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Abstract : In the rising world economy, the contribution made by the public sector institutions to this relentless growth has been phenomenal. The administrative 
vision, organizational goals and leadership practices, establishment and effective management differentiates the public sector undertakings in the Middle East from 
the rest of the world. In the global scenario of competition, the industries in the public and private sector give emphasis on acquiring the right talent, developing the 
HR practices, and in maintaining innovative and creative techniques in talent identification and management. It has proved over a period of time that for the public 
organizations to keep pace with the private initiatives, best of the talent is the first and foremost need. This paper study looks into a means, methods and importance 
of the talent acquisition and management in public sector undertakings to address the challenges pertaining to public sectors. Further the paper reviews the impact 
on talent attraction retention.  The paper is developed mainly into two parts - first part will make a literature analysis of the topics for discussion on the talent man-
agement practices. In the second part, we try to make an understanding of the diversified elements of the talent acquisition and management and its better utilization 
in organizational development. Talent acquisition and management will be explained by describing its reflection in the organizational competency and industrial 
impact. The paper will address the recruiter competency and the organization’s position in the employment scenario as factors directly or indirectly connected to 
talent management practices both in the public and in the private sector. The final part of the paper will make review of the contribution of the best talent manage-
ment practices to the HR policies and practices amongst private and public sector industries across the Middle East. 
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——————————      —————————— 

INTRODUCTION                                                                     

ndustries need resources to perform and the resources for indus-
tries are many. The major and main resource that is needed is the 

talented manpower. Obtaining or searching for best of the talent is 
the challenge among industries. Over a period of time the talent 
acquisition has emerged as a separate special area attached to the 
HR Department with additional tasks and responsibilities. In this 
emerging scenario, talent acquisition practices have emerged into 
the area of talent management and maintenance to ensure that new 
joiners are well accustomed to the organization’s environment, 
enabling the organization to rapidly and fully utilise the employee 
capability and capacity. TA is considered as a part of the human 
capital expansion process. Usually TA is identified with the func-
tions such as talent recruitment, assessment, selection (hiring) as 
well as on boarding. The role of Talent Acquisition has become 
more strategic over a period where organizations started encom-

pass workforce planning in Talent Acquisition. In the present sce-
nario, workforce planning is considered as a dependent process of 
talent acquisition. Every organization can utilise their human capi-
tal activities in any manner they needed while we have to develop a 
framework for measuring the talents.  Every key process including 
TA always contributes to the organizational achievements (for eg, a 
18% increase in marketing  or a 12% discount in costs) as well as  
talent outcomes (for example, a 5 point increase in employee utili-
sation  or a 2 point increase in the employee retention rate).  
 
 
When you open the document, select “Page Layout” from the 
“View” menu in the menu bar (View | Page Layout), which 
allows you to see the footnotes. Then type over sections of the 
document or cut and paste from another document and then 
use markup styles. Please keep the template at 8.5” x 11”—do 
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not set the template for A4 paper. The pull-down style menu is 
at the left of the Formatting Toolbar at the top of your Word 
window (for example, the style at this point in the document is 
“Text”). Highlight a section that you want to designate with a 
certain style, then select the appropriate name on the style 
menu. The style will adjust your fonts and line spacing. Use 
italics for emphasis; do not underline. Do not change the font 
sizes or line spacing to squeeze more text into a limited 
number of pages. Please be certain to follow all submission 
guidelines when formatting an article or it will be returned 
for reformatting.  

 
To modify the running headings, select View | Header and 

Footer. Click inside the text box to type the name of the journal 
the article is being submitted to and the manuscript identifica-
tion number. Click the forward arrow in the pop-up tool bar to 
modify the header or footer on subsequent pages. 

 
IJSER staff will edit and complete the final formatting of 

your paper. 

