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Abstract: Talent management has become a critical strategic human resource practice, particularly in healthcare 

organizations where employee competence, motivation, and satisfaction directly influence service quality. The 

present study examines the influence of talent management strategies on employee satisfaction among private 

hospital employees in Madurai district. The study adopts a descriptive cross-sectional research design and follows 

a quantitative research approach. Primary data were collected from private hospital employees using a structured 

questionnaire, and the measurement scales were adapted from established studies by Oehley (2013), Annakis et 

al. (2014), and Huang et al. (2019). The study examines five dimensions of talent management, namely talent 

identification, talent development, talent culture, talent retention, and talent attraction, and their influence on 

employee satisfaction. Data collected from respondents were analyzed using percentage analysis and multiple 

regression analysis. The regression results indicate that talent management practices significantly influence 

employee satisfaction. Among the dimensions, talent development emerged as the strongest predictor of employee 

satisfaction, followed by talent retention, talent identification, talent attraction, and talent culture. The findings 

highlight the importance of implementing effective talent management strategies in private hospitals to enhance 

employee satisfaction, improve workforce stability, and support organizational effectiveness. 
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1 Introduction: 

The healthcare sector is one of the most human-resource-intensive industries, where the quality of services largely 

depends on the knowledge, skills, commitment, and motivation of employees. Unlike other sectors, hospitals 

require a highly competent workforce consisting of doctors, nurses, paramedical professionals, administrative 

personnel, and support staff who directly contribute to patient care and organizational effectiveness. Therefore, 

effective human resource management has become a critical strategic function for healthcare organizations 

seeking sustainable performance and service quality (Collings & Mellahi, 2009). In this context, talent 

management has emerged as an important approach for attracting, developing, motivating, and retaining skilled 

employees who contribute to organizational success. 

Talent management is generally defined as a systematic process of identifying talented employees, developing 

their capabilities, placing them in suitable roles, and retaining them through effective organizational practices 

(Cappelli, 2008). It integrates various human resource practices such as talent acquisition, employee training and 

development, performance management, career advancement, compensation, recognition, and succession 

planning (Collings & Mellahi, 2009). In modern healthcare organizations, talent management is particularly 

significant because hospitals face challenges related to skilled workforce shortages, employee turnover, increasing 

service expectations, and the need for continuous professional development. A systematic review of talent 

management in healthcare organizations identified key dimensions including talent attraction, development, 
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performance evaluation, leadership, organizational culture, and succession planning as essential components for 

sustainable healthcare workforce management (Tarique & Schuler, 2010; Kontoghiorghes, 2016).  

Private hospitals operate in a highly competitive environment were maintaining a satisfied and committed 

workforce is essential for achieving service excellence. Employee satisfaction refers to the degree to which 

employees experience positive feelings and attitudes toward their job, workplace environment, compensation, 

leadership, and career opportunities (Spector, 1997). Satisfied employees are more likely to demonstrate higher 

organizational commitment, improved performance, better patient interactions, and reduced intention to leave the 

organization (Judge et al., 2001). In healthcare settings, employee satisfaction has a direct relationship with patient 

care quality because motivated and engaged healthcare professionals contribute to safer and more effective 

healthcare delivery (Laschinger et al., 2009). 

The relationship between talent management practices and employee satisfaction has gained increasing attention 

in contemporary human resource research. Organizations that provide opportunities for learning, career growth, 

recognition, and fair performance evaluation are more likely to create positive employee experiences. Effective 

talent management practices enhance employees’ perceptions of organizational support, which increases 

motivation, psychological attachment, and satisfaction with their work environment (Bhatnagar, 2007). Empirical 

evidence suggests that healthcare employees’ satisfaction is significantly influenced by talent management factors 

such as employee development, motivation, appraisal systems, and organizational culture (Kravariti et al., 2021).  

