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Abstract
New approaches and methods would redefine the global cor-
porate and economies as the pandemic has struck the world. 
India has been under lock down for the last four months is 
still pondering its ways and means to handle this challenge ef-
fectively. With profits plummeting and businesses in chaos, the 
entire business community has to rise to the occasion to face 
this mammoth problem.
This research attempts to study the challenges and issues that 
are hampering effective talent management for talent retention 
during this pandemic. The solution lies in effective coordination 
with employer and employee with talent management and re-
tention practices. 
This study is quantitative and empirical while being exploratory and 
conclusive. The study intends to explore the dimensions of talent 
management and talent retention practices for Indian Inc. In this 
study, stratified random sampling was done, and 100 employees, 
who work in Indian corporate from various states was, administered 
a questionnaire. The collected data were analyzed using SPSS, cor-
relation, regression, and confirmatory factor analysis. 
It was found that family and family priorities occupy the em-
ployee’s mind during these COVID-19 times. The organization-
al policies and frameworks must orient so that the employee’s 
health and safety are the top priorities. The modified work en-
vironment, work culture, and priorities would help in employee 
retention. An empirical framework is also provided for Indian 
enterprises on talent management and retention after the 
COVID-19 pandemic.
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Introduction
Transformations and trans formative practices 

have changed;modified the outlook and perspective of 
Indian industries and their nature of functioning due 
to the COVID-19 pandemic, which has hit the entire 
globe. Companies have adapted to the new changes 
and new order of functioning. As lock down is bound 
to continue in Asian and emerging countries, the hit 
has been very pronounced in India, a country of 130 
crores. Developed countries’ strategies and methods 
cannot be long-term solutions as India has different 
dynamics and operations.

The outlook and orientations of Indian industries 
and their functioning have changed. It has become un-
predictable due to the COVID-19 epidemic. Profits are 
plummeting, and performances are coming down as fear 
has engulfed the world. In this crisis, health and safety 
have become the top priority, and hence there is a need 
to address the safety and welfare measures. The nature of 
employee engagement, talent management, and perfor-
mance management systems must be reoriented to give 
a new shape and direction for the future [1]. 

Companies have to reorient, transform and manage 
their operations effectively and efficiently to manage this 
situation. Employees are stressed up, and there is a feel-
ing of insecurity that is prevailing. Companies’ roles and 
responsibilities have become more as they have to pro-
vide care and support to employees during these tough 
times. Changes and modifications are inevitable, and the 
Indian organizations must be clear in their perspective 
to retain and engage highly talented employees during 
these times. The entire orientation of organizations must 
change and focus on talent management and talent en-
gagement for the future, which would lead to employee 
delight and engagement and, thus, retention [2]. 

This research attempts to provide strategies, meth-
ods, approaches, and techniques for effective employ-
ee management and engagement in India.
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Literature Review

Talent Engagement Strategies:
Schrita Osborne and Mohammed S. Hammond 

investigated effective employee engagement in the 
workplace. This study found that disengaged employ-
ees in organizations cost $350 billion to organizations 
worldwide. This fact illustrates the need for effective 
employee engagement and retention of talent in the 
workplace. In this study, four business leaders were as-
sessed on their communication and their engagement 
practices in workplace situations. Empowering em-
ployees and building a bond with the employee would 
help organizations achieve effective talent retention 
and management [3]. 

Employee engagement and impact:
Organizations must create meaningful and engag-

ing work which would transform the employees and 
their nature of working would become committed, 
which will lead to performances was found by Bowen.

The study found that meaningful and engaging 
work leads to employee engagement, and the relation-
ships between these factors are positive. However, it 
also found that there are not enough empirical studies 
that have been carried out on these dimensions [4]. 

(HA study and found that organizations must create 
an environment that recognizes performances and suit-
ably rewards performers with promotions and mone-
tary incentives were conducted by Hayes. The more the 
scope for career development and growth, the greater 
the chances for employee engagement and involvement.