TALENT ACQUISITION MESSURES :- 
 
Talent Acquisition is always a measure for organisations to achieve 
major human resources objectives - mainly in talent management. 
In the global industrial scenario, it is observed that the TM practices 
were categorized in few subheadings as follows:- 
 

a. Talent Requisitions – examines the number of requisitions 
for usually attained from the recruiter point of view. This 
is usually termed as the Total Requisitions per Recruiter, 
Average Filled Requisitions per Recruiter, Requisition Rate, 
and Job-Posting Factor etc. 

 
b. Applicants & Interviews – clearly defines the requirement 

to evaluate the sourcing for and the interview for qualified 
candidates. This is mainly explained as Average Interviews 
per Hire, Hire Rate, Referral Rate, and Interview Rate. 

 
c. Hiring activity – defines the method to assess the volume, 

types, and sources of hires made, explored in terms of  Re-
cruitment Rate, Percent of Hires Referred, Rehires Percent 
of Total Hires, Net Hire Ratio, Recruiting Source Distribu-
tion 

 
d. Hiring cost – is the expenses incurred in taking people on 

board. This is explained in terms of Cost-per-Hire, Re-
cruiting Cost Ratio, Sign-on Bonus Factor, and Source Cost 
per Hire etc. 

 

e. Hiring process: the activity is measuring the quality and 
value of hiring process evaluated on the basis of Recruiter 
Response Time, Time-to-Fill, Time to Start, 90-Day Sepa-
ration Rate etc.  

f. Quality of hire: examines the standard measure to evaluate 
quality of hires made explained in terms of Hire Index, 
New Hire High-Performer Rate, First Year Separation Rate, 
and Hiring Manager Quality of Hire Satisfaction 

 
 
The TM and its outcomes were grouped on divergent levels, based 
on the activity classification  namely Level 1, 2 and 3 which is ex-
plained as follows:- 
 

1. Level 1:  diversified classifications namely Key Perform-
ance Indicators (KPIs) of a given Talent Process.  These indica-
tors usually from organisations to organisations. The usual 
measure that are considered are :  Quality of Hire Index, Offer 
Acceptance Rate, Cost-per-Hire, Time-to-Fill, 90-Day Separa-
tion Rate 
 

2. Level 2: measures typically metrics for a given Talent 
Process. This is the measure which one might look to in order to 
determine the noticeable changes or trends if any in KPIs that 
might be occurring. The measures to be considered are  Re-
cruitment Rate, Rehires Percent of Total Hires, Recruiter Re-
sponse Time,  Average Interviews per Hire, Referral Rate, Re-
cruiting Source Distribution, Average Filled Requisitions per Re-
cruiter 
 

3. Level 3:  mainly the raw data that are used with another 
variable to develop the Tier 1 “KPIs” and Tier 2 “metrics.” Meas-
ures that are mainly considered includes, Total Number of Req-
uisitions Opened, Total Number of Positions Filled, Total Open 
Requisitions, Total Applicants, Total Qualified Applicants and 
Total Offers Accepted. 

 
The origin of talent acquisition (TA) can be traced back to 1865 
(Simomton, 2011), which later emerged as a specialized discipline 
and getting extended to all fields of professionalism may it be arts, 
science, management, sports and entertainment, literature, educa-
tion, marketing and sales, advertisement, public sector offices and 
every related fields of activity. Talent Management emerged as a 
specialized area in Business Management activity even much later. 
Much before its emergence as a specialized area, talent manage-
ment was in existence and continued as a generalized area of Hu-
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man Resources Management. The inclusion of the topic as a spe-
cialized area in HR in business contexts came into acceptance dur-
ing 1990s’ through the study entitled “The War of the Talent,” by 
(Michaels et. al, 2001). This study took place during the boom time 
period of technological talents, suggested that the demand exceeded 
the supply developing a shortage of talented employees either natu-
rally or artificially. Realizing the importance of technically qualified 
and trained man-power need in the employment scenario, studies 
started coming-up from HR consultants to analyze the shortages 
(Tarique& Schuler 2010). Later more studies in this area were con-
ducted, which gave different dynamic interpretations to global tal-
ent management (Collings &Mellahi, 2009; Lewis &Hackman, 
2006; Tarique& Schuler, 2013).  
 
