significant influence in the context of competency-based HR and talent management. Based on the
analysis of reflecting indicator loadings, commonly called outside loadings, it is evident that a limitednumber
ofpractices, preciselyonefromtalent acquisition, onefromtalent development, and two from talent retention, did
not significantly influence talent management practises. The outcome of the measuring model also imposes
constraints on the reliability and validity of the construct.

This observation ultimately implies a notable consistency and reliability in referring to both the exogenous and
endogenous constructs. Higher values generally indicate higher levels of reliability. The study's findings
revealedthat allconstructs exhibited values aboveand belowthethreshold 0f0.95, indicatingtheir reliability. The
examination of the convergent validity of each construct is addressed during the third stage of the assessment
of thereflective measurement model. Convergent validityrefers tothe extent towhicha construct effectively

accounts for the variability observed among its constituent elements.
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The AVE value of this study, surpassing the threshold of 0.50, signifies the presence of convergent validity and
implies that the observed variability in statementscan potentially be accounted for, thereby
illustratingtheconsistencyof indicators andtherobust correlationbetweenassessments of constructsandother
measures designed to assess theoretically linked concepts. Based on the study's results, it is observed that the
discriminant validity values of the selected constructs are below the threshold of 0.85.

This result illustrates that the selected constructions possess distinct characteristics that differentiate them. This
observation suggests that each construct has a unique conceptual framework that sets it apart from the other.
The Measurement model results provided evidence for the construct's validity and reliability. The evaluation of
the structural model is essential for assessing the predictive component of the model. Based on
theexaminationconducted, theresearcher hasdeterminedthat common methodbias is absent, thus indicating the
absence of any collinearity concerns with the data, which implies that each participant thoroughly examined
the questions and provided suitable responses. Consequently, no two participants offered identical answers to
all the questions.

The metric used to assess thepredictiveaccuracy within the sample is commonly known as thecoefficient of
determination, denoted as R2. All R2 values exceed 0.25, indicating that all constructs in the study possess a
heightened explanatory capability. Values greater than 0.50 indicate that competency-based human resources
(HR) and talent retention possess exceptional and advantageous predictive capacities. The disparity in R2 values
between the model incorporating thepreceding construct and the model can beutilised to ascertain the magnitude
of the f2 effect.

Based on established categorisations, effect sizes of 0.02, 0.15, and 0.35 are conventionally classified assmall,
medium, and large, respectively. The findings suggest that the variables exhibit asubstantial effect size,
asevidencedbya magnitudeexceeding0.35.TheQ2predictanalysisisa significant methodthatutilises PLS
prediction. The findings from the Q2 prediction in this study indicate a substantial level of predictive capability
in the model. Similar results can probably be achieved if this model is applied to different samples or industries.
The results of the study indicate that R2 (in-sample explain power), F2 (effect size), and Q2 predict (in- sample
& out-sample explain power) all demonstrate a higher and more robust value. This suggests that the conceptual
modelpossesses substantialpredictive capability, whichcanbeinstrumentalin facilitatingsuccess for businesses

and other research endeavours in the domain of talent management.

.TableNumber:6.15
MediationAnalysis-TotalDirectEffectresultofCompetency, Competency-basedHRfunctions&
Talent Management

Standard
Original Sample deviation | T  statistics

Totaldirect Effects sample(O) mean(M) | (STDEV) | (|O/STDEV|) | Pvalues
Competencies -

>Competency Based HR 0.628 0.63 0.033 19.078 0.000**
Competencies->TM_Total 0.037 0.037 0.045 0.824 0.205
Competency_Based HR -

>TM_Total 0.682 0.683 0.039 17.289 0.000**
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Table Number: 6.16
SpecificlndirectEffects

Standard
Original Sample deviation | T statistics
SpecificlndirectEffects sample(O) mean(M) (STDEV) | (|O/STDEV)) Pvalues
Competencies -
>Competency_Based HR -
>TM_Total 0.429 0.43 0.031 14.042 0.000**

Graph Number: 6.4
Result of Mediation Analysis
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Theconcept of "Mediation™ was introduced by Baron and Kenny in theyear 1986. Theauthors proposed that the
most persuasive evidence favouring mediation is evident when a direct effect is absent. Only an indirect effect,
which is commonly referred to as "full mediation"(David A.Kenny and Reuben M. Baron, 1986),The
occurrenceofsimultaneousindirect  anddirect effectsisfrequentlydenotedas”partialmediation” inacademic
discourse. Although complete mediation is widely regarded as the optimal criterion, it has been observed that
a considerable proportion of scholarly articles conclude with this notion only when all tests are executed and
reported suitably(Zhao et al., 2010). The study's results indicate that although Competencies have no significant
direct impact on Talent Management, there is evidence of complete mediation through competency-based HR
functions and underscores the significance of prioritising competency-based human resources functions for

organisations that aim to implement Talent Management practices.
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TableNumber:6.17

FindingsoflmportancePerformanceMAPAnNalysis(IPMA)
Selectedconstructs Importance | Performance
COMP_Application 0.308 69.744
Competencies 0.307 68.534
Competency_Based HR 0.705 67.647
TA 0.353 68.322
TD 0.593 65.861
TR 0.233 67.16
Average 0.4165 67.878
Note:Comp_HR=CompetencybasedHRFunctionsT A=TalentAcquisition, TD=Talent
Development, TR=Talentretention

GraphNumber:6.5

Importance Performance Map
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The evaluation of the comprehensive impacts of the structural model on a designated target construct is
conducted by thelPMAthrough a comparison with the mean latent variablescores of thepredecessors of this
construct. According to(Hair & Sarstedt, 2019),Based on the research conducted by the Importance
PerformanceMapanalysis (IPMA), thesuccessfuladoption of Talent Management practices is closelytiedto the
effective utilisation of Competency-based Human Resources (HR) functions. Nevertheless, the performance in
this particular domain is merely average and necessitates enhancement through the execution of diverse policies
and programmes. Furthermore, the research underscores the significance of talent development within the
framework of talent management practises, noting that its current performance falls short of the average
standard. This ultimately underscores a lack in the execution of suitable talent development strategies within
the organisation. Based on the findings of the survey, it can be observed that certain constructs exhibit a

relatively lowerlevel of significance in the context of talent management within an organisation.
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The penultimate assessment for the structural model is the Importance Performance Map, which examines the
significance of constructs and their actual performance in the industry through the utilisation of gathered
data.The study's findings indicate that competency-based human resources functions greatly influence the
implementation of talent management techniques. The performance in this particular domain is of moderate
quality, necessitating the implementation of various policies and initiatives to enhance it. The study additionally
demonstrates that although talent development is a crucial element of talent management strategies, its
performance is below par. This revelation ultimately reveals a deficiency in the organisation's implementationof
effectivetalent development strategies. Thesurveyresults suggest thatother factors havea lower level of

significance in the development of talent management within an organisation.

6.10 : OBJECTIVES OF THE RESEARCH STUDY& IT’S RESULTS:

6.10.1: Primary Objective of the research study:

The key objective of this research study is to examine the Competency-Based HR Functions leading towards
Talent Management amongst selected employees of four keysectors of the manufacturingindustryof Gujarat
State Viz. Agro& Food Processing, Oil & Gas, Pharmaceuticals & Biotechnology, and Chemical &
Petrochemical industries.

ResultofPrimaryObijective

The study's findings on structural equation modelling unequivocally underscored the significance of
establishing a robust association between competency-based human resource functions and talentmanagement
practices. Both the assessment model and measurement model meet the necessary criteria for demonstrating
strong associations through convergent validity, discriminant validity, reliability, R2 (in- sample explanatory
power), F2 (effect size), and Q2 predict (in-sample and out-sample explanatory power). All determinants exhibit
elevated and robust values, signifying that the conceptual model possesses a robust association and notable
predictive capability. This can facilitate success in talent management for businesses and other scholarly
endeavours. The study also highlighted no significant direct relationship between competencyandtalent
management practices. This implies that a Competency-basedHR functionis essential to establish a robust
Competency-based Talent management system within the organisation.In conclusion, the research study's
primary objective was successfully achieved by providing compelling evidence of the association between
competency-based HR functions and talent management practices. The results offer practical and strategic
insights for organizations in the manufacturing sectors of Gujarat State and beyond. By emphasizing the
importance of competency-based HR functions and their mediating role, the study's findings contribute to

advancing talent management practices and fostering success within organizations.

305




6.10.2: Secondary Objectives of the research study:
6.10.2.1:Objective01: Toexaminetheindividualemployees'awarenessoftheCompetencyandits applications in
the selected companies of the Gujarat State manufacturing industry.