This study states that work environment and work 
facilities impact employee contribution in the work-
place and that work performances have to be reward-
ed suitably with promotions and monetary incentives. 
There is a need for research to be conducted on the 
role of work environment and work facilities and their 
impact on employee engagement [5]. There is also a 
need to study and evaluate the role of promotions and 
monetary incentives and their impact on employee 
engagement practices in Indian organizations.

Theoretical frameworks on Employee 
engagement and its impact on talent 
management practices:

Chanania provided the focus for employee engage-
ment and talent management. Organizations have to 
be more focused and dynamic to engage employees on 

the critical factors indicated above, which provide an 
effective employee-oriented ecosystem and solutions 
for 2030. Studies have to be conducted by academicians 
and professionals on leadership and employee empow-
erment on employee talent retention practices [6]. 

Zinger model of Employee engagement
(Zinger 2010) has provided the employee engage-

ment model, which enhances employee work and im-
proves the organizations’ working culture.

The model elucidates a need for recognition and 
engagement, which would provide desired results 
in organizations. There is a need for organizational 
transformation and new practices to involve and en-
gage employees effectively [7]. 

These types of conceptual framework and mod-
el-oriented researches have been pursued very little in 
India. Researches must focus on recognition and en-
gagement practices that enable employee engagement 
and retention in the Indian context.

Employee engagement practices provide employee 
satisfaction and reduce employee turnover in organi-
zations that are needed for effective talent retention 
practices suggested by Kang about the Organizational 
Citizenship Behavior [8]. 

This study finds a positive relationship and en-
gagement practice through employees’ psychological 
capital, which leads to employee citizenship behavior. 
This framework enhances employee engagement and 
employee satisfaction as it reduces turnover.

Evaluated and concluded that effective employee 
engagement practices could be done through talent 
management practices has been examined by Ozgur 
Onday. The study provides the four different links and 
associations between talent management and employ-
ee engagement practices. Onday says that these two 
enabling factors facilitate organizational performance. 
The study concludes that talent recognition, talent 
culture, and leadership support engage and promotes 
employee engagement in organizations [9]. 

Talent Management Practices and its Impact:
Prathigadapa Sireesha, Leela Krishna Ganapavara-

pu, has studied various issues that induce employee 
engagement and have concluded that employee be-
havior has an important role in talent management. 
In the model below, employee knowledge abilities and 
motives are the key important factors that facilitate or-
ganizations’ talent engagement and practices [10]. 
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This study concludes that employee attributes in-
fluence work environment and practices, which also 
has an important role in business results. However, 
this has not been validated yet in the Indian context.

A study that evaluates the nature and extent of the 
relationship, which prevails in talent management and 
talent engagement, concluded that employee recogni-
tion is an important aspect, leading to effective talent 
management conducted by Prof. Pushpa Hongal Dr. 
Uttamkumar Kinange [11]. 

An important aspect of employer branding is en-
abled with aspects of talent management that impact 
talent management practices. Employee branding and 
practices are other important dimensions that have not 
been explored or studied in detail. Employee brand-
ing leads to employee involvement, commitment, and 
attention to all details, which provides organizational 
success and performance. 

Research has to be conducted on employer brand-
ing on talent management dimensions, and practices 
that lead to talent retentions in Indian companies have 
been emphasized by Prof. Pushpa Hongal and Dr. Ut-
tamkumar Kinange [12]. 

Talent management is an organizational method 
that enables organizational productivity & perfor-
mance. Organizations must reengineer and rewire 
themselves towards growth and development. It is one 
of the most effective strategies which enables perfor-
mance and achievement of organizational outcomes. 

The study reinforces the association between tal-
ent management strategy and effective talent manage-
ment practices. It says that rewards and promotions 
are vital, and providing them promptly would increase 
organizational retention in the long run. As this is a 
conceptual study, we also find a need to do more em-
pirical studies in this domain in Indian companies and 
evaluate the links between talent management and tal-
ent retention [13]. 