Lewis and Heckman, 2011 explained talent management (as it is 
more future oriented) defined in terms of human resource planning 
and projecting employee / staffing needs. Here the focus is on the 
types of individual level capabilities needed in the future. Staffing 
can be divided into recruitment and selection according to Dowling 
et al., (1994). The study gave emphasis to recruitment and defined 
it as a search for and obtaining of potential candidates for specific 
jobs in sufficient “quantity and of quality”. This study emphasized 
that this will help organization to search for most appropriate peo-
ple to fill the job vacancies. In this context selection was referred to 
as a process of gathering information for the purposes of evaluating 
and deciding who should be employed in a particular job. The pub-
lic sector initiatives world over really keep the value and culture of 
the nation as well it is all set to provide the proper assistance and 
support to the people in the country. The specific difference of the 
public sector initiatives in United Arab Emirates as well with so 
called merging countries like India, Pakistan etc. is that the sector 
really works for the people through diversified methods and means. 
Thus the biggest boom of the country is that the public sector is 
controlled and managed by the National Government (Hajimirarab, 
2011). Hence lot of trust and belief gets developed in the system 
and its efficiency. The best of the public sector undertakings have 
copied the work systems from the most developed nations like US, 
UK, Germany etc. These sectors really work for the purpose they are 
established with strict monitoring and control for providing better 
services.  
 
The PSUs in Dubai consists of Road and Transport Authority (RTA), 
Dubai Electricity and Water Authority (DEWA), Knowledge and 
Human Development Authority (KHDA), TECOM investments, Du-
bai Metro, General Directorate of Residency and Foreign Affairs, 
Emirates Post, Etisalat, etc. There is a policy framework for these 

institutions to make the job more customer friendly. At the same 
time, more and more projects or services are being added on to the 
departments to deliver more services (Cornwell, 2013). There exists 
no compromise on the services provided by the Public sector insti-
tutions in Dubai. The policy is to keep high standards of perfor-
mance from the governmental manpower to keep the customer 
always at the best. The governmental mechanism is always to up-
date the hiring sources and hiring list to get the best of the people 
on board to execute the better services to the customers.  (Zenger, 
2013). The government is providing excellent on-job trainings to 
its employees to update themselves and with their jobs and services. 
There is an absolute need to develop a research framework to study 
TA frame work. 
 
The objective of the study was to investigate into the current TA 
framework that public sectors in Dubai and further to find out the 
weak areas to suggest some improvement in the TM scheme. Cus-
tomer benefit enquiries have explained that the service quality of 
Dubai public sector and the employees’ performance are of good 
standard. At the same time there are ongoing efforts to acquire the 
best talent to provide much better customer care with technical 
expertise.  
 
The latest process of TA practices in public sectors is needed to ad-
dress the advanced job settings. It is a must to search for talents 
with capability of meeting the current job requirements. Thus over 
a period of time, it can be seen that the TA and TM practices have 
advanced much from the earlier practices of GK tests, job inter-
views, skill tests etc. to advanced job performance measures.  
 

• How talent can be expressed: Expressed as gaining 
knowledge and understanding in any specialized 
area of activity or is related to acquiring new skills 
and knowledge in any specific area of domain. 
 

• Is there any significant influence of nationality 
and / or the cultural and social background of 
people in the organization which express any di-
rect influence in better organizational perfor-
mance? 
 

• Is it possible to substitute talent practices of simi-
lar organizations in different cultural settings? 
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• Influence of academic qualifications and social 
and cultural setting of the employees and its re-
flection performance in organizations?  
 

• Does the new HR practices bring any additional 
benefit in performance effectiveness as well as the 
efficiency in employee performance in PSU for de-
livering better tasks? 
 

• Is there any positive response / reaction on em-
ployee feedback from the organizations  
 

• The HR strategies has to be of some benefit for the 
excellent workforce management in the new in-
dustrial practices and in retention of employees.   