Result of Objective 01: The researcher has supplied information on awareness and ldentification of
Competence in this area. Competence is one of the well-defined notions in literature.Still, it is fraught with
ambiguity in the real world, particularly its precise meaning and how it contributes to
individualandorganisationalgrowth. Inthestudy, Competencyis a keyarea that leads toTalent Management
Practices; theresearcher askeda direct questionaboutawareness of Competencyandgot twotypes of results;
Majority of respondents, around 79 percent, are aware of the competencies; some respondents know the use
and applications of Competency, but they don't know what exactly mean by Competency; these type of
respondents have put into another category, i.e. about 21 percent of respondents are not aware of what
Competency is.

ConcludingRemarks for Objective:01

The results revealed that almost three-quarters of respondents are aware of and interested in learning more about
competences, while the remaining one-quarter are not. Further analysis revealed that respondents who marked
"unaware" were also able to answer questions about specific competencies like "Communication Skills,"
"Learning," and "Interpersonal Skills," among others; this suggests that respondents who marked "unaware"
are familiar with the concept of "Competency,"” but are simply unfamiliar with its terminology.

6.10.2.2: Objective 02: Identify different competencies that help the organisation establish Talent Management.
Result of Objective 02: The researcher used qualitative analysis to find results for this objective after reviewing
massive literature regarding competency & competency-based Management. Researchers could find three
major areas needed to develop competency-based HR functions, ultimately leading to Talent management in
the organizations. The researcher developed the three groups after reviewing robust literature, which is given
below:Managerialcompetenceis theabilityofa leader or manager to direct what needs tobedonetoachieve the
organisation's objective and communicate the expected outcome of those efforts. (Manxhari et al.,
2017)Behavioural competencies arethecollective knowledge, attitudeand action an individual possesses in a
business settingacross all job levels. (Mercer, 2016)Abehavioural competencyframeworkis aninventoryof
anticipated skills, knowledge and behaviours that lead to excellence on the job. It describes competencies in
behavioural terms, using indicators to help recognise the competencies when individually demonstrated.
(Resouce, 2016).Technical Competencies: Specific competencies are usually required to perform a given job
within a job family. (OECD, 2004) The technical/professional competencies tend to be specific to roles orjobs
within the Job Family and include the specific skills and knowledge (know-how) to perform effectively (e.g.
ability to use particular software; knowledge in particular professional areas such as finance, biochemistry,
etc.). These competencies could be generic to a Job Family or specific to roles, levels or jobs within the family.
(Resouce, 2016).
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To identify various competencies in this significant group researcher reviewed various research papers, articles,
books and the unpublished or published work of prestigiousauthors who have worked for a long time in this
field. The researcher focused more on two works— the first one is the work ofProfessor Dave Bartram, who had
given SHL universal Competency framework- SHL’s “Great Eight” Competencies (Bartram, 2012), and the
former one isDavid D. Dubois & William Rothwell’s book on competency tool kit-I.

Concluding Remarks for Objective 02: Theresearcher initiatedthestudybyidentifyingvarious competencies,
andreviewing hundreds of researchpapers, articles & bookchapters.This results inthe development of
anexhaustivelist of competencies; after reviewing their relationship with HR functions & talent management,
the researchercould develop an accurate list of competencies which further helps the organisation in developing
competency-based HR & talent management in the Organisation.

Theresult of the study strongly indicates that when thesecompetencies are merged withHR functions in the
organisation, it will lead to grand success for talent management practices.Competency management places
competencies at the heart of Talent Management. Consistently defining competencies helps to bind and
integrate the organization’s Talent Management processes because the competencies act as a common

denominator.

6.10.2.3: Objective 03: To identify the different Human Resource Functions where the competency-based
tools are used in the selected companies of the Gujarat State manufacturing industry.

Result of Objective 03:Theresearcher dida systematicliteraturereviewto identify various Competency-
basedHR functions. The researcher used Scopus &Web of Science databases with the keywords “Competency”
& “Human ResourceManagement”. Initially, theresearcher couldfind2943 documents fromScopus,
thentheresearcher had a limit to research papers & articles after the year 2010, which gave the result of200 plus
papers; after studying theabstract of all papers researcher finalized the eight functions, which arehighly
recommended for further analysis such as Competency-based Recruitment, Competency-based Selection,
Competency-based Training & Development, Competency-based Performance Appraisal & succession
Planning, Competency- based Compensation, Competency-based HR policy, Competency-based Career

development.

Concluding remarks for Objective 03: The result showcases the benefits and connection of these functions
to talent management practices via Executing business strategy by developing competency-based HR functions
which help organisations in staying competitive by developing and retaining a well-skilled workforce, Reducing
costs by identifying real training needs, Reducing unnecessary contractor costs by identifying existinginternal
competencies, Maximize workforce ROl by developing and utilizing employee competencies effectively.
Improverecruitment processes byproviding preciserolerequirements,Mitigate operational risks by identifying
competency gaps, and Retain employees by identifying employee development opportunities. The resultof the
study purely indicates that if any organisation wants to apply Talent Management practices in the organisation,

they all have to apply all these functions mandatorily.
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6.10.2.4: Objective: 04:To study the relationship between Competencies and Talent Management in
the selected companies of the Gujarat State manufacturing industry.

Result of Objective: 04: To study the between Competencies and Talent Management the Researcher
had applied Correlation Test & Path analysis which is based on regression& also applied the Outer
loading Matrix for eliminating less expressive item for identify major Competencies which ultimately
necessary for developing talent management in the Organisation.

Table Number: 6.18
Findings of Reflective indicator loadings - Outer Loading Matrix of selected employees from

four key sectors of the manufacturing industry in Gujarat.

Selected Statements Competencies
Communication Skill 0.024

Table Number: 6.19
Findings of Correlation Between Communication Competency set, Overall Competency &

talent Management practices

Sr. Selected Factors Talent Management
No

01 (Communication competency set -0.060*

02 |Overall Competencies 0.305**

Table Number: 6.20
Findings of Regression and Hypotheses Testing

Hypotheses Standard P
Testing of Original Sample deviation T valu |Deci
Hypotheses sample (O) |mean (M) |(STDEV) statisticies sion
s (JO/STDEV|)
H3 Competencies - 0.37 [Reje
>TM_Total 0.004 0.004 0.013 0.33 1 ct

At the initial analysis stage, the overall competency sets & talent management results had a positive &
significant correlation, demonstrating a strong association between competency & talent management
practices in the organisation. But while doing further analysis through regression Path analysis, a
researcher could find no significant relationship between competency & talent management. The
primary reason can be a communication Competency set, which is adversely correlated with Talent

Management practices.
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The result of regression and hypothesis testing clearly shows there is no direct relationship between
Competency & Talent Management as the researcher failed to reject the null hypothesis, which “Greater
competencies implemented in the organisation will not strengthen the Talent Management practices”,
but the result also showcases an indirect solid effect between Competency & talent management as
Competency has a positive and significant relationship between Competency-based HR functions.
Concluding Remarks for Objective: 04: The result showcases that at the initial stage, overall
competency has a positive & significant relationship with talent management which demonstrates that
competency plays a crucial role in developing Competency-based HR practices & talent Management
practices, but communication competency set has a negative and significant relationship which makes
a major difference in the path analysis too.

When conducting Outer Loading Relevance Testing, it is recommended to remove reflective indicators
with item loadings below 0.40 as they do not effectively explain the latent construct, and the
communication competency set has 0.024 item loadings, forcing the researcher to remove the construct.
The overall study result of Correlation & path analysis revealed there is no significant association
between competency & talent Management practices directly. The study’s results conclude that
although competency does not have a direct impact on talent management, it has a strong impact on
competency-based HR functions & talent management functions, which demonstrates the core
importance of competencies in developing competency- based HR in the organisation. The result also

opens the door for the mediation of Competency-based HR in the organisation.

6.10.2.5: Objective: 05: To study the relationship between Competencies based HR Functions and
Talent Management Functions in the selected companies of the Gujarat State manufacturing industry.

Result of Objective: 05: The study’s result revealed a strong association between Competency-based
HR functions & talent management practices through correlation & regression & path analysis results
of PLS-SEM. Even the direct effects through bootstrapping analysis also showcase the significant

relationship between Competency-based HR functions & talent management practices.