In the hospital sector, employee satisfaction has become a major concern due to occupational stress, workload 

pressure, irregular working hours, and emotional demands associated with patient care. Healthcare organizations 

must therefore implement strategic talent management systems that not only attract competent professionals but 

also encourage long-term commitment. Research among healthcare employees has demonstrated that talent 

management practices, including recruitment, learning and development, mentoring, and reward systems, 

positively influence employee outcomes (Bibi, 2018). Similarly, studies among medical personnel have reported 

that talent motivation, professional development opportunities, employee appraisal, and organizational culture 

significantly influence job satisfaction.  

In India, particularly in rapidly developing healthcare regions such as Madurai district of Tamil Nadu, private 

hospitals have experienced substantial growth due to increasing demand for quality healthcare services. However, 

these institutions continue to face human resource challenges, including retaining skilled professionals, improving 

employee morale, and maintaining workforce stability. Despite the importance of talent management in healthcare 

organizations, limited empirical research has examined how specific talent management strategies influence 

employee satisfaction among private hospital employees in regional contexts. 

Therefore, understanding the influence of talent management strategies on employee satisfaction is essential for 

developing effective human resource policies in private hospitals. This study attempts to examine the relationship 

between talent management practices and employee satisfaction among private hospital employees in Madurai 

district. The findings of the study may provide valuable insights for hospital administrators and HR professionals 

in designing employee-centered strategies that enhance workforce satisfaction, retention, and organizational 

effectiveness. 

2 Review of Literature 

Talent management has evolved as a strategic human resource management approach that focuses on attracting, 

developing, motivating, and retaining individuals who contribute significantly to organizational performance. The 

concept gained prominence when organizations realized that competitive advantage depends largely on the 

availability and effective utilization of skilled employees. According to Cappelli (2008), talent management 

involves identifying organizational talent requirements and creating systematic approaches to develop and retain 

employees according to future business needs. Lewis and Heckman (2006) examined the conceptual foundations 
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of talent management and observed that the term has been interpreted through three major perspectives: traditional 

human resource management practices, talent pool development, and employee performance management. Their 

study highlighted that talent management should not be limited to recruitment but should include continuous 

employee development and retention strategies. Collings and Mellahi (2009) proposed a strategic talent 

management framework emphasizing the identification of key positions, development of high-potential 

employees, and creation of differentiated human resource practices. They argued that strategic talent management 

contributes to sustainable competitive advantage by ensuring the availability of capable employees for critical 

organizational roles. 

The present study focuses on six major variables of talent management: Talent Identification, Talent Development, 

Talent Culture, Talent Retention, Talent Attraction, and Employee Satisfaction. Previous studies have established 

that effective implementation of these talent management dimensions contributes to improved employee attitudes, 

organizational commitment, and satisfaction. 

2.1 Talent Identification and Employee Satisfaction 

Talent identification refers to the systematic process of recognizing employees who possess the required 

knowledge, skills, competencies, and potential to contribute effectively to organizational objectives. It involves 

assessing employee capabilities, performance levels, leadership potential, and future career possibilities. 

Organizations that effectively identify talent can ensure better role alignment, career planning, and workforce 

optimization. 

Collings and Mellahi (2009) emphasized that identifying individuals with high potential for critical organizational 

positions is a fundamental component of strategic talent management. They argued that organizations can achieve 

sustainable competitive advantage by developing and utilizing employees who possess valuable capabilities. 

Lewis and Heckman (2006) highlighted that talent identification should extend beyond traditional performance 

evaluation and should include assessment of employee potential, adaptability, and future contribution. Their study 

suggested that identifying the right talent helps organizations create effective development pathways and improve 

employee motivation. 

In healthcare organizations, talent identification is particularly important because hospitals require specialized 

skills and competencies among doctors, nurses, technicians, and administrative personnel. Effective identification 

mechanisms help employees recognize career opportunities, increasing their psychological attachment and 

satisfaction with the organization. 

Bhatnagar (2007) found that organizations that identify and recognize employee potential create stronger 

employee engagement and positive workplace experiences. Employees who perceive that their abilities are valued 

are more likely to experience higher job satisfaction. 

2.2 Talent Development and Employee Satisfaction 

Talent development involves organizational initiatives aimed at enhancing employee knowledge, skills, 

competencies, and career growth opportunities through training, mentoring, coaching, and continuous learning 

programs. Development opportunities are considered important determinants of employee satisfaction because 

they provide employees with opportunities for professional advancement. 

