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Abstract- The Indian private healthcare sector, which 

has grown significantly since 1991 and now accounts for 

over 70% of inpatient care, faces substantial challenges 

in talent management that impact employee 

performance and retention. With a projected market 

value of USD 638 billion by 2025, the sector is grappling 

with a workforce shortage of approximately 5.6 million 

health workers by 2030, including 2.07 million doctors 

and 4.3 million nurses. High attrition rates, particularly 

among nurses (28-35%), due to burnout, migration, and 

urban-rural disparities, further exacerbate the issue. 

Despite these challenges, robust talent acquisition and 

development can significantly enhance employee 

performance by addressing skill gaps and providing 

training in digital health tools. Psychosocial factors like 

work-life balance, job content, and social support play a 

crucial role in employee performance and retention. By 

integrating these moderators into talent frameworks, 

private hospitals can improve retention by 20-30% and 

performance metrics. Effective talent management 

practices, including performance incentives, career 

mobility, and organizational support, can also boost 

satisfaction and reduce turnover. Ultimately, prioritizing 

talent management is essential for private hospitals to 

bridge shortages, enhance employee outcomes, and 

sustain India's healthcare evolution in the digital era. 
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INTRODUCTION 

 

Evolution of the Indian Healthcare System: ‘From 

Globalization To Digital Era’ -  

The Indian healthcare landscape has undergone 

significant transformations since the economic 

liberalization of 1991, which opened up the sector to 

private investment and foreign capital. Prior to 1991, 

the public sector was the primary provider of 

healthcare services, with a focus on building primary 

health centers and integrating preventive and curative 

services. However, with limited resources and 

infrastructure, the public sector struggled to provide 

quality healthcare to the masses. Post-liberalization, 

the government continued to emphasize affordable 

care for the masses through initiatives like the 

National Health Mission (NHM) in 2013, which 

upgraded rural facilities, enhanced workforce training, 

and addressed maternal and child health. 

The introduction of schemes like Ayushman Bharat 

(2018) further expanded healthcare access, with the 

Pradhan Mantri Jan Arogya Yojana (PMJAY) 

providing insurance coverage up to INR 5 lakhs per 

family for secondary and tertiary care, targeting over 

100 million vulnerable households. Despite these 

efforts, public spending on healthcare remained low, 

around 1-2% of GDP, leading to challenges like 

overcrowding, understaffing, and inadequate 

equipment in government facilities. These facilities 

handled a significant portion of inpatient care for low-

income groups but struggled with quality and 

accessibility. 

In contrast, private hospitals experienced rapid 

growth, accounting for about 70% of outpatient and 

58% of inpatient care by the late 2010s. This growth 

was driven by advanced infrastructure, specialized 

services, and medical tourism that attracted 

international patients with cost-effective, high-quality 

treatments. The private sector's expansion was fueled 

by public-private partnerships, rising health insurance 

penetration, and the influx of modern medical 

technology. The transition to the digital era, 

accelerated by the COVID-19 pandemic, marked 

another significant shift, with both sectors adopting 

telemedicine, electronic health records, and mobile 

health apps. Despite these advancements, persistent 

issues remain, including high out-of-pocket expenses, 

urban-rural disparities, and a growing burden of non-
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communicable diseases. The evolving context has 

profound implications for talent management in 

private sector hospitals, where the demand for skilled 

professionals has intensified amid rapid growth and 

digital integration. Private hospitals offer advantages 

like higher salaries, access to cutting-edge technology, 

and professional development opportunities, but 

challenges abound, including acute shortages of 

qualified healthcare professionals, high workloads, 

and limited work-life balance. 

 

Talent Management Scout - Role of Human Resources 

Team –  

The private healthcare sector in India has experienced 

remarkable growth since the economic liberalization 

phase that began in the early 1990s, gaining 

momentum particularly after 2000. This liberalization 

facilitated the rise of private health enterprises, 

including hospitals, clinics, and specialized medical 

centers, which now constitute a dominant portion of 

tertiary care with over 70% of hospitals privately 

owned. The growth has been largely urban-centric, 

with corporatization trends seen in private hospitals 

clustered in developed regions. Despite this growth, 

the private healthcare sector faces gaps in rural and 

underserved areas, reflecting an uneven distribution of 

healthcare services. The sector's expansion has created 

a considerable demand for skilled healthcare 

professionals, making the role of Human Resources 

(HR) in private hospitals crucial to organizational 

success. 