Table Number: 6.21
Findings of Correlation Between Overall Competency-Based HR Functions & talent

management of Selected Employees from four key sectors of the manufacturing industry of

Guijarat State
Sr.  |Selected Factors Talent Management
no
01 |Overall Competency-based HR Functions 0.511**
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Table Number: 6.22: Total Direct Effect Result of Competency-based HR Functions & Talent
Management
Standard
Original Sample deviation [T
Total direct Effects sample (O) |mean (M) |(STDEV) statisti |P values
cs
(|O/STDEV))
Competency_Based HR -
>TM_Total 0.682 0.683 0.039 17.289 0.000**

Table Number: 6.23
Findings of Regression and Hypotheses Testing

T
statistic
Original Standard s
Hypot sample Sample  |deviation |(|O/STD
heses [Testing of Hypotheses  |(O) mean (M) |(STDEV) [EV|) P values [Decision
H4 Competency Based HR - Support
>TA 0.606 0.606 0.033 18.400 |0.000**
H5 Competency Based HR - Support
>TD 0.552 0.553 0.033 16.898 |0.000**
H6 Competency Based HR - Support
> TR 0.722 0.723 0.024 29.828 [0.000**

Note: Comp_HR= Competency based HR Functions TA= Talent Acquisition, TD= Talent

Development, TR=Talent retention

Concluding remarks for Objective: 05: The result induced a strong & significant relationship between
competency-based HR functions & talent management practices. The study also indicates the full
mediation role of competency- based HR functions between Competency & Talent Management
practices, which concludes that if any organisation wants to establish proper and successful talent
management practices, they must rely on competency-based HR functions.

6.10.2.6: Obijective:06: To analyse the Importance & Performance of Competencies, Competency-
based HR functions, Talent Acquisition, Talent Development, and Talent retention in the selected

sectors of the Gujarat State manufacturing industry.
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Result of Objective: 06:To analyse which Construct is most important in the organisation to apply
Talent Management Practices the researcher had applied IPM Analysis on Smart PLS-4.

Table Number: 6.24

Findings of Importance Performance MAP Analysis (IPMA)

Selected constructs Importance  |Performance
COMP_Application 0.308 69.744
Competencies 0.307 68.534
Competency_Based HR 0.705 67.647
TA 0.353 68.322
TD 0.593 65.861
TR 0.233 67.16
Average 0.4165 67.878
Note: Comp_HR= Competency based HR Functions TA= Talent Acquisition, TD= Talent
Development, TR= Talent retention

The Importance Performance Map, which analyses the importance of constructs and actual performance
in the industry using data gathered, is the last but one of the crucial assessments for the structural model.
The study's findings suggest that competency-based HR functions play a significant role in adopting
talent management techniques. The performance in this area is just average, though, and has to be
improved by adopting numerous policies and initiatives. The study also shows that while talent
development is essential to talent management strategies, its performance is currently subpar. This
finally exposes a weakness in the organisation's application of suitable talent development techniques.
The survey's findings indicate that other constructs are essential in the growth of talent management.
Still, it can focus later after the proper application of talent development practices inside an organisation.
Concluding remarks for Objective: 06: The result indicates that the factors which have the highest
importance in establishing talent management practices in the organisation are relatively average in
performance. Competency-based HR has a value of 67.647 which is near to average, i.e., 67.878. In
contrast, talent Development has an importance of 0.705. Still, its performance is below the average,
which concludes that the four key industry managers & policymakers should concentrate more on
developing talent development practices in the organisation.

After that, they should also focus on developing competency-based HR functions in the organisation as
they both have valued the importance of developing talent management practices.

Other factors have a role in developing talent management, but it does not consist of that much
importance, which is valued by talent development & Competency-based HR functions. Ultimately this
analysis guides the policymakers to develop or concentrate on the core part first and then other factors.

The core part of this analysis is talent development & Competency-based HR functions.
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6.11: Hypothesis Testing & its Result:

6.11.1: Hypotheis:01
"Greater the Awareness of Competencies, will Strengthen the Competency-Based HR Functions”

Result of Hypothesis: 01: The researcher applied a Correlation test to evaluate the association between
Competency & Competency based HR functions. The result of the study is demonstrated in the below
table.

Table Number: 6.25
Findings of hypothesis testing through correlation analysis of Competency-based HR Functions & various
Competency Sets of Selected Employees of four key sectors of the manufacturing industry of Gujarat State

IAlternative IAlternative Hypotheis 'Values forDecision
Hypotheis no. Competency-based HR
Functions
01 "Greater the Awareness of Communication|-0.050 Not Approved — failed to
Competency Set will Strengthen the Competency- reject the null hypothesis
Based HR Functions."
02 ""Greater the Awareness of Organisation Awareness &|0.258** IApproved

information seeking competency Set will strengthen
the competency-based HR functions."

03 "Greater the Awareness of Interpersonal Skill &|0.338** IApproved
Relation building competency Set will strengthen the,
competency-based HR functions."

04 "Greater the Awareness of Empathy, Influence0.405** IApproved
&Persuasive  competency Set will strengthen the
competency-based HR functions."

05 ""Greater the Awareness of Flexibility competency Set|0.363** IApproved
will strengthen the competency-based HR functions."

06 "Greater the Awareness of Learning competency Set|0.346** IApproved
will strengthen the competency-based HR functions."

07 "Greater the Awareness of Create your own Measure(0.514** IApproved

of Excellence & Quality Concern competency Set will
strengthen the competency-based HR functions."

08 ""Greater the Awareness of Initiative competency Set|0.515** IApproved
will strengthen the competency-based HR functions."
09 ""Greater the Awareness of Competencies willl0.462** Approved

Strengthen the Competency-Based HR Functions.”
Note: **. Correlation is significant at the 0.01 level (1-tailed).

Concluding remarks for the Test of Hypothesis 01:

The overall competencies, except the communication competency set, were approved for the positive
& significant relationship between competency & competency-based HR functions. These competency
sets are the core competencies which every organisation has to achieve to survive and prosper in the
business 5.0 Era. These competencies will assist people and organisations in embracing change and
evolving in the ever-changing business world. The research findings demonstrated that increased
awareness and competencies would result in more robust competency-based HR functions (competency

management) inside the organisation.

312




6.11.2

: Hypotheis:02

Greater competencies implemented in the organisation will strengthen talent acquisition, talent

development, talent retention & Talent Management practices.

Result of Hypotheis:02: To evaluate the association between competencies & Talent management

practices Resercher had applied the CorellationTest. The result of test listed below in Table no:6.26.

Table Number: 6.26
Findings of hypothesis testing through Correlation Between Talent Acquisition, Talent Development, Talent Retention, Talent
Management & various Competency Sets of Selected Employees from four key sectors of the manufacturing industry of Gujarat

State

|Alternati
\ve
Hypothe
is no.

|Alternative Hypotheis

Values for|
Talent

IAcquisition

\Values for Talent
Development

\Values
Talent
Retention

for

\Values
Talent
management

for

Decision

01

Greater Communication Skill competencies|
implemented in the organisation will strengthen
talent acquisition, talent development, and talent
retention & Talent Management practices in the|
Organisations.

-0.057*

-0.089**

-0.007

-0.060*

Negatively
significant-
IApproved
having
relationship

but
inverse|

02

Greater Interpersonal Skills, Relation building
Skill competencies implemented in the|
organisation will strengthen talent acquisition,
talent development, and talent retention & Talent
Management practices in the Organisations.

0.227**

0.184**

0.275**

0.249**

IApproved

03

Greater Empathy, Influence  &Persuasive|
competencies implemented in the organisation
ill  strengthen talent acquisition, talent]
development, and talent retention & Talent
Management practices in the Organisations.

0.225**

0.210**

0.310**

0.273**

IApproved

04

Greater Flexibility competencies implemented in|
the organisation will  strengthen talent]
acquisition, talent development, and talent
retention & Talent Management practices in the|
Organisations.

0.277**

0.226**

0.324**

0.305**

IApproved

05

Greater Learning competencies implemented in
the organisation will  strengthen talent]
acquisition, talent development, and talent
retention & Talent Management practices in the|
Organisations.

0.277**

0.218**

0.261**

0.286**

IApproved

06

Greater Organisation Awareness & information|
seeker competencies implemented in the|
organisation will strengthen talent acquisition,
talent development, and talent retention & Talent
Management practices in the Organisations.

0.273**

0.189**

0.303**

0.278**

IApproved

07

Greater Create your own Measure of Excellence|
& Quality Concern competencies implemented in
the organisation will strengthen talent
lacquisition, talent development, and talent
retention & Talent Management practices in the|
Organisations.

0..236**

0..251**

0..254**

0..293**

IApproved

08

Greater Initiative competencies implemented in
the organisation will strengthen talent
lacquisition, talent development, and talent
retention & Talent Management practices in the|

Organisations.

0.289**

0.297**

0.287**

0.349**

IApproved

Greater competencies implemented in the organisation will
strengthen talent acquisition, talent development, and
talent retention & Talent Management practices in the|
Organisations.

0.256**

0.227**

0.323**

0.305**

IApproved

Note: **. Correlation is significant at the 0.01 level (1-tailed).
*. Correlation is significant at the 0.05 level (1-tailed).