Talent management and Employee retention 
strategies

The modern strategy for effective HR-oriented 
practices and management focuses more on talent 
management & employee retention. These two di-
mensions are important pertinent strategies that are 
adopted by Global MNCs as well. Global companies 
are finding it very tough and challenging to identify, 
manage and retain talent. So, there is a need for talent 
management and talent retention at the global level 

too. These studies have to be intensified, and empir-
ical studies have to be initiated in Indian scenarios at 
regional levels [14]. 

Workplace and family culture – Impact 
on Employee engagement and retention 
practices

Work-life balance is crucial for employee produc-
tivity and performance. Researches and investigations 
are conducted regularly to determine work-life bal-
ance nature and impact on various factors and dimen-
sions. This study is purposive and engaging. It ana-
lyzes the impact of work in the hospital environment, 
which was conducted across various departments, and 
the effect of talent engagement practices assessed with 
work and culture. It was found that there is a positive 
relationship that prevails among these factors.

An investigative analysis was done on 20, the im-
pact of talent engagement practices and their effect on 
work and culture prevalent in hospitals by Matthew B. 
Perugino [15]. 

The study was done with 680 hospital employ-
ees working for 60 departments in a hospital in the 
South-Eastern US. In this study, it was found that de-
partments that had work-family cultures tended to 
have more employee engagement and involvement. 
They took pride in their work, and they were happy to 
work in these turbulent environments. The work-fam-
ily culture also increased the confidence level in man-
agement.

As these positive reinforcements are created in the 
workplace, employees had an intention to stay longer. 
It also creates a positive workplace and increases em-
ployee commitment and engagement to work [16]. 

As no research has been done or attempted on 
work-family culture and talent management with 
employee retention, there is a need to diagnose these 
variables and investigate in Indian companies.

A supervisor’s role is crucial as it helps employees 
maintain their work-life balance and professional and 
personal responsibilities. With supervisor support and 
effective management practices, I found that balanc-
ing responsibilities at work and home can be achieved.

An evaluation on investing time for work-life-
balance and practical implication on talent retention 
practices by José-Luis Rodríguez-Sánchez. The study 
provides an integrated model for work-life-balance. 
It has also analyzed the effect of various factors and 
dimensions of HR and its impact on talent retention 
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practices in organizations. This study is a case study 
done on the tourism sector, and the study provides 
an effective HR strategy for talent retention through 
work-life-balance [17]. 

A study was done to evaluate organizational ef-
fectiveness with talent management and career de-
velopment by Zulqurnain Ali. Bank employees’ data 
had been used, and a structured equation model was 
tested with AMOS. This study concluded that talent 
management had a substantial effect on employee 
engagement. The study concluded that individual de-
velopment opportunities must be provided for bank 
employees.

The study also said positive impacts of talent 
management practices with effectiveness and career 
development programs. However, as empirical stud-
ies have not been studied in this direction, there is a 
need for research-oriented studies to be done in this 
domain.

As disruptions are happening across the globe, it is 
the right time to reinvent talent management strate-
gies for Lisbeth Claus’s future. The changes in demog-
raphy, technology, and globalization have caused these 
disruptions. Design thinking, agile management, and 
HR analytics are bound to dominate the most import-
ant aspects in the future. The study concludes that 
organizations must revisit their talent management 
strategies for effective engagement and involvement of 
employees [18]. 

Research Methodology

Variables
This study’s independent variable is the talent 

management of Indian employees working in the Re-
tail, FMCG, construction, and food and hospitality in-
dustry. (These employees have resumed work after the 
COVID-19 crisis)

The study’s moderating variable: Employee em-
powerment, performance management systems, work 
culture, job design, job description, job enrichment, 
and job enhancement and rewards.

Dependent variables: Employee Engagement, Tal-
ent management, and Talent engagement for Indian 
industries during the COVID-19 crisis [19]. 

Objectives of the study:
To provide talent management strategies for Indian 

employees amidst the COVID-19 crisis.

Secondary Objectives:
1. To determine the role of employee engagement on 

talent management practices of Indian employees. 
2. To evaluate the role of performance management 

systems on talent management practices of Indian 
companies.