In the private healthcare context, HR functions are 

multifaceted and strategically important, focused on 

optimizing human capital to maintain high standards 

of patient care. Strategic workforce planning enables 

hospitals to forecast and meet staffing demands in a 

rapidly expanding market. Recruitment and selection 

processes target specialized talent acquisition, ranging 

from doctors and nurses to paramedics, ensuring that 

personnel bring the required qualifications and 

competencies. Performance management aligns 

employee contributions with organizational goals such 

as lowering mortality rates and improving patient 

satisfaction scores. HR also administers 

comprehensive induction and ongoing training 

programs, dedicating significant focus to job 

knowledge (45% emphasis), fire safety protocols 

(20%), and patient interaction skills (12.5%), 

addressing regulatory compliance and continuous 

professional development. Furthermore, HR plays an 

important role in grievance resolution, employee 

relations, and morale-building to foster a supportive 

workplace culture that combats burnout and aids 

retention. The integration of digital tools, like 

applicant tracking systems and data analytics, 

enhances HR efficiency in talent acquisition, helping 

meet the sector’s substantial employment projections 

(2.5 million jobs by 2022 in a USD 372 billion 

market). HR serves as a vital link balancing 

operational exigencies with employee well-being, 

thereby boosting performance metrics, including 

reduced turnover and heightened job satisfaction. 

Nonetheless, recruitment in Indian private hospitals is 

fraught with significant challenges stemming from 

systemic HR shortages and sector-specific issues 

which impact both prospective job seekers and current 

employees. A fundamental problem is the acute 

scarcity of qualified healthcare professionals, 

aggravated by inadequate training capacity in 

underfunded medical institutions. This shortage is 

especially acute for specialists and in rural or 

underserved regions, leading to extended vacancies 

and overburdening of existing staff. Job seekers 

confront fierce competition compounded by skill 

mismatches, as hospitals impose stringent 

requirements for qualifications and experience with 

limited flexibility for cross-sector transitions. The 

recruitment processes are often opaque and slow, 

extended by necessary regulatory verifications such as 

background checks and medical examinations, 

causing frustration among candidates. Employees face 

high attrition driven by dissatisfaction with 

compensation, limited career advancement 

opportunities, resource constraints, and mental health 

strains from long hours and stressful environments. 

Compared to public sector counterparts, private sector 

workers report lower satisfaction during recruitment 

and selection phases. Additional factors exacerbating 

workforce depletion include brain drain to 

international markets and the absence of centralized 

HR databases, which undermines strategic workforce 

planning. Contractual hiring practices further 

contribute to job insecurity, while urban-rural 

disparities persist. Crisis events like the COVID-19 

pandemic worsened these challenges by intensifying 

burnout and turnover, indirectly diminishing 

employee performance through increased workloads 

and lowered morale. These recruitment difficulties 
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create barriers for job seekers through restricted access 

and for employees through unstable and unsatisfactory 

working conditions, highlighting the necessity for 

stronger talent management interventions. 

Despite these hurdles, Indian private hospitals have 

formulated and implemented successful recruitment 

strategies that leverage innovation to attract and retain 

talent, ultimately benefiting both job seekers and 

employees. A prominent method is the use of digital 

platforms and social media channels for proactive 

sourcing, which allows hospitals to engage passive 

candidates and develop robust talent pipelines through 

immersive job previews and virtual career fairs. This 

transparency enhances job seeker access to 

opportunities within a burgeoning sector forecasted to 

reach USD 132.84 billion by 2027. Partnerships with 

healthcare recruitment networks and specialist 

agencies streamline hiring, accelerating placement 

timelines and improving candidate-role alignment, 

which enhances team cohesion and performance for 

employees. Competitive salary packages, inclusive of 

incentives and benefits, combined with internal 

mobility programs, improve retention by providing 

attractive growth pathways; salary levels in private 

hospitals often exceed public sector counterparts by 

20-50%, offering employees advanced career and 

professional development advantages. Multifaceted 

approaches such as skill-enhancement education and 

financial incentives for service in rural areas have 

proven effective in boosting hiring rates.  