Concluding remarks for the Test of Hypothesis :02:
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Communication competencies among respondents revealed a negative and significant relationship
between Talent Acquisition and Talent Management, with scores of -0.57 and -0.60, respectively, at the
0.05 level (1-tailed), which depicted that Talent management practices, talent Acquisition & talent
development have a significant but inverse relationship; However, there is no significant relationship
between Talent retention & communication competency. The overall result concludes that competency
& all the functions of Talent Management has a positive & significant association which demonstrates
that if any organisation wants to establish the functions & practices of talent management, one way to
implement this policy is via competency. Competency-based Practices may get a strong & positive

result for applying talent management practices in the organisation.

6.11.3: Hypothesis:03

Greater competency-based HR Functions implemented in the organisation will strengthen talent
acquisition, talent development, and talent retention in the Organisations.

Result of Hypothesis: 03 :To find the relationship between The Competency- Based HR Functions &
talent acquisition, talent development, and talent retentionresearcher had applied Correlation Test &

Regression Based Path analysis. The result of the test were demonstrated in below table no 6.27 & 6.28:

Table Number: 6.27
Findings of Regression and Hypotheses Testing

Hypothes T statistics

es Testing of Hypotheses Sample mean (M) (JO/ISTDEV)) P values Decision

H1 Competency_Based_ HR -> Support
TA 0.606 18.4 0.000**

H2 Competency_Based HR -> Support
D 0.553 16.898 0.000**

H3 Competency_Based HR -> Support
TR 0.723 29.828 0.000**

Note: Comp_HR= Competency based HR Functions TA= Talent Acquisition, TD= Talent Development, TR= Talent
retention
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Table Number: 6.28
Findings of hypothesis testing through Correlation Between Talent Acquisition, Talent Development, Talent Retention,
Talent Management & various Competency Sets of Selected Employees from four key sectors of the manufacturing industry
of Gujarat State
IAternativ |Alternative Hypotheis \Values [Values for[Values nD/alues Decision
eHypothei for Talent for Talentfor Talent]
S Nno. Talent |Developme [Retentionjmanagem
Acquisitjnt ent
ion
01 Greater Competency-based Recruitment implemented in thel0.301**(0.335**  |0.367** |0.390** |Approved
organisation will strengthen talent acquisition, talent development, and
talent retention in the Organisations
02 Greater Competency-based Selection implemented in the organisation|0.283**(0.308**  |0.376** |0.373** |Approved
will strengthen talent acquisition, talent development, and talent
retention in the Organisations
03 Greater Competency-based Training & Development implemented in/0.323**(0.325**  |0.387** |0.393** |Approved
the organisation will strengthen talent acquisition, talent development,
and talent retention in the Organisations
04 Greater ~ Competency-based Performance Appraisal & succession|0.387**(0.340**  |0.423** |0.432** |Approved
Planning implemented in the organisation will strengthen talent
acquisition, talent development, and talent retention in the
Organisations
05 Greater Competency-based Compensation implemented in the0.411**|0.311**  (0.516** |0.449** |Approved
organisation will strengthen talent acquisition, talent development, and
talent retention in the Organisations
06 Greater Competency-based HR policy implemented in thel0.445**(0.338**  0.525** |0.475** |Approved
organisation will strengthen talent acquisition, talent development, and
talent retention in the Organisations
07 Greater  Competency-based Career development implemented in the|0.279**(0.356**  |0.229** |0.365** |Approved
organisation will strengthen talent acquisition, talent development, and
talent retention in the Organisations
Greater competency-based HR Functions implemented in the organisation will0.417**(0.402**  |0.495** |0.511** |Approved
strengthen talent acquisition, talent development, and talent retention in the
Organisations
Note: **. significant at the 0.01 level (1-tailed).

Concluding remarks for the Test of Hypothesis :03:

Findings of hypothesis testing through Correlation Between Talent Acquisition, Talent Development,

Talent Retention, Talent Management & various Competency Sets of Selected Employees from four

key sectors of the manufacturing industry of Gujarat State. The result of correlation & regression

analysis both showcase a positive & significant relationship between the Competency-based HR

functions & all practices of talent management. Which approved the null hypothesis that "Greater

competency-based HR Functions implemented in the organisation will strengthen talent acquisition,

talent development, and talent retention in the Organisations" If any organisation, industry or small firm

wants to establish proper talent management in the organisation, they must have to follow the path of

Competency-based HR functions to get desirable results.
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6.11.4: Hypothesis:04

“Competency-based HR functions will mediate the Competencies & Talent management in the
organisation.”

Result of Hypothesis:04: For the evaluation the mediating Impact of Competency-based HR
functions onCompetencies & Talent management in the organisation researcher had used the smart PLS
-4 Software and the result was found on the basis of Specific Effects of construct via Bootsrapping

Technique.
Table Number: 6.29
Findings of Specific Indirect Effects
T statistics Decision
Sample (JO/STDE | P
Specific Indirect Effects mean (M) V)) values
“Competency-based HR functions will mediate the 0.000 | Approved
Competencies & Talent management in the organisation” | 0.43 14.042 **

COMP_HR4 COMP_HRS COMP_HRG COMP_HRT COM_HRA1 COM_HR2 COM_HR3

~ 1

oopo 0ooo 9000 ©000 0000 goog g gog

S
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@/
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0000
SN

BC2

prem /
0.000
0.037 (0.205) =R LR — 0.000— TM_Total
TC1 ’ "‘3
o ooo//
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0,000

TC3

¥
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Concluding remarks for theTestof Hypothesis 04:

The structural equation modelling results showcase the complete mediation of Competency-based HR
functions between competency & talent management. As the direct effect between competency & talent
management practices is not significantly associated, it opens a door for mediating Competency-based
HR functions. And the indirect effect is significant and approves the complete mediation of
Competency-based HR functions. The result strongly indicates that any organisation that wants to
establish competency-based talent management practices must follow competency analysis and

Competency-based HR functions.
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6.11.5: Hypothesis:05

There is a significant relationship between the selected Employees' demographic variables, viz., age
group, gender, Designation; Gender; Experience, and Educational Qualifications vis-a-vis their
awareness & implementation of Competency-based HR practice( Competency Management) in the
selected organisation.

Result of Hypothesis:05(A): In this hypothesis researcher want to analyse the relationship of
Demographic variables with  the awareness of Competencies; The demographic variables are
categorical variable; To analyse the categorical variable Chi-Square test is one of the most suitable tests
in social science, and the researcher applied the same. The result is given below in table no;6.30 for the
awareness regarding Competencies & 6.31 For Implication Regarding Competencies in the

Organisation.

Table Number: 6.30
Findings of hypothesis testing through Chi Square analysis between selected Employees’
demographic variables, viz., age group, gender, Designation; Gender; Experience, and
Educational Qualifications vis-a-vis their awareness of Competency
IAternativeHypotheisjAlternative Hypotheis \Values  forlCramer V |Decision
no. IAwarnes of\Values
competency

01 There is a significant relationship between the Age & Awareness|.000** 0.340 IApproved
of competencies in the Organisation.

02 There is a significant relationship between the Qualification &].003** 0.136 IApproved
IAwareness of competencies in the Organisation

03 There is a significant relationship between the Experience &].000** 0.997 IApproved
IAwareness of competencies in the Organisation

04 There is a significant relationship between the Gender &].000** 0.268 IApproved
IAwareness of competencies in the Organisation

05 There is a significant relationship between the Level of designation|.059 - IApproved
& Awareness of competencies in the Organisation

Concluding remarks for the Test of Hypothesis:05(A): Awareness of Competencies

The result of the chi-square analysis & Cramer's V test opined that the Demographic variable of selected
Employees from four key sectors of Gujarat's manufacturing industry, viz Age, Education Qualification,
Experience, and Gender, has a significant association with the level of awareness regarding
competency. The result concludes that there is a direct relationship between these demographic
variables & awareness of competencies which means Age, Education Qualification, Experience &
gender of selected employees will affect the level of competency. Different levels of age groups may
have different responses towards competency awareness. Different levels of Education Qualification
may be biased for awareness of competency. The result depicted that a higher level of employee
education results in a higher awareness & knowledge of different competencies. Experience also
suggests the significant association, which analysed that higher experience of employees can result in

in-depth knowledge of various competencies.

317




Result Hypothesis:05(B): :Implementation of Competencies

The result showcase the association between the Implementaion of Competencies Vis A vis

Demographic variable of Selected Employeees.

Im

Table Number: 6.31

Findings of hypothesis testing through Chi Square analysis between selected Employees’ demographic variables,
viz., age group, gender, Designation; Gender; Experience, and Educational Qualifications vis-a-vis their
lementation of Competencies in the selected four key sector of Gujat’s Manufacturing Industry

IAlternative |Alternative Hypothesis /Age  |GenderDesignationQualification[ExperienceDecision

Hypothesis

no.

