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[Abstract: Insurance industry must continuously search for the development of its performances through talent\
management strategies in order to achieve new gains for its stakeholders and fulfill their needs and requirements
since competition is much stiffed and forces of changes brought into the industry by recapitalization and
consolidation. The study was carried out to find out whether talent management have an impact on achieving
competitive advantage in the insurance industry by creating high performance of organization. So this paper
reviewed related literatures with these concepts and then submitted the relationship between these variables. A
combination of T-test and F-test and simple regression was the predominant means used for testing the main
hypotheses. The study showed that talent management is crucial in organizational success and also concluded that
insurance industry can improve their businesses and achieve a competitive advantage.

\ Keywords:Competitive Advantage, Insurance Industry, Talent, Talent management strategy. )

INTRODUCTION:

Intellectual asset has the best chance among the
other assets which caused significant changes in managerial
and organizational orientation and methods of dealing with
competitors. Therefore many of organizational concepts
such TM strategies have proved its effectiveness in the
success of modern management trends.

Insurance companies are now facing extreme
challenges in the current competitive environment since a
series of changes through financial reforms, advancement of
communication and information technologies, globalization
of financial services and economic development and new
services became the base of competitive advantage. So
Insurance companies started to go towards TM by which
they can create new services, promote those services, and
deliver insurance services to customer in the right time and
place in order to achieve competitive advantage and gain
customer satisfaction and loyalty.

TM is amanagerial approach to obtain and maintain
talented individuals. Indeed, adopting such approach leads in
turn to accelerate individual's capability to absorb external
generated knowledge and fostering high level of
organizational performance. The aim of this paper is to
discuss that whether talent management has an impact on
achieving competitive advantage in the insurance industry
by creating high performance of organization. Insurance
organizations today require more from their talented
individuals and this explains why some organizations tend to
redevelopment a whole range of their employees' practices
(Davenportetal.2010).

Certainly, the main objective of TM is to improve

individuals' performance and such improvement has several
implications on ensuring optimized workforce which leads
in turn to increase collaboration, information sharing among
individuals and fostering learning and innovation capacity
(Bassi & McMurrer, 2007).

Martin & Schmidt (2010) stressed that the future of
our organization will be in talented hands; that will invent
new ways of efficient performance. For this intent, first the
literatures of these concepts have been discussed, and then
discussions and conclusions have been presented followed
by suggestions for future study.

LITERATURE REVIEW

Various studies have been conducted to investigate
the issues pertaining to TM and competitive advantage. To
get a comprehensive image about these variables it has been
engaged in discussion of relevant literature in the following
section of this paper.

STUDIES ON COMPETITIVEADVANTAGE
Competitive advantage is an organization's ability
to perform in one or more ways that competitors will not and
cannot match (Kotler, 2000) and is realized by the
organization's TM strategy, the implementation of this
strategy and the context in which competition unfolds.
Competitive advantage was traditionally defined as
superior economic performance in strategic management
research (Porter 1980; Ghemawat 1991; Teece et al. 1997)
and was often used interchangeably with competitive
performance (Porter 1985; Nidumolu and Knotts 1998).
More recent studies have redefined competitive advantage as
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an organization's ability to create more economic value than
its competitors (Barney 1991; Peteraf and Barney 2003). For
example, Peteraf and Barney (2003) stated that “The extent
of a firm's competitive advantage, in our terms, is an
indicator of the firm's potential to best its rivals in terms of
rents, profitability, market share, and other outcomes of
interest.” Meanwhile, Hofer and Schendel (1978) defined
that competitive advantage as an organization's capability to
create values for its buyers or “the unique position an
organization develops vis-a-vis its competitors through its
patterns of resource deployments.” Therefore, competitive
advantage is different from competitive performance.
Competitive performance is the attainment or outcomes
resulted from competitive advantage. Some sample
measurements of competitive advantage include an
organization's ability to produce current products at low cost,
to charge competitive prices, and to respond to new customer
needs quickly. Competitive advantage has also been
described in terms of the attributes and resources of an
organization that allow it to outperform others in the same
industry or product market (Chaharbaghi and Lynch 1999).
We are interested in investigating how TM helps to create an
organization's strategic values.