The implementation of health information technology 

(HIT) supports monitoring and improving workforce 

satisfaction levels. For job seekers, these strategies 

offer greater visibility into premium roles, especially 

in premier corporate hospital chains like Apollo and 

Fortis, accompanied by access to advanced tools and 

training. For employees, these translate into lower 

turnover supported by predictive analytics for 

retention and better work-life balance through flexible 

work scheduling. Case studies from Bengaluru’s 

private hospital sector illustrate how employee 

satisfaction surveys and personalized retention plans 

reduce attrition and enhance organizational 

performance, underscoring the power of proactive HR 

initiatives to transform recruitment challenges into 

sustainable workforce opportunities in India’s private 

healthcare landscape. 

 

 

REVIEWS OF LITERATURE 

 

This study investigates the mediating role of human 

capital (HC) on the relationship between talent 

management (TM) and sustainable business 

performance (SBP) in Malaysian hospitals. Using a 

quantitative approach and partial least squares-

structural equation modeling (PLS-SEM), the study 

finds that talent management mindset (TMM) has a 

significant relationship with HC and SBP, while talent 

management strategy (TMS) does not. HC has a direct 

and mediating effect on the relationship between 

TMM and SBP. The study provides valuable insights 

into the importance of HC in driving SBP in hospitals 

and highlights the need for policymakers and 

managers to focus on talented individuals to improve 

sustainable performance. The findings have 

significant theoretical and practical implications, 

contributing to the understanding of TM, HC, and SBP 

in the healthcare sector. This study serves as a 

reference point for countries facing similar challenges, 

offering avenues for future research and informing 

strategies to enhance SBP in hospitals. (Nagwan 

Abdulwahab AlQershi, Ramayah Thurasamy, et al. 

2022) 

This research explores the relationship between talent 

management practices and employee retention at 

Kijabe Hospital, one of the largest mission hospitals in 

Kenya. Talent management involves attracting, 

selecting, developing, and retaining top performers, 

with the assumption that these individuals are crucial 

for driving competitive advantage. The study, 

grounded in Human Capital theory, investigates the 

impact of talent management practices on employee 

retention. Using a mixed-methods approach, 

combining qualitative and quantitative data collection 

methods, the study reveals that talent development has 

a positive impact on retention, with nearly 50% of staff 

indicating a genuine interest by the organization in 

fostering employee growth. However, the reward 

system has a negative impact, with over 86% of staff 

citing non-competitive salaries as the primary cause of 

turnover. The study highlights the importance of 

effective talent management practices in driving 

employee retention and organizational success. By 

prioritizing talent development and addressing 

compensation concerns, organizations like Kijabe 

Hospital can improve employee satisfaction and 

reduce turnover. (Mukweyi, Anne Shinaka, 2016) 



© September 2025| IJIRT | Volume 12 Issue 4 | ISSN: 2349-6002 

 

IJIRT 184331   INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY 924 

The articles in this special issue not only address gaps 

in TM (talent management) research but also offer 

suggestions for improving contextualized TM 

research. By prioritizing context in TM research, 

scholars can develop more comprehensive and 

accurate understandings of TM's effectiveness. Future 

research should continue to explore the complex 

relationships between context, TM practices, and 

outcomes, providing actionable insights for 

organizations seeking to attract, develop, and retain 

talent in an increasingly competitive global market. In 

today's global business landscape, attracting, 

developing, and retaining talent has become a pressing 

challenge for companies worldwide. Despite the 

growing attention from scholars in recent years, many 

questions surrounding talent management (TM) 

remain unanswered. Specifically, there is a need for 

more insight into how TM is conceived, implemented, 

and developed within organizations, as well as its 

outcomes and effectiveness. One crucial aspect that 

has been overlooked in TM research is the 

organizational context in which TM practices are 

implemented. Context plays a significant role in 

shaping the occurrence, meaning, and implementation 

of TM, and its omission can lead to incomplete or 

inaccurate understandings of TM's effectiveness. The 

lack of attention to context in TM research is a 

significant omission, as it can affect the validity and 

generalizability of findings. Organizational context 

encompasses various factors, including culture, 

structure, and external environment, which can 

influence the design, implementation, and outcomes of 

TM practices. By neglecting context, researchers may 

overlook critical factors that shape the success or 

failure of TM initiatives. This special issue aims to 

address the gap in TM research by exploring how 

contextual factors affect the conceptualization, 

implementation, and effectiveness of TM. The four 

articles included in this special issue offer valuable 

insights into the role of context in shaping TM 

practices and outcomes. These articles provide a 

nuanced understanding of how TM is implemented 

and experienced in different organizational contexts, 

highlighting the importance of considering contextual 

factors in TM research. (Gallardo-Gallardo, E., 

Thunnissen, M., & Scullion, H., 2019) 