01 There is a significant relationship/0.483 (0.448 (442 .000(0.257) {.000(.168) |Approved fon
between the Demographic variablesofi Educational
selected employees &Implementation Qualification&
of Communication competencies in the Experience
Organisation.

There is a significant relationship/0.060 [390 |052 .001(.152) |.170 IApproved for
between the Demographic variablesofi Educational
selected employees &Implementation Qualification

of Organisation Awareness &

information seeker competencies in the

Organisation.

02 There is a significant relationship/0.705 [0.875 |073 .342 ..235 Not approved
between the Demographic variablesof]
selected employees &Implementation
of Interpersonal  Skills, Relation
building Skill competencies in the
Organisation.

There is a significant relationship0.362 |988 (035 .000(.174) |.601 IApproved fon
between the Demographic variablesofi Educational
selected employees &Implementation Qualification

of Empathy, Influence & Persuasive

competencies in the Organisation.

03 There is a significant relationship0.090 288 (021 .001(.156) |.090 IApproved fon
between the Demographic variablesof] Educational
selected employees &Implementation Qualification
Flexibility =~ competencies in  the
Organisation.

There is a significant relationship.000 [570 |060 .000(.172) |.006 IApproved for
between the Demographic variablesofi(0.190) Educational
selected employees &Implementation Qualification &
Learning competencies in the IAge Group
Organisation.

There is a significant relationship0.036 [064 (084 .000(.214) | 000(.179)|Approved for
between the Demographic variablesof] Educational
selected employees &Implementation Qualification &
of Create your own Measure off Experience
Excellence &  Quality  Concern

competencies in the Organisation.

There is a significant relationship0.097 |.531 [010 .000(.261) |.009 IApproved for
between the Demographic variablesof] Educational
selected employees &Implementation Qualification

of Initiative competencies in the

Organisation.

Concluding remarks for the Test of Hypothesis 05 (B):Implementation of Competencies

The chi-square association between the level of education and Qualification Competencies is significant

in most cases, except for Interpersonal Skills, Relation building Skills. This implied no relationship

exists between Education Qualifications & Interpersonal & Relation building Competencies.

The chi-square test is employed to determine the association between categorical variables in the
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context of the age group of the chosen employees. The association between learning competency and
the age group of employees is statistically significant, indicating that a shift in age is likely to lead to a
corresponding shift in learning disposition. Numerous research studies in Organizational Behavior and
Human Resource Management have demonstrated that individuals may encounter challenges in
accepting change or acquiring new knowledge beyond a certain age. In the case of other competencies,
the chi-square test yielded insignificant results, indicating that an individual's attitude towards these
competencies may remain unchanged across different age groups.

6.11.6: Hypothesis:06

There is a significant relationship between the selected Employees' demographic variables, viz., age
group,
implementation of Competency-Based HR practices in the Organisation

gender, Designation; Gender; Experience, Educational Qualifications vis-a-vis their

Result of Hypothesis:06: To evaluate the association between the demographic variables &

Competency based HR Functions researcher used Chi-Square test of Association. The result is given

below in table no 6.32.

Table Number: 6.32
Findings of hypothesis testing through Chi Square analysis between selected Employees' demographic variables, viz., age group, gender

Designation; Gender; Experience, and Educational Qualifications vis-a-vis their Implementation of Competency based HR Functions in the

selected four key sector of Gujat’s Manufacturing Industry

Alternative  |Alternative Hypothesis Age Gender [DesignatiQualification|Experience [Decision

Hypothesis on

no.

01 There is a significant relationship between the  [0.001(0.14|.241 .118 .000(.207) |.001(.159) |Approved For
selected Employees' demographic variables and [5) IAGE,
their implementation of Competency Based Educational
Recruitment. Qualification &

Experience

02 There is a significant relationship between the  |0.146 439 .014. .000(.189) |.168 IApproved For
selected Employees' demographic variables and Educational
their implementation of Competency Based Qualification
selection.

03 There is a significant relationship between the  |0.066 .738 014 .000(.295) |.006 IApproved For
selected Employees' demographic variables and Educational
their implementation of Competency Based Qualification
training & development.

04 There is a significant relationship between the  |0.235 .262 0.002(.27(0.000(.173) |.239 IApproved For
selected Employees' demographic variables and 5) Educational
their implementation of Competency Based Qualification &
Performance Appraisal & succession Planning. Level of

Designation

05 There is a significant relationship between the  |0.202 490 .303 .000(.160) |.679 IApproved For
selected Employees' demographic variables and Educational
their implementation of Competency Qualification
Compensation.

06 There is a significant relationship between the  |0.621 .814 .187 .001(.153) |.409 IApproved For
selected Employees' demographic variables and Educational
their implementation of Competency-based HR Qualification
policies.

07 There is a significant relationship between the  |0.000(0.19|.760 .358 .002(.151) |.000(.187) |Approved For
selected Employees' demographic variables and |6) Educational
their implementation of Competency-based HR Qualification,
career development. Age &

experience

319




Concluding remarks for the Test of Hypothesis:06

The findings of the study align with contemporary trends in Gender Equality, indicating that gender
will not serve as a hindrance to the advancement of Human resource function with competency within
organisations. Competency-based recruitment is significantly associated with AGE, Educational
Qualification & Experience. This opined that change in AGE, Educational Qualification & Experience
will ultimately change the opinion regarding Competency-based Recruitment. As Young people are
more Job aspires compared to middle age & old age people, young age people believe in grabbing
opportunities by switching jobs, whereas middle age & old age individuals more concentrates on Job
security than on switching jobs. The findings also revealed that all the competencies are significantly
associated with Education Qualification, which depicted that Education Qualification plays an essential
role in developing & implementing Competencies for individual development, Process Development &
Organizational Development. Competency-based Performance appraisal & succession planning are
strongly & positively associated with the Level of Designation. As the level of designation changed,
the method for evaluating & appraising performance also changed & result strongly implied that
succession planning is the majority of the time concerned with upper middle level & top-level
employees, which inferred that a Change in the level of designation would change the view of the
employees for evaluating & appreciating the performance. Competency-based Career Development is
strongly and significantly associated with the AGE, Educational Qualification & Experience. This
inferred that a change in Age group would result in a change in responses towards career development.
Career development in the organisation mainly focuses on young employees & middle-level employees
who can be the successor to the top position. Whereas in the case of education Qualification, it is
strongly associated as one of the major components for achieving career development is enrolling

employees in higher education.

6.11.7: Hypothesis:07

There is no significant relationship between the selected Employees' demographic variables, viz., age
group, gender, Designation; Gender; Experience, and Educational Qualifications vis-a-vis their
implementation of Talent Management Practices in the selected organisation.

Result of Hypothesis:06: Chi Square test were used by researcher to evaluate the association between
the demographic variable of selected Employees & Talent Management Practices in the Organisation.

The result of the study listed below in graph no 6.32.
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Table Number: 6.33
Findings of hypothesis testing through Chi Square analysis between selected Employees’ demographic
variables, viz., age group, gender, Designation; Gender; Experience, and Educational Qualifications vis-a-
vis their Implementation of Competency based HR Functions in the selected four key sector of Gujat’s
Manufacturing Industry

AlternativelAlternative Hypothesis Age (GenderDesignation/QualificationExperienceDecision

Hypothesis

no.

01 There is a significant relationship/0.029.590 |111 .254 .040 Not Approved
between the selected Employees'
demographic variables and their
implementation of talent Acquisition
practices-1.

There is a significant relationship/0.075.391 [.439 .008 .065 Not Approved
between the selected Employees'

demographic variables and their

implementation of talent Acquisition

practices-2.

There is a significant relationship/0.108.376 |.469 .006 .022 Not Approved
between the selected Employees'

demographic variables and their

implementation of talent Acquisition

practices-3.

There is a significant relationship/0.062.364 |.500 .000(.210) |007 Approved For
between the selected Employees' Educational
demographic variables  and their Qualification,
implementation of talent Acquisition

practices-4.

02 There is a significant relationship|0.414.148 |003 (.269) |.002(.151) [106 Approved For
between the selected Employees' Educational
demographic variables and their Qualification
implementation of talent development & Level of
practices-1. Designation
There is a significant relationship/0.405.474 |.090 .001(.155) [.000 Approved For
between the selected Employees' Educational
demographic variables and their Qualification
implementation of talent development & experience
practices-2.

There is a significant relationship/0.361.673 |.216 487 .835 Not Approved
between the selected Employees'

demographic variables and their

implementation of talent development

practices-3.