Noe (2017) stated that employee development practices improve competence, confidence, and career progression, 

which positively influence job attitudes and satisfaction. Employees who receive adequate learning opportunities 

often demonstrate higher commitment toward their organizations. 
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Garavan et al. (2012) examined talent development practices and found that organizations investing in employee 

learning and capability enhancement experience improved employee motivation and retention. The study 

emphasized that development programs create a sense of organizational support among employees. 

In healthcare organizations, continuous talent development is essential due to technological advancement, 

changing treatment methods, and increasing patient expectations. Kravariti et al. (2021) reported that talent 

development practices in healthcare institutions improve employee engagement, professional growth, and 

organizational commitment. 

Therefore, effective talent development practices can enhance employee satisfaction by fulfilling employees’ 

needs for growth, achievement, and career progression. 

2.3 Talent Culture and Employee Satisfaction 

Talent culture refers to an organizational environment that values employees, encourages learning, supports 

innovation, recognizes performance, and promotes employee growth. A strong talent-oriented culture creates 

conditions where employees feel respected, supported, and motivated. 

Schein (2017) explained that organizational culture influences employee attitudes, behaviors, and perceptions 

toward their workplace. A supportive organizational culture strengthens employee involvement and satisfaction. 

Kontoghiorghes (2016) found that organizations with high-performance cultures are more successful in 

implementing talent management practices. The study revealed that a positive organizational culture enhances 

employee motivation, satisfaction, and commitment. 

In healthcare organizations, a positive talent culture is important because employees often face stressful working 

conditions. A supportive culture involving teamwork, recognition, communication, and leadership support can 

improve employee well-being and satisfaction. 

Al Ariss et al. (2014) suggested that organizations with inclusive talent cultures are more capable of developing 

employee trust and commitment. Such cultures encourage employees to contribute actively and remain satisfied 

with their workplace. 

2.4 Talent Retention and Employee Satisfaction 

Talent retention refers to organizational strategies designed to encourage skilled employees to remain with the 

organization for a longer period. Retention practices include competitive compensation, career opportunities, 

recognition, supportive leadership, and work-life balance initiatives. Cappelli (2008) stated that retaining talented 

employees is one of the biggest challenges faced by organizations because employee turnover results in increased 

recruitment costs and loss of organizational knowledge. Hausknecht et al. (2009) identified job satisfaction, 

organizational commitment, career advancement opportunities, and recognition as important factors influencing 

employee retention. Their study indicated that employees are more likely to remain in organizations where they 

perceive future growth opportunities. 

2.5 Talent Attraction and Employee Satisfaction 

Talent attraction refers to organizational practices aimed at creating a positive image and attracting qualified 

individuals to join the organization. Employer branding, reputation, compensation benefits, career opportunities, 

and workplace environment influence employees’ decisions to join an organization. Berthon et al. (2005) 

introduced the concept of employer attractiveness and explained that organizations become attractive employers 

when they provide developmental opportunities, meaningful work, and supportive work environments. Backhaus 

and Tikoo (2004) stated that employer branding plays a significant role in attracting talented employees by 

communicating organizational values and employment benefits. A strong employer brand helps organizations 
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compete for skilled professionals. Tarique and Schuler (2010) highlighted that talent attraction is a critical 

component of global talent management because organizations must continuously compete for skilled employees 

in a dynamic labor market. 

2.6 Employee Satisfaction 

Employee satisfaction represents employees’ overall feelings and attitudes toward their job, workplace 

environment, compensation, leadership, and career opportunities. Satisfied employees are generally more 

productive, committed, and willing to contribute positively to organizational goals. Locke (1976) defined job 

satisfaction as a positive emotional state resulting from the evaluation of job experiences. This concept suggests 

that employee satisfaction develops when organizational conditions meet employee expectations. Spector (1997) 

identified various dimensions of job satisfaction, including pay, promotion opportunities, supervision, benefits, 

rewards, and communication. The study emphasized that satisfaction is influenced by both intrinsic and extrinsic 

workplace factors. 