3. To examine the role of rewards systems and prac-
tices on talent management of Indian employees. 

Research design:
The study aims to collect information from 100 

Indian employees working in various industries who 
have resumed their work after COVID-19 in various 
states. The study covered Indian employees in Delhi, 
Madhya Pradesh, Calcutta, Rajasthan, Orissa, Telan-
gana, and Tamil Nadu. Five major industries of India 
are covered – Retail, FMCG, construction, food, and 
hospitality industries [20]. 

Nature and relevance of the research
The world is facing a pandemic, and COVID-19 has 

hit the global industries, and the functioning, routine 
industrial, personal and social activities have come to 
a standstill. Progress is nowhere to be seen, and profits 
are to be awaited. In this situation, there is a strategic 
need for employees to be supported. Employees have 
to be engaged, and talent has to be retained for the fu-
ture. In these moments of crisis, the entire HR system, 
its way, and manner of functioning have to change and 
tune with the times. New practices, systems, and pro-
cedures of talent management and engagement have 
to be put in place to manage employees better and 
keep them happy. New reward mechanisms and prac-
tices have to be kept in order to manage the crisis [21]. 

Sampling process:
The study involved 100 individual employees 

working in five major industries in India, functioning 
after the COVID-19crisis. A stratified random sam-
pling method was used for the selection of the sample. 
The sample was stratified based on income, age, gen-
der, and work type donein these industries.

Data collection methods:
Primary data from employees was collected using 

a questionnaire. Secondary data was collected from 
relevant articles, publications, periodicals, magazines. 
PhD works in the field and related domains were also 
studied in-depth and in detail [22]. 
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Data Analysis Methods:
The collected data from individual employees were 

analyzed using SPSS - correlation, regression, and 
ANOVA tools were used for analysis.
1. Level of analysis: Cross-tabulation of various de-

mographic factors and their impact was evaluated.
2. Level of analysis: Various factors and their impact 

were assessed at the second level, and necessary in-
terpretations were provided (cross-tabulations)

Results and Interpretations

Part A: Demographic details
Inference:
The jobs that require minimal human proximity in 

execution will be suitable for work from home has been 
mentioned by Deepa Mani Tomar. They highlighted 
that occupations such as directors, computing profes-
sionals, and general managers are highly suitable for 
work from home in the current situation. From Figure 
1, it can be inferred that the majority of the employees 
are Assistant Project Developers, Programmers, and 
Marketing Managers. Hence, opinion from them will 
provide good results [23]. Table 1 shows departmental 
details of employees.

14

11 10
8 8 8

6 5 5 5 5 5 5
3 2

0
2
4
6
8

10
12
14
16

AP
D

pr
og

ra
m

m
er

M
M CL PS

Sr
 M

an
ag

er W
D

An
al

ys
t

As
st

 P
RO

De
sig

ne
r

RF
 (S

/C
)

SM UE
D

St
ud

en
t

Ad
vo

ca
te

Designation

Figure 1: Designation details of employees
Note: APD- Assistant Project Developer MM-Marketing Man-
ager CL- Crew Leader PS- Policy Associate WD- Web Designer 
PRO-public relations officer S/C- Surveyor/Coordinator SM- 
Sales Manager

Inference:
90% of the IT industry employees worked from 

it can be inferred that majority of the employees are 
from the IT sector has been stated by Dr. Sridhar Mit-
ta. Marketing, Design, sales are the departments after 
IT. The experience of these employees would help to 
design an empirical model. 

Table 1
Departmental details of employees

Department Frequency Percent
IT 23 23.0
Marketing 16 16.0
Design 12 12.0
Sales 12 12.0
Consultancy 7 7.0
Media planning 7 7.0
Stakeholder Outreach 7 7.0
Engineering (Consulting) 6 6.0
Smart Cube 5 5.0
Publicity 3 3.0
Commercial litigation 2 2.0
Total 100 100.0

Inference:
Employee retention is very important for an orga-

nization’s growth, stability, and profit, as highlighted 
by Cloudier. The following factors have to be con-
sidered for employee retention: clear work role, good 
relationship with higher authorities, considering em-
ployees opinion, rewards, and promotion, and provid-
ing opportunities for innovative work.