STUDIES
MENT

ON TALENT AND TALENT MANAGE

After the enormous economic developments
between 2002 and 2007, leaders even managers are more
concern in winning talent people and obtaining appropriate
individuals in places (Beechler & Woodward, 2009). Despite
the fact that talent represents a competitive advantage for
organizations (Santhoshkumar & Rajasekar, 2012) review of
the literature relating to talent and TM disclosed a lack of
general agreement about talent definition; the same manner
also highlighted by Iles et al. (2010). He emphasized the lack
of globally consensus of talent description. Thus, different
researchers provided diverse definitions of the term “talent”
in different views. In this regard Piansoongnern & Anurit
(2010) defined that talent as some characteristics inherent in
people, recurring manners of thought, feelings and acting
that are innate in those people, in the same context,
Santhoshkumar & Rajasekar (2012) state that talent refers to
bundle of skills and knowledge robustly developed and
affects people performance within the organization. Zhang &
Bright (2012) referred to talent as the employees who can
make a considerable development in organizational
performance due to their crucial jobs.

Thus we can define talent as inherent and acquired
knowledge, skills, qualifications, competences and abilities
owned by individuals makes them perform their work in a
different way or unknown previously from others.

In general, talent definition can be classified into
inclusive and exclusive approaches (Garavan et al. 2012).
Inclusive view represents that every employee as talented
due to the specific role played by everyone and the
participation in business developments. Exclusive viewpoint
has a completely different attitude since talented individuals
are distinct in their competence (Zhang & Bright, 2012).

However, characteristics of talented individuals
have been debated by many scholars and researchers and
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(Tablel) illustrates these characteristics.

Table 1: Characteristics of Talented Individuals

Authors Talented Individuals Characteristics

Zhang & Bright They have good competence; and

(2012) They have high potential in those positions.
They consistency deliver strong results credibly;
Garavan et al. T ¢ . el d
ey master new types of expertise quickly; an
(2012) )
They recognize that behavior counts.
High levels of expertise;
Tansley Leadership behaviors;
(2011) Creativity; and

Initiative stemming based on self belief.

Harrisr & Foster
(2010)

High levels of expertise; and

Leadership behaviors.

(Resources: Authors gleaned from relevant literatures)

Woollard (2010) stated that TM is a process of
enabling recruiting, selecting and retaining of the right
talented individuals for entire the organization, while
Piansoongnern & Anurit (2010) considered three points of
views to define TM traditional Human Resources (HR)
functions; modern expression of succession planning and
management of individual's natural capability.

In fact, there is no unique approach that is followed
by organizations to mange talent. One of the most important
approaches to study TM is a collection of standard human
resource activities, such as recruitment, selection,
development and HR planning management (Zhang &
Bright, 2012).Within this approach, a study for Woollard
(2010) indicates that the TM represents the biggest obstacles
for HR functions in future despite the fact that hiring of right
individuals at the right time in right places is one of the main
functions of HR. Due to this overlap between HR functions
and TM, some may use these terms interchangeably
(Piansoongnern & Anurit,2010). But this approach does not
give clear indications of TM. While Zhang & Bright (2012)
debate the second approach which focuses on the notion of
talent pools which aims to ensure a continuous flow of
competent individuals to the organization.

The third approach focuses on determining of those
main positions that have the potential to achieve significant
impact on competitive advantages within the organization
and this may represents a fundamental difference from other
HR activities (Whelan & Carcary, 2011).

The fourth approach depends on generic view
which does not restricted by position specifications and it
calls organizations to focus their efforts effectively toward
individuals who have a promising potential in organization's
leadership regardless of race or gender (Harris & Foster,
2010). Therefore, investing in talent activities mainly based
on the identification and development of individuals who
have the possibility of successful performance and make
strategic changes within the organization (Yapp, 2000).

It is noteworthy, there is a growing confirms that
high potential talent individual must be proficient and
skillful in different areas of work, therefore an increasing
emphasis on workplaces to direct their efforts on generic
competencies to go beyond technical competencies and
involve all types of required skills (Garavan etal., 2012).
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Despite the growing interest in TM there are still a lot of
challenges that may prevent TM in effective way;
particularly those relating to the growing of global markets
and stronger competition in attracting talent from abroad and
that in turn create a greater rivals for organizations in their
local markets (Green, 2000), but few studies have focused
their attention on this subject, barring some new
contributions on India and China (Vaimanetal.,2012).