This study’s Contributes toward the Social Sciences to 

Understanding Global Healthcare Systems The rapid 

evolution of national and transnational healthcare 

systems in the context of globalization necessitates a 

deeper understanding of the complex dynamics at 

play. A structured scoping exercise focusing on India, 

a rising power with a rapidly expanding healthcare 

economy, was conducted to identify the contributions 

of social sciences to this field. The review analyzed 

113 relevant articles, books, and reports, categorizing 

them into seven broad themes: transnational 

consumption of health services, transnational 

healthcare workforce, production and trade of health-

related commodities, transnational diffusion of ideas 

and knowledge, new global health governance issues, 

transnational delivery of health services, and 

transnational movement of capital. The review 

revealed a diverse range of disciplinary perspectives, 

with social policy, economics, and management 

studies being the most prominent. The literature 

highlights the significance of social sciences in 

understanding the complexities of global healthcare 

systems, particularly in areas such as transnational 

health services consumption and the movement of 

healthcare professionals. However, the review also 

notes the limitations of current research, including 

inadequacies in global comparative data and 

difficulties in accessing commercially sensitive 

information. The future research agendas should 

prioritize innovative empirical work that captures the 

dynamics of transnational processes and links macro-

level changes to fine-grained observations of social 

life. Cross-fertilization between disciplines and the 

application of explanatory theory can also enhance our 

understanding of global healthcare systems. The study 

provides a foundation for further research, 

highlighting the importance of social sciences in 

illuminating the complexities of healthcare systems in 

the context of globalization. (Bisht R, Pitchforth E, 

Murray SF, 2012) 

This study explores the mediating effect of 

psychological empowerment (PE) on the relationship 

between talent management (TM) and employee 

retention (ER) in organizations. The research 

demonstrates that TM has a significant positive effect 

on ER and that PE mediates this relationship. By 

empowering employees through targeted TM 

practices, organizations can foster a work environment 

that promotes commitment, motivation, and long-term 

retention. The findings highlight the crucial role of PE 

in connecting TM strategies to improved ER 

outcomes, advancing HRM theory and providing 
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valuable insights for HR professionals seeking to 

enhance employee engagement, satisfaction, and 

loyalty. Ultimately, prioritizing TM and PE can help 

organizations gain a competitive edge in the modern 

workforce by promoting a positive and productive 

work environment. (Dalila B. S. M, Megi G & Kiti K, 

2025) 

RESEARCH METHODOLOGY 
 

Secondary research was conducted to study the ‘Talent 

Management Practices’ of private hospitals in India. 

This research was based on the various online 

materials, online materials and research papers. This 

paper aims to offers conceptual discussion / 

understanding on the patients’ priority in private 

hospitals.  

RESEARCH OBJECTIVES 
 

• To explore the Talent Management Practices and 

its possible outcomes in private hospitals. 

• To evaluate the components and impacting factors 

in Talent Management Practices in private 

hospital.  
 

Scope of the Study & Limitations 

• The present study covers Talent Management 

Practices in Private Hospitals. 

• The study aims to uncover the healthcare industry 

practices in scouting market talent and its gap. 

• This study explains the forecasting the demand 

and supply among the doctors and medical 

practitioner in healthcare sector.  

• This study planned in such a way that using 

available secondary data in public domine, 

focusing only healthcare industry as a whole. 
 

Sources of Data 

Data was collected using online resources like 

research articles, websites, reputed blogs and other 

online materials  
 

DISCUSSION AND FINDINGS 
 

Talent Management Framework for Indian Private 

Hospitals 

The Indian private hospital sector, which now 

accounts for over 70% of inpatient care, is evolving 

rapidly amid globalization and digital innovation, 

making a strong talent management framework vital. 