From Table 2, it can be inferred that the majority 
of the respondents havetwo years of experience in the 
current job. Very few employees have experience of 10 
years and above. The majority of employees’ ideas and 
opinions willhelp employers create new strategies in 
the current situation [24]. 

Table 2
Current experience details of employees

Current Experience Frequency Percent
1.0 13 13.0
1.5 7 7.0
2.0 40 40.0
3.0 21 21.0
4.0 7 7.0
10.0 6 6.0
15.0 6 6.0
Total 100 100.0

Inference:
Employee motivation is an important aspect that 

helps the employer improve Sandhya and Kumar’s 
concluded employee and organization performance. 
From Table 3, it can be inferred that the majority of 
the employees follow specific guidelines provided by 
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the employers, which shows the good relationship be-
tween employee and employer.

Table 3
Specified guidelines followed by employees

Frequency Percent

Valid
Yes 93 93.0
NO 7 7.0
Total 100 100.0

Inference:
From Table 4, it can be inferred that the majori-

ty of the respondents are expecting work from home 
in this situation, and they expect employers to make 
spread awareness on safety protocols among the em-
ployees. Reduction in work hours will ensure the safe-
ty and welfare of employees. Other important aspects 
are well-defined employees’ rights and transparency in 
rules [25]. 

Table 4
Suggestions to improve safety and welfare of employees

Fre-
quency

Percent

Inculcating a sense of collective respon-
sibility towards each other and also 
towards society. Following all the govern-
ment-issued protocols and also adapting 
them to suit the work environment.

3 3.0

Making sure HVACs are safe to use; use 
disinfectants 3 3.0

Making them aware of safety protocols 
and doing rehearsals 25 25.0

More transparency and strict rules. 13 13.0
Must be well informed about their rights 
as an employee 10 10.0

Reduce working hours 17 17.0
WFH should be optional; employee shut-
tles/cabs 3 3.0

Work from home, where possible. 26 26.0
Total 100 100.0

Part B: Empowerment

Inference:
From Table 5, it is inferred that working online is 

moderately comfortable with the majority of the em-
ployees. The majority of the employees agreed that 
employers moderately do employee empowerment in 
these critical situations.

Table 5
Descriptive analysis on employee empowerment factors

Descriptive Statistics
N Mini-

mum
Maxi-
mum

Mean Std. De-
viation

Working online is bet-
ter than working from 
the office

100 1 5 3.10 1.345

HR managers are 
supportive of WFH 
procedures and mech-
anisms

100 1 4 2.61 1.063

provided with full free-
dom at work 100 1 4 2.40 1.247

WFM poses different 
challenges 100 1 4 2.20 1.054

Valid N (listwise) 100

Inference:
From Table 6, it can be inferred that 37% of the 

employees strongly agreed, and 14% agreed that em-
ployers provided them full freedom atwork. Equally, 
28% of the employees disagree, and 21% are neutral 
about employers’ freedom provision at their work. 
More freedom at work would lead to better morale 
and higher productivity [26]. 

Table 6
Given full freedom at work

Full freedom at work Frequency Percent
Strongly agree 37 37.0
Disagree 28 28.0
Neutral 21 21.0
Agree 14 14.0
Total 100 100.0

Inference:
From Table 7, it can be inferred that the majority 

of the employees agreed that different challenges take 
place during work from home. The communication 
gap between coworkers and superiors, lack of techno-
logical knowledge, and difficulties in separating work-
life and home-life are the challenges employees face 
during work-from-home were studied by Setyawan 
and Lestari.

Inference:
From Table 8, it can be inferred that the majority of 

the employees are neutral on working online. Cumu-
latively 36% of the employeesdisagreed with the work 
from home. Only 29% of the employees agree that 
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working online is better than working from the office. 
A study also has the same results stating that some em-
ployees feel happy to work online because Setyawan 
and Lestari did familiarization with the communica-
tion technologies [27]. 

Inference:
From Table 9, it can be inferred that 44 % of the 

employees agreed and 13% strongly agreed that HR 
managers are supportive of work from home proce-
dures and mechanisms. 31% of the employees dis-
agreed, and 12% were neutral about this.