In healthcare organizations, employee satisfaction is especially important because satisfied healthcare 

professionals demonstrate better patient interaction, improved service quality, and stronger organizational 

commitment. 

2.7 Relationship Between Talent Management Practices and Employee Satisfaction 

Previous research indicates that talent management practices significantly influence employee satisfaction by 

creating supportive work environments and fulfilling employees’ professional needs. Talent identification helps 

employees recognize career opportunities, talent development enhances competency and growth, talent culture 

creates organizational belongingness, talent retention provides security, and talent attraction strengthens 

organizational reputation. Bhatnagar (2007) demonstrated that effective talent management practices enhance 

employee engagement and positive workplace attitudes. Similarly, Collings and Mellahi (2009) argued that 

strategic talent management contributes to employee commitment by aligning organizational practices with 

employee expectations. 

In the healthcare sector, effective talent management is increasingly important because employee satisfaction 

directly affects healthcare service delivery. Therefore, examining the influence of talent identification, talent 

development, talent culture, talent retention, and talent attraction on employee satisfaction provides valuable 

insights for private hospitals. 

Based on the above discussions it is hypothesised that 

H1: Talent Identification significantly and positively influences employee satisfaction 

H2: Talent Development significantly and positively influences employee satisfaction 

H3: Talent Culture significantly and positively influences employee satisfaction 

H4: Talent Retention significantly and positively influences employee satisfaction 

H5: Talent attraction significantly and positively influences employee satisfaction 

3 Materials and Methods 

The present study adopts a descriptive cross-sectional research design. A descriptive research design is used when 

the objective is to describe the characteristics, perceptions, and opinions of respondents regarding a particular 

phenomenon. In this study, the design helps to understand employees’ perceptions regarding talent management 

practices followed by private hospitals and their level of satisfaction. 
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The cross-sectional approach involves collecting data from respondents at a single point in time. This approach is 

appropriate because the study intends to examine the existing status of talent management practices and employee 

satisfaction among private hospital employees in Madurai district without manipulating any variables. The present 

study adopts a quantitative research approach, which enables the researcher to examine the relationships among 

the identified variables through numerical data collection and statistical analysis. The quantitative approach is 

appropriate for measuring employees’ perceptions regarding talent management practices and assessing their 

influence on employee satisfaction in private hospitals. Data are collected using a structured questionnaire, and 

appropriate statistical techniques are applied to analyze the relationship between talent management dimensions 

and employee satisfaction. In this study, talent identification, talent development, talent culture, talent retention, 

and talent attraction are considered as the independent variables representing the major dimensions of talent 

management strategies, while employee satisfaction is considered as the dependent variable. The study aims to 

determine the extent to which these talent management practices influence employee satisfaction among private 

hospital employees in Madurai district. The population of the study consists of employees working in selected 

private hospitals in Madurai district, Tamil Nadu. The study population includes healthcare professionals and 

supporting employees such as doctors, nurses, technicians, administrative staff, and other hospital employees who 

have adequate knowledge and experience regarding organizational practices. 

For the present study, data were collected from 160 respondents working in private hospitals in Madurai district. 

The sample size was considered adequate for examining relationships among multiple variables and conducting 

statistical analyses such as reliability analysis, correlation analysis, and regression analysis. The study adopts a 

non-probability sampling technique, specifically convenience sampling. Convenience sampling was selected 

because the study focuses on employees working in private hospitals, and accessibility and willingness of 

respondents were important factors in collecting primary data. Employees who were available and willing to 

participate were included in the study. Primary data were collected directly from employees of private hospitals 

through a structured questionnaire. The questionnaire was distributed among 160 respondents to obtain 

information regarding their perceptions of talent management practices and employee satisfaction. 

A structured questionnaire was used as the research instrument for collecting primary data from the respondents. 

The questionnaire was divided into two sections to obtain relevant information for the study. Section A focused 

on the demographic profile of the respondents and collected information related to characteristics such as gender, 

age, job position and work experience. Section B consisted of measurement items related to the major constructs 

of the study, including talent management practices and employee satisfaction. The items used to measure the 

variables were adapted from established and validated scales developed by previous researchers, ensuring the 

reliability and validity of the research instrument. The structured questionnaire enabled systematic collection of 

data regarding employees’ perceptions of talent management strategies and their level of satisfaction within 

private hospitals in Madurai district. All constructs were measured using a five-point Likert scale ranging from 

strongly disagree to strongly agree. 