Such a framework, designed with the Indian context in 

mind, focuses on key areas including talent 

acquisition, development, utilization, evaluation, and 

retention to tackle challenges like workforce 

shortages, skill gaps, and high attrition rates. It also 

seeks to leverage strengths such as career 

advancement opportunities, ultimately driving better 

employee outcomes in a sector projected to need 

millions of additional professionals. By positioning 

human resources as a strategic partner, this framework 

aligns talent management with organizational 

objectives to promote high performance, especially in 

the face of urban-rural disparities and the rising burden 

of non-communicable diseases. 
 

Talent Management Framework of Private Hospitals - 

Visual Representation 

In the context of investigating the link between talent 

management practices and employee performance in 

Indian private sector hospitals, a structured framework 

is crucial for visualizing how these components 

interlink to address sector-specific dynamics. This 

includes navigating challenges such as talent 

shortages, high attrition rates, skill mismatches, and 

urban-rural disparities, while leveraging advantages 

like competitive salaries, professional development 

opportunities, access to advanced technology, and 

career mobility. For job seekers, the framework 

highlights entry barriers like intense competition and 

opaque hiring but also opportunities for premium roles 

in growing corporate chains. For employees, it 

underscores issues like burnout from heavy workloads 

and limited work-life balance, contrasted with benefits 

such as performance incentives, skill enhancement, 

and long-term retention perks that boost satisfaction 

and output. 

Conceptual Framework: Investigating the Link 

Between Talent Management Practices and Employee 

Performance in Indian Private Sector Hospitals 

Pic - 1 
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This diagram depicts and emphasizing how effective 

management at each stage can mitigate challenges, for 

instance, robust acquisition reduces skill gaps for job 

seekers, while strong retention combats turnover for 

employees and amplifies advantages, such as 

development programs enhancing employability and 

performance in private hospitals facing a projected 

need for 4.3 million more nurses by 2024. This also 

highlighting how integrating psychosocial moderators 

into talent practices can address Indian private hospital 

challenges such as talent drain and urban bias while 

harnessing advantages like digital growth and 

incentives to elevate employee performance and 

retention, ultimately contributing to a more equitable 

and efficient healthcare system. 

In the ongoing study examining the interplay between 

talent management practices and employee 

performance within Indian private sector hospitals a 

sector that has expanded rapidly since globalization, 

now accounting for over 70% of healthcare delivery 

and facing acute talent shortages projected at 2.07 

million doctors and 4.3 million nurses by 2030. The 

provided diagram offers a visual representation of a 

moderated conceptual framework. This framework 

illustrates how core talent management components 

drive employee performance and retention, while 

psychosocial factors act as moderators, influencing the 

strength and direction of these relationships. Tailored 

to the Indian context, where private hospitals grapple 

with high attrition rates (28-35% for nurses), urban-

rural disparities, and migration to global opportunities, 

the diagram highlights strategic HR interventions that 

can mitigate challenges for job seekers (e.g., skill 

mismatches and opaque hiring) and employees (e.g., 

burnout from long hours), while amplifying 

advantages such as competitive salaries (20-50% 

higher than public sector) and access to advanced 

training in digital-era facilities.  

 

Detailed Breakdown of Components 

The description outlines a comprehensive talent 

management framework representing interconnected 

HR components critical to Indian private hospitals. 

 

Talent Acquisition: This foundational HR practice 

encompasses selection, branding, and workforce 

segmentation. Indian private hospitals source talent 

from a constrained pool of roughly 112,000 MBBS 

graduates and 380,000 nurses annually, leveraging 

digital platforms and referrals. Challenges include 

fierce competition, skill gaps, prolonged 

unemployment (e.g., 1.5 lakh junior doctors jobless), 

and difficulties staffing rural areas where only 33% of 

workers serve 66% of the population. Advantages 

include opportunities with reputed hospital chains 

offering higher entry-level salaries and premium roles 

for experienced professionals, enhancing 

employability and match-fit placements. Talent 

acquisition acts as the entry point, feeding into an 

overarching moderating arrow, highlighting its 

importance for building workforce diversity amid a 

52% hiring intent in 2025. 