Table 9
HR managers are supportive of WFH procedures and mecha-
nisms

HR managers are supportive Frequency Percent
Agree 44 44.0

Disagree 31 31.0
Strongly agree 13 13.0

Neutral 12 12.0
Total 100 100.0

Inference:
From Table 10, it can be inferred that the major-

ity of the respondents suggest that employers must 
interact with them regularly to understand their con-
cerns [28]. 

Table 10
Suggestions for further empowerment of employees in the 
COVID-19 situation

Suggestions for further empower-
ment of employees

Frequency Percent

Employer-provided power back up, 
unlimited high-speed internet 20 20.0

Flexible timings, Target Oriented 
Functioning, and increased Dear-
ness Allowances to cover the new 
expenses associated with a WFH 
lifestyle.

21 21.0

Independence in decision making 
and clear cut orders 19 19.0

To regularly interact and understand 
their concerns. 40 40.0

Total 100 100.0

Part C: Reward Management and Practices

Inference
From Table 11, it can be inferred that the majori-

ty of the employees agreed that their work had been 
recognized. However, the financial rewards and incen-
tives are not provided by the company.

Table 11
Descriptive analysis on reward management

Descriptive Statistics
N Mini-

mum
Maxi-
mum

Mean Std. De-
viation

provided with finan-
cial rewards during 
this COVID-19 pan-
demic

100 2 2 2.00 .000

provided with non-fi-
nancial rewards more 
than financial rewards

100 1 2 1.87 .338

provided with in-
centives during this 
COVID-19 pandemic

100 2 2 2.00 .000

Valid N (listwise) 100

Inference:
From Table 12, it can be inferred that the majority 

of the employees agreed that their performance was 
recognized.

Inference:
From Table 13, it can be inferred that cumulative-

ly 46% of the employees agree that they have flexible 
work nature. However, 27% of employees were neutral 

Table 7
WFM-Work from home poses different challenges
WFM poses different challenges Frequency Percent
Agree 34 34.0
Strongly agree 31 31.0
Neutral 19 19.0
Disagree 16 16.0
Total 100 100.0

Table 8
Working online is better than working from an office
WFH is better than working from 

an office
Frequency Percent

Neutral 31 31.0
Strongly disagree 22 22.0
Agree 18 18.0
Strongly agree 15 15.0
Disagree 14 14.0
Total 100 100.0
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on flexibility in their work, and 27% disagree with the 
flexible work nature providence [29]. 

Inference:
From Table 14, it can be inferred that 53% of the 

employees agreed that their work has novelty.

Table 14
Employee’s novelty in work

Have novelty in work Frequency Percent
Strongly agree 32 32.0
agree 21 21.0
Neutral 26 26.0
disagree 21 21.0
Total 100 100.0

Inference:
From Table 15, it can be inferred that the majority 

of the respondents faced extended working hours, in-
ternet connectivity issues, and communication gaps.

Table 15
Challenges during work from home

Challenges faced while working from 
home

Fre-
quency

Percent

Extended working hours and connectivity 
issues. 27 27.0

Miscommunication, lack of guidance from 
seniors, job insecurity. 13 13.0

Over time, Internet issues 11 11.0

Challenges faced while working from 
home

Fre-
quency

Percent

Monotonous working environment. Lesser 
social interaction. No face-to-face (instant) 
feedback.

7 7.0

Net connectivity, lack of all the resources 
under one roof, lesser interaction with 
prospective customers

7 7.0

Power cuts, internet outage, no fixed meal 
timings 7 7.0

1. Less family interaction 2. Reduced pro-
ductivity 4 4.0

1) Sleep schedule 2) Working environment 
with everyone at home 3) Patchy internet 
connection

4 4.0

Difference in the environment, network 
disturbance 4 4.0

Erratic internet connection. No work-life 
balance. Increased screen time resulting in 
partial night blindness.