 
LITERATURE REVIEW 
 
TA and TM is has become an Industry driven phenomena over more 
than two decades. From a personal managerial level, organizations 
later shifted the people scenario in a much wider and larger frame 
with more talent search activities, taking it to the level of Human 
Resources Management. Later over a period of time, the concept of 
industries even changed from the mere production centers to mul-
tidimensional product and design centers. The most advanced em-
ployment selection process other than sourcing, recruitment, selec-
tion, training and development and retention practices emerged.  
Now the whole process is discussed as Talent acquisition and man-
agement.  
 
Recruitment and Selection Policies in PSUs. :  The TA and TM were 
given a wider priority for  well-established organizations. Over a 
period of time recruitment process gained importance due to the 
need for technically competent and professional equipped man 
power. Even the recruitment programs had to become technically 
competent one with more advanced approach is selecting the right 
candidates to the job. Fisher et al., (2008) conducting a study in this 
direction emphasized the need for a “Recruitment Process Evalua-
tion” which included cost of hire, total eligible candidates, number 
of candidates and / or qualified pool of candidates generated, re-
cruitment image and other related components.  
 
Human Resources Management Policies and Practices:  Yu-Ru Hsu et 

al., (2000) feels that firms that are small in volume of business or 
value of business, mostly don’t need much of a formalized as well as 
detailed HRM policies. In bigger organizations where the top man-
agement structure is more complex with more activities, it is very 
much needed to have a very formal and specific HRM policies and 
practices. This can very well be communicated to employees at all 
levels, helping them to meet the expected outcomes as  desired by 
the organization.    
 
Employee Selection Processes :  Yu-Ru Hsu et al.,(2000) further in 
his studies reflects that both medium-sized and large firms appear 
to use 'aptitude tests', 'psychometric tests' and 'skill or knowledge 
tests' more frequently than small firms.  Bigger firms mainly depend 
on 'panel interviews', 'assessment centers' and 'medical examina-
tions' quite often, for the selection of potential applicants at various 
levels than the small firms. In addition to this, the company size has 
a major effects upon many of the recruitment and selection tech-
niques utilized.   
 
Employer and Employee Branding:  Employer Branding (EB) explains 
an organization’s value and their worth to potential as well as ex-
isting employees. In addition to this, there needs to have excellent 
communication, maintain loyalty, promote employee welfare, with 
a clear view of the considerations that makes a firm different form 
other firms as well best describe as an employer (Backhaus and 
Tikoo 2004). According to the TM studies conducted by Jenner and 
Taylor (2009), the basic interest of HRM in EB is mainly because of 
the power of brands. In the present scenario, HR is still continuing 
to search for credibility as well to increase interest in employee 
engagement coincided with tight labor market conditions.  
 
Human Resources practices:  From the research done by Weng, 
(2008) it was discussed that that compensation is the basic guaran-
tee for employees’ living and development. There were earlier stud-
ies in the area of employee performance, with a distinction between 
typical and maximum job performance, as explained in his studies 
by Sackett et al., (1988). Supporting to the observations, in this re-
gard as made by Pallavi, et.al (2008) it is felt that it is better is the 
recruitment-culture-need fit, there will be a higher engagement, 
with a lesser rate of attrition.   
 
Talent Acquisition and Talent Management:  Talent Acquisition and 
Talent Management as a practice has emerged as a separate and 
specific discipline over a period of time. Now it has become one of 
the elaborate areas in HR practices as understood from the research 
studies carried out by researchers across the nations. Some of the 
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studies were researched for our study in TA and TM.  
 
Conceptual Framework 
 
During the last decade, numerous studies have been conducted 
from all corners of the industrial scenario to describe and discuss 
the man power planning, recruitment process, people engagement 
and all related TM activities. These studies conducted were either 
experimental or analytical research aimed at understanding the TM 
skills, practices, measures that need to be utilized for industrial im-
provement. The industrial culture gained momentum in the UAE 
and in Middle East in the last three decades. This was the time when 
the more industries were established with the help and support of 
industries from aboard. Thus the new industries had the culture 
from their parent companies. Later over a period of time the UAE 
government started working from various dimensions to improve 
the work culture in industries in UAE and Dubai. These improve-
ments were aimed at improving the productivity without disturbing 
the work culture based on the nations’ work environment.  
 
