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             ABSTRACT: 

 

“A study on building a talent pipeline by performing skill gap analysis and identifying relevant 

training interventions at TTK Healthcare Limited” will be helpful in analyzing the effectiveness 

of training and find out areas of further trainings. This study also helps TTK Healthcare Limited 

to evaluate the skills of employees by which the company can further improve its performance. 

The main objective of the study is to build a sustained succession pipeline by performing skill gap 

analysis. The study uses a questionnaire prepared for analyzing skill gaps. The scope is, this study 

can be used as a tool to build a sustained succession pipeline for TTK Healthcare Limited. The 

sample size is restricted to 25. The data is collected through both primary and secondary data. 

Questionnaire was used to collect primary data. The period of study is 3 months. Thus, the results 

are carried through the analysis and the findings of the study were, employees need training in 

product management for proficiency level 1 and stakeholder management in proficiency level 2. 

 
INTRODUCTION 

 

Human Resource is the most important asset of an organization. Training and development is 

considered to be most important part of an organization. Due to growing competition in the 

manufacturing sector, it is essential for the TTK Healthcare to measure the effectiveness of training 

given to employees to make them more competitive and more efficient as compared to other 

manufacturers. “A study on building a talent pipeline by performing skill gap analysis and 

identifying relevant training interventions at TTK Healthcare Limited” will be helpful in analyzing 

the effectiveness of training and find out areas of further trainings. The study uses a questionnaire 

prepared for analyzing skill gaps. 
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OBJECTIVES OF RESEARCH 

 

 To build a sustained succession pipeline. 

 To perform skill gap analysis for the targeted employees. 

 To create a training calendar. 

 To retain high potential talents and keep the employee motivated. 

 
NEED AND SCOPE OF THE STUDY 

 

 This study helps TTK Healthcare Limited to evaluate the skills of employees by 

which the company can further improve its performance. 

 The scope is, this study can be used as a tool to build a sustained succession pipeline 

for TTK Healthcare Limited. 

 
METHODOLOGY 

 

Research methodology is the specific procedures or techniques used to identify, select, process, 

and analyze information about a topic. In a research paper, the methodology section allows the 

reader to critically evaluate a study's overall validity and reliability. 

SAMPLING SIZE 
 

Sample size determination is the act of choosing the number of observations or replicates to include 

in a statistical sample. The sample size is an important feature of any empirical study in which the 

goal is to make inferences about a population from a sample. Sample size for the study was 25 

samples. 

DATA COLLECTION METHOD 
 

In this project, data collection method includes both Primary & Secondary. Primary data have been 

directly collected from the employees of TTK Healthcare limited through questionnaire and 

interview. Secondary data have been collected form official website of TTK Healthcare Limited 

and also from other published sources. 
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PERIOD 

OF STUDY 
 

The study was conducted for 3 months (January 2023- March 2023). 

 
LIMITATIONS OF STUDY 

 

 The samples involved in this study was limited to the Sales employees - Consumer 

Product Division of TTK Healthcare Limited. 

 The Sample Size is restricted to 25 samples. 

 
DATA ANALYSIS & INTERPRETATION 

 

A questionnaire was prepared for measuring the current proficiency level of employees in the 

competencies like effective communication, process management, product management, people 

management, data management, stakeholder management, project management and sales 

management. The questionnaire was distributed to 25 sales employees (sample) of the Consumer 

Products Division who were chosen by their respective business head. The responses collected 

through the questionnaire was tabulated, converted into percentage and displayed both in table as 

well as by graphical representation for analysis. Based on the data, insights were derived. 

Table 1, 2 and 3 Showing current proficient level and desired proficient level of sales Management, 

Product Management and Stakeholder Management of TTK Healthcare Limited’s Sales 

Employees – Consumer Product Division. 