4 4.0

Lack of communication, lack of IT support 4 4.0
Poor internet, power cuts 4 4.0
Time management, work-life balance 4 4.0
Total 100 100.0

Factor Analysis of Employee Engagement 
on Talent Management

Inference:
From Table 16, Table 17, Table 18 and Table 19, it 

can be inferred that HR Managers are providing good 
support for the employees in the crisis. They also en-
courage employees to utilize their full potential and give 
freedom to express their creative ideas in their work.

Table 16
Provided with full freedom at work

Observed N Expected N Residual
Strongly agree 37 25.0 12.0
Agree 14 25.0 -11.0
Neutral 21 25.0 -4.0
Disagree 28 25.0 3.0
Total 100

Table 17
Working online is better than working from an office

Observed N Expected N Residual
Strongly agree 15 20.0 -5.0
Agree 18 20.0 -2.0
Neutral 31 20.0 11.0
Disagree 14 20.0 -6.0
Strongly disagree 22 20.0 2.0
Total 100

Table 12
Performance recognition of employees

Performance is recognized in 
the workplace

Frequency Percent

Strongly agree 27 27.0
agree 45 45.0
Neutral 21 21.0
Disagree 7 7.0
Total 100 100.0

Table 13
Given flexibility at work

Have flexibility in work Frequency Percent
Strongly agree 39 39.0
agree 7 7.0
Neutral 27 27.0
disagree 27 27.0
Total 100 100.0
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Table 18
HR managers are supportive of WFH procedures and mecha-
nisms

Observed N Expected N Residual
Strongly agree 13 25.0 -12.0
Agree 44 25.0 19.0
Neutral 12 25.0 -13.0
Disagree 31 25.0 6.0
Total 100

Table 19
Test Statistics

Provided 
with full 
freedom 
at work

WFM 
poses 

different 
chal-

lenges

Working 
online is 

better than 
working 
from an 
office

HR managers 
are support-
ive of WFH 
procedures 
and mecha-

nisms
Chi-Square 11.600a 9.360a 9.500b 28.400a
df 3 3 4 3
Asymp. Sig. .009 .025 .050 .000

a. 0 cells (0.0%) have expected frequencies less than 5. The 
minimum expected cell frequency is 25.0.
b. 0 cells (0.0%) have expected frequencies less than 5. The 
minimum expected cell frequency is 20.0.

Factor analysis of Performance management 
and rewards systems practices on talent 
management

Inference:
From Table 20, Table 21, Table 22 and Table 

23, it can be inferred that employee performanc-
es were recognized, the company provided a good 
environment to employees, and they were getting 
freedom in their workplace. Good work perfor-
mance was appreciated by managers and given to 
employees for a flexible work nature. Employees 
had novelty in their work. The employee’s opin-
ions and comments were somewhat considered to 
make a strategic plan [30]. 

Table 20
Your opinions and comments were taken well

Observed N Expected N Residual
Strongly agree 27 25.0 2.0
Agree 19 25.0 -6.0
Neutral 40 25.0 15.0
Disagree 14 25.0 -11.0
Total 100

Table 21
You have flexibility in your work

Observed N Expected N Residual
Strongly agree 39 25.0 14.0
Agree 7 25.0 -18.0
Neutral 27 25.0 2.0
Disagree 27 25.0 2.0
Total 100

Table 22
You are rewarded suitably for your work performance

Observed N Expected N Residual
Strongly agree 25 25.0 .0
Agree 27 25.0 2.0
Neutral 27 25.0 2.0
Disagree 21 25.0 -4.0
Total 100

Table 23
Test Statistics

recog-
nized 

for your 
work

Your 
opinions 

and 
com-
ments 
were 
taken 
well

Your 
perfor-
mance 
is rec-

ognized 
in the 
work-
place

You 
have 

flexibility 
in your 
work

You 
have 

novelty 
in your 
work

You are 
re-

warded 
suitably 
for your 

work 
perfor-
mance

provid-
ed with 
non-fi-
nancial 
rewards 
more 
than 

financial 
rewards

Chi-
Square 20.080a 15.440a 29.760a 21.120a 3.280a .960a 54.760b

Df 3 3 3 3 3 3 1
Asymp. 
Sig. .000 .001 .000 .000 .350 .811 .000

a. 0 cells (0.0%) have expected frequencies less than 5. The 
minimum expected cell frequency is 25.0.
b. 0 cells (0.0%) have expected frequencies less than 5. The 
minimum expected cell frequency is 50.0.