The measurement items for the study variables were adapted from established studies to ensure content validity 

and reliability. The talent management scale was adapted from Oehley (2013) and Annakis et al. (2014). Scale for 

employee satisfaction adapted from Huang et al. (2019). The collected data were analysed using appropriate 

statistical techniques. 

Results and Interpretation 

The collected data were systematically analysed to examine the demographic characteristics of the respondents 

and to evaluate the influence of talent management strategies on employee satisfaction among private hospital 

employees in Madurai district. The analysis was carried out using appropriate statistical tools to achieve the 

objectives of the study. Initially, percentage analysis was employed to understand the demographic profile of the 
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respondents, including variables such as gender, age, job position, and work experience. This analysis provides a 

clear understanding of the background characteristics of the sample respondents. Further, multiple regression 

analysis was conducted to examine the influence of the independent variables, namely talent identification, talent 

development, talent culture, talent retention, and talent attraction, on the dependent variable, employee 

satisfaction. 

Analysis of profile of the respondents 

The demographic profile of the respondents was analysed based on gender, age, job position, and work experience. 

The study was conducted among 150 respondents working in private hospitals, and the distribution of respondents 

provides an understanding of the background characteristics of the participants. Regarding gender-wise 

distribution, the findings reveal that the majority of the respondents were female employees, accounting for 122 

respondents (81.3%), while 28 respondents (18.7%) were male employees. This indicates that female respondents 

constituted a major proportion of the sample, which may be attributed to the significant representation of women 

in healthcare professions, particularly nursing and allied healthcare services. 

With respect to the age distribution of respondents, the majority of employees belonged to the 25–35 years age 

group, comprising 65 respondents (43.3%). This was followed by respondents in the 35–45 years age category 

with 47 respondents (31.3%). Employees aged below 25 years accounted for 19 respondents (12.7%), while those 

above 45 years also represented 19 respondents (12.7%). The findings indicate that the majority of respondents 

were young and middle-aged employees who are actively involved in hospital operations and possess relevant 

experience to evaluate talent management practices and employee satisfaction. 

In terms of job position, the highest proportion of respondents were nurses, with 68 respondents (45.3%), followed 

by doctors with 35 respondents (23.3%), paramedical staff with 32 respondents (21.3%), and administrative staff 

with 15 respondents (10.0%). The distribution demonstrates that the study included respondents from various 

functional categories within private hospitals, covering both clinical and administrative roles. The inclusion of 

employees from different job positions provides a broader understanding of perceptions regarding talent 

management strategies across different levels of hospital employees. Regarding work experience, the majority of 

respondents possessed 6–10 years of experience, representing 57 respondents (38.0%). This was followed by 

employees with 2–5 years of experience, comprising 48 respondents (32.0%). Respondents with more than 10 

years of experience accounted for 30 respondents (20.0%), while employees with less than 2 years of experience 

represented 15 respondents (10.0%). The findings indicate that most respondents had considerable professional 

experience, enabling them to provide meaningful insights regarding organizational talent management practices 

and their influence on employee satisfaction. 

Table 1 Profile of the respondents 

S.No Profile Category Frequency Percentage (%) 

1 Gender Male 28 18.7 
  

Female 122 81.3 

2 Age Below 25 years 19 12.7 
  

25–35 years 65 43.3 
  

35–45 years 47 31.3 
  

Above 45 years 19 12.7 

3 Job Position Doctors 35 23.3 



 

Anusandhanvallari 

Vol 2026, No.1 

May 2026 

 ISSN 2229-3388 

 

Available online at https://psvmkendra.com                                   3206 

 
 Nurses 68 45.3 

  
Para Medical Staff 32 21.3 

  
Administrative Staff 15 10.0 

4 Wok experience  Less than 2 years 15 10.0 
  

2 – 5 years 48 32.0 
  

6 – 10 years 57 38.0 
  

More than 10 years 30 20.0 

 