There is a significant relationship/0.917.986 |.710 .000(.173) [.102 Approved For
between the selected Employees' Educational
demographic variables and their Qualification
implementation of talent development

practices-4.

There is a significant relationship/0.628.817 |.349 .000(.193) [278 Approved For
between the selected Employees' Educational
demographic variables and their Qualification
implementation of talent development

practices-5.

There is a significant relationship/0.391.169 |.292 .001(.159) 405 Approved For
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between the selected Employees' Educational

demographic variables and their Qualification
implementation of talent development
practices-6..

03 There is a significant relationship/0.11 |.773 |.109 .326 .175 Not Approved

between the selected Employees'
demographic variables and their
implementation of talent retention
practices-1.

There is a significant relationship/0.277.239 |215 .056 .027 Not Approved
between the selected Employees'
demographic variables and their
implementation of talent retention
practices-2.

There is a significant relationship/0.61 |.779 |217 .395 .354 Not Approved
between the selected Employees'
demographic variables and their
implementation of talent retention
practices-3.

There is a significant relationship/0.303.166 [.939 .017 .026 Not Approved
between the selected Employees'
demographic variables and their
implementation of talent retention

practices-4.

There is a significant relationship/0.452.860 |.018 .012 .001(.153) |Approved For,
between the selected Employees' Educational
demographic variables and their Qualification&
implementation of talent retention Experience
practices-5.

Concluding remarks for the Test of Hypothesis:07:

The demographic variable of the study was examined with Talent management & its components. The
result of the study depicted that the majority of demographic variables are not associated with Talent
management & its components, which inferred that demographic variable does not have an impact on
the majority of talent management practice. Education Qualification is associated with Talent
development, but the association with talent Acquisition & retention is very less. At the same time, very
few Talent Development & retention practices were significantly associated with the experience. The
ultimate result showcased that the majority of Talent management & its components were not biased
by the Demographic variables. This inferred that If an organisation wants to establish talent

management practices, it will not bias against the background variables of Employees.
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6.12 : THE JOURNEY OF RESEARCH:

The research started with problem identification; in 2017, when the researcher started identifying recent
problems, the researcher found that most Companies are fighting retention issues in organisations. After that,
theresearcher tried to evaluatethis problem’s root cause by studying the literatureand found two root causes.
One is whilerecruitingpeople company does not have proper guidelines for this, whichcreates ambiguityfor
interviews & selections; another was focusing on proper training & development of employees were missing
from both the parties Employer & employees. The ultimate combination of all these problems is termedTalent
Management in the literature. But the techniques for reaching accurate talent management are still missing in
the literature. The researcher evaluated various ways for implementing Talent Management practices and found
a connection with competency Management in the literature. Researchers could find various exploratory studies
on the relationship between Competency Management & Talent Management. Still, very few studies gave
empirical proof for this relation, which is also ambiguous. So researcher finally identified the topic that
Competency Based HR functions ( Competency Management) could be a tool for talent Management.

At the initial level of the study, the researcher focused on identifying various competencies and tried to develop
a proper list of competencies. Finally, with the support of Rigor's literature review researcher found three
significant groups of competencies Managerial, Behavioural& technical Competencies with its subgroups.
After that researcher had donesystematic Literaturereviewto identify various Competency-based HR functions.
After reviewing abstracts of 200 plus research papers, Articles & unpublished work researcher identified eight
competency-based HR functions as Competency-based Recruitment, Competency-based Selection,
Competency-based Training & Development, Competency-based Performance Appraisal & succession
Planning, Competency-based Compensation, Competency-based HR policy, Competency-based Career
development. These two independent variables are base for the overall study. The major task was to link these
two independent variables with Talent Management, and for that researcher needs to find out the way to apply
Talent management practices. The researcher has found three major components of Talent
Management,i.e. TalentAcquisition, TalentDevelopment&TalentRetention. Theresearcher developedThis final
analysis model, which includes five independent variables: Competencies, Competency-based HR functions,
Talent Acquisitions, talent Development & Talent Retention& one Dependent major variable, i.e., Talent
Management.

After developing & comprising the Literature part researcher worked on getting evidential proof, i.e. Empirical
analysis. That researcher worked on the research methodology section in which the researcher identified the
major Objectives, Scope, rationale & hypothesis of the study. For the selection of the sample, the researcher
analysed the population first. As the "Make in India" concept is in trend nowadays and the government
concentrates more on self-reliance, researchers have chosen the "Manufacturing Industry" as the population.
Duetogeographiclimitations, theresearcher concentratedonlyon"Gujaratstate”. For identifying major or key
industries researcher followed the Indian Brand Equity Report, which suggests around EightKey industries that
play a significant role in the developmentof Gujarat state.

These industries are Agro and food processing, Textiles & apparel, Chemical & petrochemicals, Engineering
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& automotive, Oil & gas, Pharmaceuticals &Biotechnology, and Shipbuilding &Tourism Industries. After
getting this list, theresearcher applied convenience sampling and tried to get the data from Four Key sectors
among these eight key industries. As many companies come under this population, the researcher had to create
a border for identifying the sample, which is the sample frame for a research study.

The researcher limited the sample by adding two caps in the sampling selections. One is that the company must
have more than 100 employees, and the other criterion is that research will be conducted on Employees other
than workers. Workers are excluded from this study as

this studyis moreconcerned withdeveloping&determiningpolicyfor Talent Management; workers maynot be a
part of the policy development, so that they may be biased or clueless about the analysis. Finally, the researcher
identified the population of 106284 from NIC 2008 3-digit Industries report and got a sample size of 548 which
is more than the threshold of 168. Ultimately this depicted an adequate sample size. The research instrument
for the study is an Online Google form. The researcher must rely on the Online Google form data as the data
collection period comes in the COvid-19 pandemic duration.

The researcher used SPSS 21 Software & Smart PLS-4 for the data analysis part. To get accurate results, the
researcher used various statistical tools such as Frequency Analysis, ratio analysis, Correlation, Chi-Squaretest,
Krushkal Wallis H test- One-way ANOVA for non-parametric analysis & structure equation modelling. The
study'smajorfindingsindicate that as the result of frequency analysis,the oil & gas Industry performs
verywellcomparedtotheotherthreeindustries.SpeciallyPharmaceutical&biotechnologyindustrywas found to be
weak compared to the other three industries in theapplications of talent management practices in
theorganisation.Incomparison,theagro&foodindustriesareinagoodpositionbutcannotcreatethe excellence
astheoil &Gas industries.While the othergroup,whichisweak compared to these two,isthe
Chemical&petrochemicalindustries&pharmaceutical&biotechnology.Iftheresearcherneedstorank
industriesindeveloping& implementingtalent Management practices, theQil& gaslndustrywillstandFirst,
thentheAgro&foodprocessingindustry;thirdpositionwillbeheldbytheChemical&petrochemical industries and
last, by the pharmaceutical & biotechnology.

Theresult of correlationshowcases that all the major constructs/ factorsarecorrelatedwitheach other except
theCommunication Competency set. As a result, it will strongly recommend that all thesefour key industries
work for Communication Competency set in the organisation. The chi-square test findings were also
insignificant in most demographic variables except the Education Qualification. The chi-square test's strong
result was that all four industries have Gender Equality as Gender is not significant to any practices of
Competencies, Competency-basedHR functions & Talent Management Components. TheKrushkal Wallis H
test- One-way ANOVA for non-parametric test rejects the null hypothesis of no differentiation between the
responses of employees and the level of designation. Except for talent Development, all other statements are
rejected, which inferred that the level of designations makes a difference in the view of competency-based talent

management practices in the organisation.
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Another major result of the Krushkal Wallis H test could be
foundthatindustrywisedifferencesintheopinionfortalentManagementPracticesexceptforTalent development
practices which opined that more or less the same practices for talent development were followedbyall four
industries. Thestructural equationmodellingresult validates thedata throughassessment of theMeasurement
Model as all values of Convergent Validity, Discriminant Validity & reliability areup to the mark. The
assessmentmodel analysis also validates the strong predictive power of the model in the sample (R2 &F2) and
out of a sample (Q2 predict)., which opined that the model of research study couldwork in any other industrial
sector or company too. The Path analysis — regression analysis result strongly recommended the relationship
between Competency-based HR & talent Management Practices and opened the door for mediation analysis.
The result of the study also identifies the presence of strong mediation of competency-based HR functions
between Competency & Talent Management. It consists of the full mediation, which is the Golden feather of
the study's result as it rarely comes. The last part of the study was carried out for the managers and policymakers
who want to concentrate on the fewer constructs or the most important factors first. Then the subsidiary
constructs, for this researcher developed an Importance Performance Map Analysis. The result of this study
identifies two important constructs Talent development & competency-based HR functions. Both thesefactors
areimportant, but its performance inthesefour industries is average. Soifany manager wants to apply talent
management practices in the organisation, quick concentration should be given to Talent development &
Competency-based HR functions.