Talent Acquisition Frame work consists of the following core di-
mensions:  planning for the work force, recruitment, selection and 
training of the staff, commitment from the top management, em-
ployee responses, organizational characteristics etc. These were 
considered as independent variables.   Major dependent variables 
measured for the study were employee sourcing attraction out-
comes, retention of employees, as well as organizational improve-
ment through employee performance. Recruiter competency as well 
as organizational reputation was considered as the  frame work to 
mediate with the dependent variables (attraction outcomes, em-
ployee retention) and independent variables. 
 
Workforce planning: - is a regular process basically utilized to align 
the requirements as well as the priorities of the organization with 
those of its employees to make sure it meets its judicial, regulatory, 
service as well as production requirements and achieve the organi-
zational objectives. In the last few years, workforce planning 
emerged from a homogeneous activity. It is engulfed by a wide 
range of activities basically from individual level to a much higher 
national and international level. Generally work force plan has to 
include clear statements of what needs to achieve and how best the 
same can be achieved, with the expected benefits and risks. Further 
it is important to explain the worth of the human capital in mone-
tary and fiscal terms. (Wilson and Briscoe, 2001).  
 

 
 
Figure 1 : A Framework for Attraacting and retaaining talent 
 
 
Cost of Hiring: involves dimensions explained and ex-
pressed on the basis of time effort and time value. Accord-
ing to Dowling and Welch (1988) and Tung (1984) the 
costs of hiring of employees fluctuates based on direct and 
indirect expenses. Direct expenses is inclusive of salary 
and benefits, training and development costs, travel, relo-
cation expenses etc. The indirect costs are at times un-
quantifiable. Every nation has their own hiring policies to 
the government departments or at the public sector.  
  
Recruitment Policy and Practices:- Much of the studies 
have been done in this area related to the recruitment pol-
icies which in fact govern the recruitment activities. A 
well-developed recruitment policy must consist at least 
few of the following measures.   
 
• The focus must be on recruiting the best performers  
• Ensure dignity and respect to fellow applicants and employees.  
• Clear cut policies and practices.  
• Encourage employees to utilize their competency.  
• Selection process needs to be transparent, consistent, 

systematic and considerate.  
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• There needs to be an optimization of manpower dur-
ing the selection process. 

• Each election process needs to be governed by compe-
tent authority.  

• Employee needs must be matching to organizational 
needs. 
 

Based on the policies developed and implemented, we could found 
that few concerns emerged which were either directly or indirectly 
affecting the recruitment policies related to various organizations.  
The polices which developed few concerns to institutions can be 
listed as follows:- 
 

• Based on the objectives of the organization 
• Organizational policies and its competitor’s performance.  
• Recruitment sources and its preference.  
• Organizational need and benefits.  
• Cost of recruitment and its financial implications. 

 
It is always important to maintain a recruitment policy at all levels 
of hierarchy say whether it is the top or lower level positions in the 
employment positions, regardless of the administrative functions 
either is a private or a public sector initiatives.   
 
Job Offer is always a commitment to from the job provider 
with the details regarding job title, grade and rank, salary 
and other details, leave and allowances, work timings etc. 
based on which the admission to the job is permitted to 
employment,. The job offer includes basically the refer-
ence related to the employment terms and conditions of 
employment.  HRM needs to conduct employee engage-
ment session providing brief overview of the organiza-
tional structure, objectives and activities of the Depart-
ment and its divisions, as well as provide him with a copy 
of "employee handbook "contained a summary of the 
regulations and conditions of employment and the rights 
and responsibilities of the employee is a general guide. It 
oversees human resources management in coordination 
with the concerned department to develop a detailed defi-
nition of a structured program for jobs that require it.      