Therefore, there was an urgent need to sequential
steps to be followed by organizations in order to manage their
talent. In this context, Uren (2007) determined five steps to
TM they are: Attract, Identify, Develop, Deploy and Engage
talented individuals in right positions, while Glen (2006)
presented a model of four stages to TM include analysis of
future skills requirements, gap analysis and competency
assessment, training and development, motivation and
retention.

STUDIES ON TALENT MANAGEMENT STRATE
GIES

Sweem model in (2009) depict five components to
evaluate TM strategy and this paper has adopted these
components to build up its conceptual model, these
components are:

Performance Management

Performance management enables in determining
of those talented individuals who are performing best in
comparison with others, and provides a perception of
feedback on their current role and future standard of their
performance (Whelan & Carcary, 2011).

Employee Development

Organizations must have a blueprint that clearly
outlines how they will retain and develop their employees'
talent at different levels (Garcea et al., 2012). The top team
managers should develop the next generation of leaders
(Thomas et al., 2012) and that required a deep understanding
of business strategy, organizational culture and objectives,
and the opportunities that may be available to the
organization (Haskins, & Shaffer, 2010).

Open climate/ culture

Uren (2007) argued that effective TM is a key
feature of a high performance and successful organizational
culture. Therefore, culture of excellence is an important
predictor to identify the future leadership (Santhoshkumar &
Rajasekar, 2012). Sweem (2009) has reported that open
organizational climate / culture have a significant impact on
fostering and developing talents within the organization.

Reward and Recognition

Reward represents any valuable remuneration in
the point of view of individuals and the management is
willing to offer as compensation for the individuals'
achievement (Chianga & Birtchb, 2008) and it can foster new
product performance, new knowledge acquisition and
innovation capabilities (Wei & Gima, 2009; Moreno&
Meléndez, 2011).
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Communication

Communication purpose represented in
interchanging knowledge among individuals within the
organization (Meredith, 2012) and good communication
skills represent one of the basic pillars to attract other
talented individuals (Garavan et al., 2012) and a critical
component to manage individuals to high performance
which requires cooperation at all levels within the
organization (Sweem, 2009).

OBJECTIVESAND HYPOTHESES

The objective of the study is to investigate the
impact of TM strategies on achieving competitive advantage
in insurance industry.
In the context of the above objective, the following
hypotheses were formulated for testing:
Ho: Competitive advantage will not be achieved through TM
Strategy.
H1: Competitive advantage will be achieved through TM
strategy.

MATERIALSAND METHODS

The present research is both exploratory and
evaluative in nature. Primary data collected by personally
interviewing the sample insurance. A structured
questionnaire was designed, taking into consideration the
objective of the study.

A multi stage sampling technique was adopted for
designing the sample frame for the study. The first stage was
the distribution of the sample on the basis of the geographical
location, dividing the India Karnataka State into three
regions — Northern, Central and Southern. At the next stage, a
sample of 10 insurance companies was selected from each
region on random base, which made the total sample
insurance 30.

In the final stage, a complete list of members in the
selected insurance companies was obtained from its
officials. Eight members consisting of six ordinary members
and two office bearers, per sample insurance were selected at
random. Hence the sample population of respondents
covered under the study was 240, consisting of 180 ordinary
members and 60 leaders. Two hundred and forty
questionnaires were given to them as well. About 221
questionnaires were recovered from the insurance company
and after auditing the sample 12 questionnaires were found
unusable for the analysis. 209 out of 240, which is 87.1% of
the questionnaires given to the insurance managers and
employees were recovered.

Several procedures were used to analyze the data
for the purpose of addressing and answering the hypothesis
and research question of this study. Summary of the materials
and methods are shown below:
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Table 2: Summary of the materials and methods

S
N Research Components Description
0.
Insurance Companies from Different Regions of
1 Unit Selected
Indian Karnataka State.
2 Data Source Primary and Secondary
3 Type of Research Exploratory and Evaluative Research
4 Research Instrument Structured Questionnaire
5 Research Approach Survey Study Method
6 Research Population Indian Insurance Companies
7 Sampling Procedure Multi Stage Sampling Technique
8 Sampling Size 209
o X Tables, Percentage, Likert Rank Scale, T-test and
9  Statistical Techniques Used .
F-test and Simple Regression.

RESULTS
The demographic profile of the respondents is
presented in following Tables.