Finally, the researcher tried to get a solution for a major issue raised in HR nowadays, which is the retention of
Good Talent in organisations through accurate talent Acquisition & Talent Development.
UltimatelyProper TalentManagementPractices"areveryimportantforanyorganisationtosurvive&growinIndustry
5.0. The result of the study also showcases the pathway for applying talent Management practices via Accurate
Competency Based HR functions. These HR functions are purely dependent upon three Major competencies
and their subgroups. So In this study researcher developed Empirical Proof through Model Development &
assessment of this model, which can be used & generalised to any industry for applyingtalent management

practices smoothly, which can help the organisation to achieve the desired result.
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6.13: IMPLICATIONS OF THE RESEARCH STUDY
6.13.1: Theoretical Implications:

The most important part of any research study is its practical and theoretical implications. This study alsoadds

some important purview of competency, competency-based HR Functions & Talent Management practices.

These implications will add some important aspects toOrganisationBehaviour& human resource management

theories as it is evidentially proven and can apply to any Organisation as well as industries.

Theresult of thestudy gavean accuratelist of necessary competencies to apply competency-based HR &
Competency-basedtalent Management inanyorganisation.This list consistsof three major competencies:
managerial Competencies, Behavioural Competencies & technical competencies; these competencieswere
supported by their sub-group competencies. Few researchers havediscussedthe exact list of Competencies
that ultimately leads to organisational talent management activities. The list of competencies was derived
from the literature, and theories ofOrganisation Behaviour & HumanResource Management & psychology
discipline supported each competency and their relation with competency-based HR functions & Talent
Management. These competencies are general competencies that are not rigid to with particular company
or Industry or a particular level of employees; thesecompetency features enhance their applicability
&generalisation.

After reviewing hundreds of Research papers, Articles & Unpublished work, the researcher also gave eight
competency-based HR functions. The result of the study indicates the strong relationship between these
eight functions of HR,whichis basedoncompetencies &Talent Management practices. As HRhas many
functions to perform in organisations, for applying competency-based Talent Management, which
typeofFunction was needed was thequestion in many pieces of literature. This study willsolvethequery with
the proper eight competency-based HR functions, ultimately leading to Talent management components &
talent Management practices in the organisation.

Another theoretical implication from this study was the full mediation effect of competency-based HR
Functions between Competency &Talent Management. The result of the study is supported by a piece of
literature & empirical proof in this study.

This type of effect to apply talent management practices in the organisation was developed & tested for the
first time, which is a unique feature of the study. The study’s result strongly Indicated that if any
Organisation wants to establish accurate Talent Management Policies in their organisation, they must
concentrate on competency-based HR Functions.

Very few researchers had talked about competency-based Talent Management practices of organisations
intheir study. This studyis uniqueas it gives anaccuratepathfor applyingTalent Management Practices
inorganisations. Theresult of thestudy gavea list of Competencies, Competency-basedHR Functions &
Competency-based talent management practices, which no one has given to date. The study's result will

advance the theory of Organisation Behaviour & Human resource management.
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6.13.2 : Managerial Implications

This study's overall result gave some major implications which can help managers & policymakers to apply

accurate Talent Management Practices in the organisation.

In the case of Particular Competency sets, — The communication Competency set makes an inverse
relationship with Competency-based HR functions & the majority of components of Talent
Management amongst all the selected four key sectors of the manufacturing industries. But the literature
showcase communication competency set as one of the important factors for determiningthe
Competency-based HR functions, which creates controversy between literature & empirical analysis.
But after conversations witha fewmanagers& policymakersofselectedfour keysectorsof the
manufacturing Industry, the researcher could found that in the communication set, four major aspects
of communication were asked by the researchers as listening skills, transparency in communication,
feedbackcommunication, andconvincingpower inwhichfew employees weregood on one or two aspects
but not up to the mark for other aspects which makesoverall communicationset result negative. So the
result of the study inferred that Managers & policy Makers of all four key industriesshouldfocuson
developinga Proper communicationchannelintheorganisation, whichhas the features of transparency &
feedback policies. If transparency arises in the communication policy, that will ultimately develop trust
in the employees, which will help top managers & employers in convincing employees better for
achieving a desirable result for the organisation.

Theother and oneofthemost important Managerialimplications werederivedfromthelMPAeffect. The
result identified two important constructs for applying quick & accurate talent management
practicesintheorganisation,  suchasTalentDevelopment&competency-basedHRfunctions.  Butthe
performance of these two factors in selected four key sectors of the manufacturing industries of Gujarat
stateisnear toaverage. Thisimpliesthat allthemanagers& policymakersshouldconcentrate more on
developing, determining & applying these practices in their respective organisations. These two are the

quick & prominent ways to apply better talent Management practices in the organisation.

6.13.2.1: Key Sector wise Managerial Implications:

Oilandgas industry:

The Oil & Gas industry performs extraordinarily in most aspects of Competency, Competency-based
HR functions & talent management Components, except for competency-based career development
practices. This indicated that the oil & gas sectors do not have a proper and channelised career
development exercise in their organisation which their employees expect. As career development isan
important feature of the development of any individual for the upgradation of skills & competencies,
the managers of this sector should emphasise their efforts in developing competency- based career

development policies in their organisations.
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The result of one way ANOVA of rank- krushkall Wallis H test also demonstrates the oil & gas
industryranksfirstinapplying&implementingCompetency-basedtalentmanagementpractices,

which ensures the great efforts conducted by Managers & policymakers of these companies to enhance
the Talent Management practices in the organisation.

The Agro& food Industry: The Agro& food Industries secured the second position for making a
conscious effort towards the talent management practices in their respective Organisations. The agro&
food industries are doing well as it consists of the highest number of positively responded people for
these constructs such as technical Competencies, Competency-based recruitment & few practices in
talent acquisition and development. But it also consists of the highest Negative responses forTalent
retention practices in their respective organisation. This depicted that the managers & policymakers of
this industry should develop a proper retention policy as the employees are nothappy with its retention
policy which ultimately leads towards major absenteeism rates & turnover rates in the organisation.
The Chemical & Petrochemicals: The chemical & petrochemical industries are doing well in the
Communication competency set while other industries lack it. It also works well in the Technical
&behavioural Competencies, but it's lacking in applying proper Competency based training &
development & competency-based HR policies & talent Management components in their respective
organisations. The result also demonstrated that in many constructs, this sector has the highest numbers
of unaware people, which implies that this sector has an ambiguity in policy formation of Competency-
based Talent Management. The manager & Policymakers should first develop a proper policy, and
should it should be communicated to every individual in the organisation; another issue
foundinthissector wasthenumber of negativerespondents, asitdidn'tcontainthehighestnumber of
negative persons for all constructs, but the numbers were near to highest which implies that manager
shouldtalk withthe employees andtriedtoinvolvetheminpolicy-makingtoo. Thethird& important part is
the implementation of these practices. Suppose employees were involved in developing & determining
policies. In that case, they feel they were part of this advancement in the organisation & they may try
to give their extra effort into the application part.

The Pharmaceutical & biotechnology: As per the result of One way ANOVA- ranks for a non-
parametric test, this sector secured the last position in the overall comparison of selected four key
sectors of the manufacturing industries. As it contains the highest number of negatively responded
employees & lowest number of positively responded employees for the majority of factors such as
Competency, Competency-based HR & talent Management components. The result of the study implies
that Manager of this sector needs to restructure their policy & programs regarding HR. As they followed
the old practices of personnel management in their organisations. No change has been raised in their
HR policy for a long time, which puts this sector at a stringent level. The employees found in their
sectors were a little depressed compared to the other three sectors as they are not satisfied with their

Compensation policy.
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As aresult, employees felt that the training was not meeting the market needs. The result also indicated
that if managers derived the proper policy structure & implementation plans, this sector could create

excellence as it contains a good humber of employees who are career oriented.

6.14 : OVERALL RECOMMENDATIONS OF THE RESEARCH STUDY:
In this part, the researcher has tried to offer recommendations based on the findings and results of anempirical

research study that was conducted in the selected four key sectors of the manufacturing industriesof Gujarat
State.

The responses towards competency & Competency-based HR Functions differed as per Age group; the
researcher recommended the employer, Managers & policymakers develop a uniform but, at the same time,
flexible structure of competency-based HR functions & competencies which satisfy the needs of major
Age groupsand individuals. As a major group of employees were millennial,Managers could develop a
policy of competency-based Talent management practices which fulfill their desire for meaningful work,
Embrace Technology, Desire for work-life balance & needs for feedback. At thesametime, another major
part oftheagegroup isGenerationZ, whosemajor desires are authenticity, Transparency, Multitasking &
entrepreneurial mindset. So for this, managers recommended developing a structure that satisfies the needs
of both age groups of employees.