Hypothesis Testing 

Multiple regression analysis was conducted to examine the influence of talent management dimensions on 

employee satisfaction among private hospital employees. The overall regression model was found to be 

statistically significant, as indicated by the F-value of 99.879 (p < 0.001), demonstrating that the independent 

variables collectively have a significant impact on employee satisfaction. The regression results reveal that all five 

dimensions of talent management significantly influence employee satisfaction. Talent Development has the 

highest positive influence on employee satisfaction with a standardized coefficient (β = 0.243, t = 5.727, p < 

0.001), indicating that opportunities for learning, skill enhancement, and career growth significantly improve 

employees’ satisfaction levels.  

Talent Retention also shows a significant positive contribution toward employee satisfaction (β = 0.231, t = 4.834, 

p < 0.001), suggesting that effective retention practices such as recognition, supportive work environments, and 

career stability enhance employees’ positive attitudes toward their organization. Talent Identification demonstrates 

a significant positive effect on employee satisfaction (β = 0.216, t = 4.782, p < 0.001), indicating that recognizing 

employees’ skills, competencies, and potential contributes to greater satisfaction among hospital employees. 

Similarly, Talent Attraction has a significant positive influence on employee satisfaction (β = 0.177, t = 3.927, p 

< 0.001), suggesting that organizational reputation, recruitment practices, and employee-oriented policies 

contribute to positive employee perceptions. 

Talent Culture also positively influences employee satisfaction (β = 0.120, t = 3.509, p = 0.001), indicating that a 

supportive organizational culture, teamwork, recognition, and employee involvement enhance satisfaction levels. 

Based on the regression results, all the proposed hypotheses related to the influence of talent identification, talent 

development, talent culture, talent retention, and talent attraction on employee satisfaction are supported and 

accepted. The findings confirm that effective talent management strategies play a significant role in improving 

employee satisfaction among private hospital employees 

Table 2 Model Summary 

 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .743a .552 .546 .33900 
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Table 3 Hypothesis Testing 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. 

Error 

Beta 

1 (Constant) .824 .164  5.031 .000 

Talent Identification, .172 .036 .216 4.782 .000 

Talent Development .192 .034 .243 5.727 .000 

Talent Culture .097 .028 .120 3.509 .001 

Talent Retention .206 .043 .231 4.834 .000 

Talent attraction .153 .039 .177 3.927 .000 

a. Dependent Variable: Employee Satisfaction 

F Value: 99.879* 

 

Conclusion 

The present study examined the influence of talent management strategies on employee satisfaction among private 

hospital employees in Madurai district. The study highlights that talent management practices serve as an 

important strategic approach for improving employee satisfaction in healthcare organizations. The findings reveal 

that the dimensions of talent management, including talent identification, talent development, talent culture, talent 

retention, and talent attraction, have a significant positive influence on employee satisfaction. The regression 

analysis confirms that the proposed model is statistically significant, indicating that effective talent management 

practices contribute substantially to enhancing employees’ workplace experiences. Among the identified 

dimensions, talent development has the highest influence on employee satisfaction, emphasizing the importance 

of continuous learning opportunities, skill enhancement, and career growth initiatives in healthcare organizations. 

Talent retention also plays a significant role, indicating that supportive work environments, recognition, and career 

stability encourage employees to develop positive attitudes toward their organizations. Similarly, talent 

identification helps employees feel valued by recognizing their skills and potential, while talent attraction 

contributes to satisfaction through effective recruitment practices and organizational reputation. A positive talent 

culture further strengthens employee satisfaction by promoting teamwork, recognition, communication, and 

employee involvement. 

The study concludes that private hospitals should focus on developing integrated talent management strategies 

that address employee growth, recognition, retention, and organizational support. Effective implementation of 

these practices can help hospitals improve employee satisfaction, reduce workforce challenges, and enhance 

overall organizational effectiveness. The findings provide useful implications for hospital administrators and 

human resource managers in designing employee-centered policies that support sustainable healthcare workforce 

management. 
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