 

Talent Development: This focuses on role 

enhancement and deployment, learning and training, 

and relationship management to build employee 

capabilities post-hire. Hospitals emphasize in-house 

training (notably 46.7%) on patient interaction and 

digital health aligned with initiatives like the 

Ayushman Bharat Digital Mission. Challenges include 

limited upskilling access in resource-poor rural areas 

(noted 56% employability gap for B.Pharma 

graduates) and employee burnout due to heavy 

workloads and time constraints. Benefits include 

professional growth through mentoring and job 

rotation. This component directly influences employee 

outcomes via connections to the central arrow. 

 

Reward Management: This includes management, 

reward systems, pay, career succession, and financial 

planning. Indian private hospitals offer competitive 

pay, which influences 43.3% of retention decisions, 

with salary premiums of 20-50% over public hospitals, 

though dissatisfaction remains due to inadequate 

incentives. Challenges encompass pay disparities 

especially in Tier-2/3 cities (40-60% lower), limited 

financial planning amid high out-of-pocket health 

expenses, leading to attrition rates of 28-35% among 

nurses. For job seekers, unclear reward structures 

during hiring pose barriers but performance-based 

incentives and career paths attract mid-level 

professionals (54% hires with 1-5 years’ experience), 

enhancing retention and performance in resource-

stretched private facilities. This cloud feeds upward 

into the moderating arrow, signifying its motivational 

impact. Other side of the picture drives how talent 

management practices drive improved outcomes such 

as reduced turnover and higher productivity. 
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Employee challenges include high workloads that 

hinder performance and job insecurity, while stable 

employment opportunities in a sector projected to add 

6.3 million jobs by 2030 offer retention benefits. 

 

Psychosocial Factors: This covers work-life balance, 

job content, and social support, highlighting their 

crucial, sensitive role. Poor work-life balance due to 

long hours in understaffed hospitals causes burnout 

(affecting 40-50% staff), while low social support 

worsens mental health issues, especially post-COVID-

19. Job content challenges include monotonous roles 

for freshers, whereas tech-integrated hospitals offer 

enriching tasks supported by colleagues, aiding 

retention. For job seekers, psychosocial factors pose 

recruitment barriers if neglected, but urban private 

hospitals with strong support systems reduce stress 

and increase satisfaction. The lightning bolt 

symbolizes potential disruption where unaddressed 

psychosocial issues can weaken the effectiveness of 

the entire talent management framework. 
 

JOB MARKET DYNAMICS 

 

The insights for Talent Management in Private Sector 

Hospitals, in the context of probing the nexus between 

talent management practices and employee 

performance in Indian private sector hospitals, 

understanding the job market for medical 

professionals encompassing doctors, nurses, and allied 

health workers are crucial. India's healthcare 

workforce, exceeding 6 million as of last year and 

projected to add another 6.3 million jobs by 2030, 

faces persistent shortages that drive demand but also 

amplify challenges for job seekers (freshers) and 

employees (experienced professionals). With 90% of 

nurses employed in the private sector and a significant 

portion of doctors among those over 50% of new 

graduates from public institutions, often migrating to 

private pay roles. This sector dominates employment, 

accounting for over 70% of inpatient care. However, 

systemic issues like urban-rural divides, migration, 

and skill gaps hinder effective talent utilization, while 

opportunities arise from surging hiring intent (52% in 

H1 2025) and global demand. This analysis draws on 

recent statistics to highlight numbers for freshers and 

experienced workers, framing challenges and 

advantages to inform strategic HR interventions that 

enhance performance through better recruitment, 

development, and retention. 

 

WORKFORCE AND PROJECTIONS – STATUS 

 

India's healthcare job market faces a significant 

challenge due to a disparity between the number of 

registered healthcare professionals and those actively 

employed in the healthcare sector. This mismatch 

results in a shortage of skilled workers, with densities 

falling short of the World Health Organization's 

(WHO) recommended thresholds of 34.5 or 44.5 

skilled workers per 10,000 population. The key 

statistics highlighting this issue are summarized in the 

following table: 

Table - 1 

Category Doctors Nurses/ Midwives Total Skilled Health Workers 

Current Stock (2018-2020) 1.08-1.16 Mn 2.26-2.34 Mn ~5.76 million (including AYUSH) 

Active Workforce (2018-2019) 0.66-0.70 Mn 0.79-0.89 Mn ~3.12 million (density: 11-12.9/10k) 