As the level of designation increased, employees' basic needs were automatically satisfied, but the Self-
actualization needs were still not touched in many cases. The manager could develop talent management
practices that increase the realisation of a person's potential &self-fulfilment of employees. Which
ultimately helps the organisation to retain valuable talent.

Education Qualification plays an important role in developing & determining the policies in the
organisation. Selected Employees for this study contain the highest number of employees whopossess a
Post Graduation degree. As educationlevel increases, theacceptance of Competency-based HR functions
& competencyalso increases, which emphasises the managers todevelop advancedbut relatively
Competency-based HR policies.

Gender has no impact on overall Competencies, Competency-based HR functions & talent Management
components. This recommended Managers that Gender would not be biased in the development or
applicability of Competency-based Talent Management practices in theorganisations. Managers could
develop policies, Programs of competency development & talent management without making any
differences for male & female employees.

Themanagers coulduseAnalytics acrosstalent Management processes toassist data-drivendecision- making
and help provide insights to identify areas of strength and weakness. It can help managers in cost reduction
in the selection & development of Individuals.

Managers could take the help of Artificial Intelligence for assessing the Competencies & other practices
related to Talent Management. As most employees were digital natives as they are from Generation Y &

Z., It will be easy for Managers to apply Analytics based Talent Management practices.
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e Managers could develop Experienced-based Competency Management & Talent Management Practices,

which help organisations greatly improve the employee experience with initiatives like mapping out

professional journeys, improving onboarding and soliciting employee feedback and tracking surveys and

reviews. Employee engagement takes the experience a step further and looks at how Top managers can

work with employees to align their goals with desired business outcomes.

o Remote working, Flexible working hours & Mental health well-being are key trends after experiencing

covid-19 pandemic; Managers could develop a competency-based HR policy which includes all three

trends and will make the organisation flexible & more productive.

6.15 : OVERALL SUGGESTIONS OF THE RESEARCH STUDY::
The researcher has employed efforts to offer suggestions concerning significant areas where improvement is

expected from the Policy Makers & Managers for the applications of Competency-based talent management

practices based on theresponses their responses gathered fromtheselected employees fromselected four key

sectors of the manufacturing industries of Gujarat State.

Competency analysis should be introduced in the initial level of HR functions. If possible, the
requiredcompetencies will be given inthe Job description. This will attract only candidates withthis
competency, which ultimately makes the job of the interviewers & candidates Easy.

The manager shoulddoa Periodic Assessment of Competency. This willresult inbetter Competency
development asmanagerswill get anidea ofupdatingor revisingCompetencies whichwill helpthem
increase productivity in Organisations, and the employees will get an idea about their own status of
Competencies.

Competency-based HR functions should contain the feature of Uniformity for all departments and be
dynamic & flexibletoChange. Managers canuseAl-basedtools for applyingCompetency-basedHR
functions for more accurate & evidence-based Practices.

Competency mappingtools shouldbedevelopedby managers, whichincludeClarity, transparencyof
desired competency, Employees' performance regarding competencies & valuable feedback systems
whichhelp Employees inthe overalldevelopment of their owncompetencies & help the organisation in
achieving the desired result.

Managers should develop a Competency-based Employer branding which helps the organisation to
attract Top talent internally & externally. Comptency-based employer branding resulting in transparent
& accurate policy-driven organisation. Which attracts top talent to apply to the organisation and also
helps in retaining good talent within the organisation.

For Talent Skilling & reskilling regular checking system should be developed by the organisation. If
required, relevant training & development programs, seminars & exercises should be conducted by the

organisation for better talent Development practices in the organisation.
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The personification reward system should develop in the organisation, which can be flexible to the
designation level. Employees from the lower level were happier with cash bonuses, while the top- level
employees were happier if they got perks like vacations or other prestigious gifts. This type of practice
will result in more satisfaction among all levels of employees, which ultimately helps the organisation
to better talent retention.

While developing Talent retention policies in the organisation, Manager should concentrate on theage
groups as the requirement & expectations are different as per generation change. So for retention of
good talent, managers must focus on satisfying the needs of the existing age group, which make them
feel delighted. This helps the organisation in developing better talent Retention strategies in the
organisation.

Sometimes good talent is also lacking in some technical competencies, which makes them
uncomfortable and depressed in organisations. For that, managers should continuously make the
interactions with talented employees to find out their difficulties while performing their tasks, and if
required, proper training should be given to them. This will help the employees for better development
of talent & they felt that they are important to the company and this will ultimatelyresult into
achievement of the higher goal of the organisation.

All thepractices which weretalked about in this research study, such as Competencies, Competency-
Based HR functions & Talent Management Practices, should be dynamic in nature as some unexpected
circumstances arise in an organisation, it should be able to cope with the circumstances. This will result

in a healthy workplace & work culture.
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6.16 : LIMITATIONS OF THE RESEARCH STUDY:

The research study collects primary data by filling out the structured-non- disguised questionnaire.
However, all efforts were made to check, reduce and minimise ambiguous responses as provided by
the selected Employees. The responses collected might lead to distorted and incorrect data information,
analysis and findings of the research study.

As this empirical study was mainly undertaken based on the collection of primary data and information
mainly from the selected four sectors of the Manufacturing industry of the Gujarat state,it would be
inappropriate to generalise it as fit and representative of the entire population of the Gujarat State
industries.

The research study was mainly carried out only in the selected four key sectors, Viz. Agro& Food
Processing Industry, Oil & Gas, Pharmaceuticals & Biotechnology and Chemical & Petrochemical
industry of the manufacturing industry of Gujarat State. This research work does not aimto cover the
total picture of all Industries.

Thefindings oftheresearchstudysuffer fromlimitations ofrestrictedsamplingsize, sampling design that is
convenience &judgemental sampling method as followed by the researcher in the conduct and drawing
of representative sampling units under this research study.

In the research study, primary data were collected once at a point in time during the Covid-19 Pandemic
time 2021. Hence cross-sectional time scale cannot be applied.

The research study had undertaken only the selected factors of Competency, Competency-based HR
functions & Talent management Components.

In the research study, only 19 Companies Selected employees were gave their responses towards the
Competency, Competency based HR functions & Talent management Components. Thus, the result
cannot be applied to a specific Company.

In the research study, the researcher studied the only positive effect of competency & competency-
based HR functions on Talent management practices. Hence the researcher had not studied the negative
effect or issues of employees regarding it.

The research study was conducted by measuring the responses of Employees in the individualcontext.
Hence lack the responses and thus applicability from the organisational& process context.

The research study collected responses from employees of different demographic profiles. Hence the
study cannot suggest more specific strategies for Employees by specific demographic variables.
Errors due to misinterpretation or misunderstanding of Employees, intentions might or might nothave
affected the results of this empirical research study systematically.

In the research study, the model was developed to measure the effect of the variables Competency,
Competency-based HR functions & Talent management Components. No moderating effect was

considered while developing the model.
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6.17: DIRECTIONS FOR FUTURE RESEARCH STUDY:

e The findings of this research study have implications for only selected Competencies such as
Managerial, Technical&behaviouralandtheir subgroups; Futurestudies canbeundertakenbyadding Gig
Competencies such as Embracing Uncertainty, Creative Intelligence, Collaboration Agility etc. (Lal,
2023), which helps the employees in coping with uncertainty & Gig economy.

e The model of the study was developed based on the responses of the selected employees; Future studies
can be conducted by developing a new model where all stakeholders, such as customers, suppliers, and
government responses, were considered.

e The study considered Employees other than workers of the selected Gujarat Manufacturingindustries;
Future study can be conducted specially for workers Competencies & talent Management practices.

e This study includes only Four sectors of Gujarat's Manufacturing industries. Other another study can
be conducted for separate sectors, such as only the Oil &Gas Industry etc.

e The Indian brand Equity report of Gujarat State considered eight key sectors of Manufacturing
Industries, but the representative sample is limited to only four key sectors; Future studies can be
conducted for all eight Sectors as well as separate sectors. A larger sample size in future research would
help in reflecting a more precise measurement of the research model.

e The researcher evaluated mediating effects of Competency-based HR functions on competencies &
talent Management; Future studies can be done to test the mediating effect of talent Acquisition, Talent
Development & talent Retention on Competency-based HR functions & talent management.

e The moderating effect of the Demographic variable was not assessed by the researcher in this study; In
the future, Age, Gender & Education can be tested as moderators for the model.
&ParticularGroupeffectswerenot measuredinthisstudy. Infuture, group-wiseanalysis alsocanbedonefor

this model.

*kkhkkkikk
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