 

 

 

 
 

 
SALES MANAGEMENT 

 
S.no 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

 
8 

 
9 

 
10 

 
11 

 
12 

 
13 

 
14 

 
15 

 
16 

 
17 

 
18 

 
19 

 
20 

 
21 

 
22 

 
23 

 
24 

 
25 

Current 

PL 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

Desired 

PL 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
2 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

 
3 

Table 1 
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PRODUCT MANAGEMENT 

S.no 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 

Current 
PL 

 

1 
 

1 
 

0 
 

1 
 

1 
 

1 
 

0 
 

1 
 

1 
 

1 
 

1 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 

Desired 
PL 

 

1 
 

1 
 

1 
 

1 
 

1 
 

1 
 

1 
 

1 
 

1 
 

1 
 

1 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 

Table 2 
 

 

 

STAKEHOLDER MANAGEMENT 

S.no 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 

Current 
PL 

 

2 
 

1 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

1 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

1 

Desired 
PL 

 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 
 

2 

Table 3 
 

 

 

 

 

FINDINGS 
 

 Table 1 shows that all 25 sales employees reached their desired proficiency level in Sales 

management competency. 

 
 Table 2 shows that only 23 sales employees reached their desired proficiency level in 

Product management competency and remaining 2 employees didn’t reach their 

desired proficiency level. 

 
 Table 3 shows that only 22 sales employees reached their desired proficiency level in 

Stakeholder management competency and remaining 3 employees didn’t reach their 

desired proficiency level. 
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            SUGGESTIONS 

                              

            Based on the above findings the employees needed training on competencies like 

                                                          

 Process Management 

 Project Management  

 Stakeholder Management 

 People Management 

 Product Management 

 Data Management 

 

            These competencies can be trained by the following methods. In this case the training can be         

            done in two ways, 

 

 Classroom Training- This training is like instructor led training, where the employee is 

trained by a trainer who is already working in this organization or a trainer is hired from 

outside institute. 

 

 Online Training- In this type of training an online course is offered to the employee 

based on their skill requirement and the employee themselves can access the course and 

learn by themselves. A validity date for each course will be mentioned and they can 

access any time before the validity ends. This consists of assessments to check the 

understanding of employees. 

              

             The above suggestions can be considered to match the desired competencies proficiency level        

             of employees in sales department of consumer product division at TTK Healthcare Limited. 

 

             The training calendar is attached below which is suggested for this study. 

 

 

 

 

 

 

 



 

627 

© 2023, IRJEdT Volume: 05 Issue: 05 | May-2023 

 

 

 

 

 

 

 

 

 

Class Room Training Calendar (ILT) 

             

              Training Name: ___________________                                                      Date: ___________  

               Trainer’s Name: __________________                                                        Location: _____________ 

                No. of. Participants: _______________ 

 

 

 

 

S.no Employee 

Name  

Location Designation Signature 
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Online Training Calendar 

Training calendar for the month of April 2023 

 

 

S.no Training Name Eligibility Proficiency 

Level 

Date of Training Training Link 
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CONCLUSION 

 

In the first chapter, the research problem was described and objective, need and scope were 

defined. The problem identified was “Building a talent pipeline and creating a training calendar 

at TTK Healthcare Limited”. The industry profile and company profile of TTK Healthcare Limited 

was studied in detail. 

In second chapter, various articles were reviewed. 

            In third chapter, research design and methodologies like sample size, data collection method,              

            Period of study, limitation of the study and statistical tool used in study were discussed. 

In fourth chapter, the data collected through questionnaires was analyzed using percentage method, 

tabulated and displayed in graphical form by using tables and charts. The data was interpreted. 

In this chapter, the findings of the study, suggestion for improving the study further are included. 

This chapter ends with a conclusion to the study. 

 
 

 

             



 

630 

© 2023, IRJEdT Volume: 05 Issue: 05 | May-2023 

REFERENCE 
 

1. Stahl, G. K., Björkman, I., Farndale, E., Morris, S. S., Paauwe, J., Stiles, P., ... & Wright, 

P. M. (2007). Global talent management: How leading multinationals build and sustain 

their talent pipeline (Vol. 34). Fontainebleau: Insead. 

2. Stewart, C. (2016), "How diverse is your pipeline? Developing the talent pipeline for 

women and black and ethnic minority employees", Industrial and Commercial Training, 

Vol. 48 No. 2, pp. 61-66. https://doi.org/10.1108/ICT-09-2015-0059 

3. Drewery, D. A. V. I. D., Pretti, T. J., & Church, D. A. N. A. (2020). Contributions of work-

integrated learning programs to organizational talent pipelines: Insights from talent 

managers. International Journal of Work-Integrated Learning, 21(3), 275-288. 