Table 3: Distribution of Respondents by Age

Age No. Male Female Percent
Below 20 years 26 9 17 12.4
21-30 years 139 33 106 66.5
31-40 years 28 20 8 13.4
Above 40 years 16 12 4 7.7

Total 209 74 135 100

Table 4: Distribution of Respondents by Education

Education No. Male Female Percent
Graduate 46 19 27 22
Post Graduates 86 21 65 41.2
Above post 77 34 43 36.8
graduates
Total 209 74 135 100.0
Hypothesis Testing

A combination of T-test and F-test and simple
regression was the predominant means used for testing the
main hypotheses. The Hypothesis (Ho) will be accepted if F
is less than (critical F-value) and significance level is <0.05
at 0.95 confidence. The Hypothesis (Ho) will be rejected if F
is more than (critical F-value) and significance level is >0.05
at 0.95 confidence.

Table5: TM Strategies

Competitive advantage dimensions F F-critical value Sig-f r I Ho

Efficiency 62.829 1.94 0.000 0.739 0.546 Rejected
Quality of products and services 48.452 1.94 0.000 0.694 0481 Rejected
Customer satisfaction 150.486 1.94 0.000 0.862 0.742 Rejected
Total 140.841 1.94 0.000 0.854 0.729 Rejected

Ho: Competitive advantage will not be achieved through TM
strategies.

HI1: Competitive advantage will be achieved through TM
strategies (Table 5).

This hypothesis was tested by using multiple
regression analysis where F was efficiency and F-value was
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62.829 (shown in table5) which is higher the critical F-value
1.94 and also the sig-F is less than the significance level 0.05
and thus the hypothesis Ho will be rejected and HI1 is
accepted which means there is a statistical relation between
TM strategy and achieving competitive advantage. Pearson's
correlation coefficient for TM strategies and efficiency was
0.739, which shows a strong positive correlation. The
coefficient of determination (r2) was 0.546 which shows that
the independent variable (TM strategies) have a 54.6% of the
total variation in the dependant variable (Efficient).

Quality of products and services where F-value was
48.452 which is higher the critical F-value 1.94 and also the
sig-F is less than the significance level 0.05 and thus the
hypothesis Ho will be rejected and H1 is accepted which
means there is a statistical relation between TM strategies
and achieving competitive advantage. Pearson's correlation
coefficient for TM strategies and quality of products and
services was 0.694 which shows a positive correlation. The
coefficient of determination (r2) was 0.481 which shows that
the independent variable (TM strategies) have a 48.1% of the
total variation in the dependant variable (Quality of Products
and Services).

As for customer satisfaction where F-value was
150.486, which is higher the critical F-value 1.94 and also the
sig-F is less than the significance level 0.05 and thus the
hypothesis Ho will be rejected and H1 is accepted, which
means there is a statistical relation between TM strategies
and achieving competitive advantage. Pearson's correlation
coefficient for TM strategies and customer satisfaction was
0.862 which shows a positive strong correlation. The
coefficient of determination (r2) was 0.742 which shows that
the independent variable (TM strategies) have 74.2% of the
total variation in the dependant variable (customer
satisfaction).

DISCUSSION

The study shows that the independent variable (TM
strategies) which was tested through the hypothesis plays a
major role in achieving competitive advantage. The study
shows that TM strategies is crucial in organizations success
through gain strategic advantages and raises the growth and
development of both organizations and individuals. The
study also shows the role of higher performances of the
organization on achieving competitive advantage and that it
aims to serve the clients, provide better services and
understand the client's needs.

SUMMARY AND CONCLUSION

In summary, we have demonstrated that TM in
providing higher performances of the organization as an
important factor in order to satisfy the client's need, and also
in pricing and promoting in distribution, talented individuals
are crucial in attracting new clients. The upper management
perception and acknowledgement of TM in insurance
industry helps in motivating the innovation and creativity in
the insurance sector which create organization's strategic
values.

Based on these findings, we assume that achieving
competitive advantage could sufficiently be absorbed by the
intestinal tract. While the availability of useful information
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for better TM - whether through knowing services provided
by other insurance companies or creating a research and
development department - may be hard to achieve, it will
keep the insurance company more up to date with the
services and new technologies.

And finally, service recovery strategy for correcting
the errors that may occur when providing the services for the
clients will help the insurance industry in keeping the clients
satisfied and attract new clients.
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