Inference:
From Table 24, it can be inferred that employees 

were not satisfied with the reward system followed by 
the companies. Companies are expected to frame new 
reward systems, especially financial rewards, during 
the COVID-19 situation [31], mentioned that the 
production level has become very low. Economies of 
many, so-called, powerful countries are now facing the 
threat of high inflation and increasing unemployment 
due to lack of productivity and excessive expenditure.

Conclusion
The m,-Majority of the respondents expect work 

from home in this situation and employers have to 
spread awareness on safety protocols among their 
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employees. Reduction in work hours will ensure the 
safety and welfare of employees. Other important as-
pects are well defined employees’ rights and transpar-
ency in rules. In these times, managers need to take a 
“human-first” approach where some tasks may need 
to take a back seat to their wellbeing. So, depending 

on the situation, managers need to adjust expectations 
because employees may be exposed to new stressful 
situations like not having an ideal workspace, taking 
care of children, cooking, etc. The following factors 
have to be considered for employee retention: clear-
ly defined work role, good relationship with higher 
authorities, consideration of employees’ opinion, re-
wards and promotion, and providing opportunities 
for innovative work. Well-maintained organizational 
communication means employees who have different 
strengths work towards a common goal. The majori-
ty of the employees follow specific employers’ specif-
ic guidelines, which shows the good relationship be-
tween employee and employer.

The following are the main consequences of the 
work from home phenomena:
• Stress
• No Work-Life Balance
• Improper sleep schedule
• Decrease in productivity level

The organization has to build new strategies in 
these current COVID-19 times. The following are 

Table 24
Ranking analysis of reward systems

Mean Rank
provided with financial rewards during this 
COVID-19 pandemic 2.07

provided with non-financial rewards more than 
financial rewards 1.87

provided with incentives during this COVID-19 
pandemic 2.07

Test Statistics
N 100
Chi-Square 26.000
df 2
Asymp. Sig. .000

Friedman Test

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

Employer’s Current Standard 
 
Poor team collaboration 
Lack of a robust technological 
infrastructure 
Low productivity 
Poor employee engagement 
Security issues 
Poor economic conditions        
Communication gaps (no face to 
face interaction) 
 

Employees’ Expectations 
 
Open communication on safety 
protocols 
High-speed internet 
Reduction in working hours 
Well defined employee rights 
Consideration of employees’ opinions  
Financial rewards 
Increase in dearness allowances to 
cover the new expenses 
Flexible work timings 

 Consequences 
Stress 
No work-life balance 
Improper sleep schedule 
No fixed mealtime 
Productivity level decreased 
Improper time management 

 
Talent Management & Talent Engagement Strategies 

 
1. Regular interaction with employees to understand their 

concerns 
2. Flexible work timings 
3. Instant financial rewards 
4. Unlimited high-speed internet 
5. Periodic surveys 
6. Keep an informal open line of communication 
7. Virtual game nights 
8. Involving employees’ families if possible 

Figure 2: Impact of work from home: Talent Management & Talent Engagement Strategies
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some aspects that are to be considered to create a tal-
ent management and engagement model.
• Virtual office setting
• Information HUB creation
• Offering perks and discounts, such as cashback of-

fers, subsidized insurance plans, tie-ups with hos-
pitals, gift cards, etc.
Limitations – The sample size of 100 employees 

is a minor limiting factor that can be overcome in a 
similar project shortly.

Suggestion and Recommendations
HR managers are providing good support for the 

employees during these tough times. They also en-
courage employees to utilize their full potential and 
give them freedom to express their creative ideas in 
their work. However, as is expected in today’s new re-
ality, certain issues need to be addressed.

Figure 2 shows the impact of Talent Management 
and Strategies of working from home.
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