4. Tyszko, J., & Sheets, R. (2015). Building the talent pipeline: an implementation guide. 

US Chamber of Commerce Foundation, Center for Education and Workforce, 

Washington, DC, available at: 

www.nist.gov/sites/default/files/building_the_talent_pipeline_an_implementation_guide. 

pdf (accessed 6 June 2018). 

5. Bhatnagar, J. (2008), "Managing capabilities for talent engagement and pipeline 

development", Industrial and Commercial   Training,   Vol.   40   No.   1,   pp.   19- 28. 

https://doi.org/10.1108/00197850810841602 

6. Alok, Swati; Banerjee, Sudatta; and Khan, Mohammed A. R. (2021) "Building an 

Inclusive Talent Pipeline: A Study on Women of the Indian Informational Technology 

Sector," Journal of International Women's Studies: Vol. 22: Iss. 4, Article8.Available at: 

https://vc.bridgew.edu/jiws/vol22/iss4/8 

7. Benoy, J., & Gracias, N. (2015). Strategic talent management: A proposed model for 

building talent pipeline of project managers. International Journal of Management (IJM), 

6(7), 67-83. 

8. McGettingan, E. and O'Neill, D. (2009), "From apprentice to construction manager and 

beyond: developing a talent pipeline", Education + Training, Vol. 51 No. 3, pp. 220- 231. 

https://doi.org/10.1108/00400910910960768 

9. Cherinka, R., &Prezzama, J. (2015). Innovative approaches to building comprehensive 

https://www.emerald.com/insight/search?q=Carol%20Stewart
https://www.emerald.com/insight/publication/issn/0019-7858
https://www.emerald.com/insight/publication/issn/0019-7858
https://doi.org/10.1108/ICT-09-2015-0059
http://www.nist.gov/sites/default/files/building_the_talent_pipeline_an_implementation_guide
https://www.emerald.com/insight/search?q=Jyotsna%20Bhatnagar
https://www.emerald.com/insight/publication/issn/0019-7858
https://doi.org/10.1108/00197850810841602
https://vc.bridgew.edu/jiws/vol22/iss4/8
https://www.emerald.com/insight/search?q=Eamonn%20McGettingan
https://www.emerald.com/insight/search?q=Donal%20O%27Neill
https://www.emerald.com/insight/publication/issn/0040-0912
https://doi.org/10.1108/00400910910960768


 

631 

© 2023, IRJEdT Volume: 05 Issue: 05 | May-2023 

talent pipelines:   Helping   to   grow   a   strong   and   diverse   professional workforce. 

Systemics, Cybernetics and Informatics, 13(6), 82-86. 

10. Alkhalaf, A. H., Zaballero, A., &Alzahmi, R. A. (2015, November). Talent pipeline 

management: Attracting, developing, and retaining talents to meet future drilling 

challenges. In Abu Dhabi International Petroleum Exhibition and Conference. OnePetro. 

11. Chatterjee, Urmila. (2008). Yardstick for Talent Pipeline in Oil and Gas Industry in India 

(2. Talent Management: Building the Talent Pipeline). 10.2118/118184-MS. 

12. Cossin, Didier. (2020). The Talent Pipeline. 10.1002/9781119615705.ch24. 

13. Stewart, Carol. (2016). How diverse is your pipeline? Developing the talent pipeline for 

women and black and ethnic minority employees. Industrial and Commercial Training. 48. 

61-66. 10.1108/ICT-09-2015-0059. 

14. Fischer-Cartlidge, Erica & Short, Kathleen. (2022). Successful Clinical Nurse Specialist 

Recruitment: Creating a Talent Pipeline. Clinical nurse specialist CNS. 37. 20-25. 

10.1097/NUR.0000000000000719 

15. Donald, William. (2021). Conceptualisation of a new 'Early Careers Talent Pipeline' 

Framework: Enhancing Organisational Sustainability via Feedback-Seeking Behaviour. 

10.13140/RG.2.2.28278.47684. 

 

 

 