Projected Active by 2030 1.10 Mn 1.41 Mn ~20.6/10k (incl. AYUSH) 

Shortage by 2030 (at 34.5/10k threshold) 0.57 Mn 1.98 Mn 2.55 million (stock basis) 

Shortage by 2030 (at 44.5/10k threshold) 1.05 Mn 2.96 Mn 4.59 million (stock basis) 

 

India's healthcare labor market faces significant 

challenges, with a labor market attrition rate of 20-

30%. Notably, 4% of medical graduates and 11% of 

nursing diploma holders are unemployed, with 70-

75% of inactive professionals being women or elderly. 

Despite producing around 112,000 MBBS graduates 

and 380,000 nurses annually from over 5,000 

institutions, India faces a substantial shortage of 

healthcare professionals. To achieve a 1:1,000 doctor-

population ratio, India needs an additional 2.07 million 

doctors by 2030 and 4.3 million more nurses to meet 

WHO norms. However, investments of INR 3,676 

billion between 2021-2025 are expected to create 4.25 

million jobs by 2030, including 2.55 million for 

professionals, and contribute INR 2,693 billion in 

annual gross value added, thereby boosting economic 

growth. 
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DEMAND-SUPPLY GAPS – COMPARISON 
 

The healthcare sector in India is experiencing a 

significant boom, with a 52% hiring intent in H1 2025, 

up from 47% in 2024, driven by advancements in 

digital health and AI. The market is projected to reach 

$638 billion by 2025, creating numerous job 

opportunities. The current hiring trends indicate that 

experienced professionals are in high demand, with 

54% of new hires having 1-5 years of experience and 

21.5% having 6-10 years of experience. Freshers 

account for 9% of new hires, with B.Pharma graduates 

showing 56% employability, although competition is 

high. Some of the in-demand roles include medical 

transcriptionists, clinical data analysts, pharmacy 

technicians, phlebotomists, and dieticians. Private 

hospitals, which handle 58% of inpatient care, 

concentrate 70% of hiring in Tier-1 cities, 25% in Tier-

2, and 5% in Tier-3, exacerbating gaps. Global 

shortages are fueling Indian migration, with a 25% 

YoY increase in Middle East job postings for nurses 

and doctors. The growth areas in the healthcare sector 

include digital health solutions, diagnostic services, 

specialized care professionals, and telemedicine and 

health-tech startups. Key cities for healthcare hiring 

include Tier-1 cities like Bengaluru, Delhi, and 

Chennai, as well as Tier-2 cities like Kochi and Indore, 

which are emerging as vibrant hubs for the healthcare 

and pharmaceutical sectors. To capitalize on these 

opportunities, it's essential to acquire relevant skills, 

build digital competence, and stay updated with 

continuous professional development. 

The grouped bar chart displaying the figures for 

Doctors, Nurses/Midwives, and Total Skilled Health 

Workers across diverse categories: Recent Stock 

Active Workforce, Projected Active by 2030, and 

Shortages by 2030 at both 34.5/10k and 44.5/10k 

thresholds. This chart visually compares the numbers 

to show the current workforce, projections, and 

anticipated shortages by 2030. 

Pic - 2 

 

Chart displaying stock, active workforce, projected 

active workforce, and shortages of health workers by 

category 

 

Here’s a grouped bar chart illustrating the projected 

shortage of doctors, nurses/midwives, and total skilled 

health workers by 2030 under two different thresholds 

(34.5/10k and 44.5/10k). 

Pic - 3 

 

• Orange bars ➔ Shortage at 34.5/10k threshold 

• Blue bars ➔ Shortage at 44.5/10k threshold 

 

Advantages for Job Seekers and Employees 

The healthcare sector in India offers promising 

opportunities for both freshers and experienced 

professionals. Freshers can benefit from the increasing 

demand for medical professionals, with 10,000 new 

medical seats expected in 2025, and global 

opportunities in countries like those in the Gulf region, 

where healthcare spending is projected to reach USD 

243 billion by 2030. Top private chains like Apollo 

offer premium roles with access to training and 

technology, and states like Maharashtra provide strong 

entry points with high employability rates. 

Experienced professionals also stand to gain from the 

sector's growth, with shortages translating to job 

security, higher salaries (20-50% premium in private 

hospitals), and career mobility. Strategies like flexible 

hours can help reintegrate professionals, potentially 

adding 0.19 million doctors and 0.55 million nurses to 

the workforce. The sector's digital integration and 

expected creation of 4.25 million jobs by 2030 will 

further enhance professional growth and performance. 

To address shortages and improve employee 

performance, private hospitals need to implement 

effective talent management frameworks. This 

includes targeted recruitment strategies, such as using 

digital platforms to attract freshers, and retention 
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initiatives, like incentives for experienced staff. By 

bridging these gaps, hospitals can ultimately improve 

healthcare outcomes in India's evolving healthcare 

system. This study explores these dynamics in-depth, 

highlighting the importance of tailored talent 

management practices in private hospitals. 
 

Challenges for Job Seekers and Employees 

The healthcare sector in India offers varying salaries 

based on experience and location. Private sector 

salaries are 20-50% higher than those in the public 

sector, while professionals in Tier-2 and Tier-3 cities 

earn 40-60% less than their urban counterparts. The 

average salary for MBBS professionals is around INR 

10-12 lakhs per annum, with freshers starting at INR 

3-6 lakhs per annum in private hospitals. 
 

Global Salary Benchmarks: 

- Doctors in UAE/Saudi Arabia: >USD 106,500 

annually 

- Nurses in UK/Australia: USD 37,000-69,000 

annually 
 

Challenges Faced by Job Seekers: 

- Intense competition among 112,000 annual MBBS 

graduates and 380,000 nursing graduates 

- Low employability due to inadequate training and 

skill mismatches 

- Unemployment among junior doctors, with 1.5 lakh 

jobless 

- Opaque hiring processes and rural postings deter 

entry, with 66% of the rural population served by only 

33% of the workforce 
 

Challenges Faced by Experienced Employees: 

- High attrition rates, particularly among nurses (28-

35%), due to burnout, migration, and poor work-life 

balance 

- Urban bias and low rural salaries contribute to 

dissatisfaction and impact performance 

- Migration to OECD countries is also a significant 

factor, with 6% of doctors and 3% of nurses leaving 

India for better opportunities. 
 

CONCLUSION 
 

Talent management practices in Indian private 

hospitals have progressively evolved, encompassing 

comprehensive strategies for talent attraction, 

development, and retention. Despite these 

advancements, the implementation of such practices 

remains inconsistent across different institutions, with 

many falling short in adequately addressing the well-

being of healthcare employees. Effective talent 

management holds critical importance in enhancing 

employee performance within the private hospital 

sector, which in turn contributes significantly to 

creating a more resilient and high-performing Indian 

healthcare system. This study seeks to examine the 

complex dynamics of talent management within 

private sector hospitals in India, focusing on how these 

practices can be harnessed strategically to improve 

employee performance and ultimately drive 

excellence in healthcare delivery. 

The evolving talent management framework in Indian 

private hospitals operates within a challenging 

environment characterized by systemic hurdles such 

as persistently low public healthcare investment 

estimated to be under 1% of the country’s GDP and 

ongoing talent drain to international markets. 

Nonetheless, this framework offers a promising 

pathway toward building resilience in the healthcare 

workforce by fostering motivation, engagement, and 

professional growth among employees. Empirical 

research based on Indian settings highlights the 

potential of well-structured talent management 

systems to positively influence both employee 

performance and job satisfaction. However, the degree 

of adoption and effectiveness varies widely depending 

on factors such as hospital size, location, and resource 

availability. Typically, urban-based private hospitals 

lead in integrating digital solutions to support strategic 

HR functions, whereas smaller or rural institutions lag 

in these developments. 

Strategically addressing recruitment, training, 

retention, and well-being through robust HR 

interventions, private hospitals can transform talent 

management into a sustainable competitive advantage. 

This transformation not only benefits job seekers 

through more transparent and accessible employment 

opportunities but also enriches current employees' 

roles by fostering career development and workplace 

satisfaction. This study delves deeper into these 

relationships, investigating how a well-implemented 

talent management framework influences key 

performance outcomes within the dynamic context of 

India’s private healthcare sector, providing insights 

into pathways for enhancing workforce resilience and 

healthcare quality. 
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