 

 
 
Figure 2 : Talent Management – Sources of Influences  
 
Employee Feedback: - is considered in different ways by organisa-
tions. Sometimes it is formal or otherwise it is informal. Employee 
feedback always provides the employer with much better infor-
mation, helping employers to find out employee concerns and to 
resolve the same. Based on this meaning, employee opinion survey 
results contains various employee responses to enquiry at work-
place,  or even an employee opinion survey which can focus on any 
specific concerns which needs further answers.  It is a regular 
practice for the supervisors and managers to provide employee 
feedback on a continuous and regular basis. It usually help employ-
ees to understand their job duties for improvement in their work 
skills. Ruth Mayhew (2007).  
 
Entire scenario is changing now. Industries are evaluating the em-
ployee performance from day one. The HR department is making 
practices to evaluate the job and industrial concept the employee 
has as a pre-employment survey and a post-orientation survey. The 
changes in the mindset of the employees are assessed and analyzed 
to understand their opinion they had about the job scenario before 
and after a certain period of time.  
 
Talent Acquisition Budgets:- 
In the current scenario, the HR department is engaging most of its 
time in searching for the best talent pool. Companies has to plan the 
recruitment process, based on process with a specific task and job 
characteristics. Currently the talent acquisition budget functions as: 
 

• A specific standard for evaluating the perfor-
mance against any expectations.  
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• An investment already expended in terms of time 
and effort for acquiring the best potential to the 
industry.  

• A resource base for meeting immediate or inter-
mediate financial requirements in case of talent 
search and identification. 

 

 
 
Figure 3: Employee Responses 
 
 
 
It was mainly observed by researchers in this area of talent man-
agement (Janssens et al., (2006) that the organization’s overall 
business strategy might affect cost-per-hire. By make the cost-
cutting in diversified areas namely cost-per-hire, organizations 
make sure to gain better profitability. The recruiting expenses has 
become very over a period of time with organizations seeking to be 
highly creative and innovative in talent management practices. It 
need to develop the sourcing strategies and costs to search across 
the overall talent pool.  
 
It is very evident that the talent acquisition budget seems to depend 
on diversified factors. This includes the expenses from the time a 
vacancy is materialized to the time the hiring process is completed 
by the organizations.  
 
In addition to this, confirmation to the job is another important 
aspect pertaining to the budget. If at any point of time the hired 

employee leave the job, the organization needs to conduct the same 
exercise another time bringing in double the expenses to the indus-
try for no benefit.  
 
 
 
FIGURE 6 to be added here 
 
Talent Management includes planning for the workforce, 
effective recruitments, planning strategies, setting talent 
management goals, executive team management, devel-
opment of leadership team, employee recognition Pro-
grams, Diversity/ Inclusion, Engagement and Retention. 
 
Top Management Commitment : According to Shen et al.,(2004) the 
top management recruitment teams are usually under great pres-
sure.  Usually in the case of expatiate / overseas job appointment to 
assign employees who with better relationship with top manage-
ment. Existence and emergence of organizations depends basically 
on the support and co-operation exhibited by the top management. 
Thus commitment by the top management always explained as 
direct participation from the highest level of executives in a specific 
and critically important activity of the organization.  
 
Organizational Characteristics: 
 
The main characteristics can be explained as follows:- 
 

• Creating Authority Relationship: There needs to 
develop an authority relationship among the top 
management and the new hires. This clearly de-
cides the hierarchy in jobs and positions.   
 

• Defining and Granting the Authority: The authority 
and responsibility needs to be clearly explained 
and needs to be communicated. It needs to estab-
lish a very close relationship between authority 
and responsibility.  
 

• Assigning the Duties:  Within the department, the 
functional duties should be allotted to particular 
individuals. When activities are grouped based on 
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the similarities and common purposes, it needs to 
be organized as a particular department. 
 

• Outlining the Objectives: Objectives must be estab-
lished by the administration from time to time to 
aid and support this main objective. 

 
• Identifying and Enumerating the Activities:  It is the 

responsibility of the management to identify total 
activities and break-up closely related component 
activities that are to be performed by and individ-
ual or division or a department. 
 

 
Discussion: The public sector undertakings globally exhibited a 
single phenomenon for TM which makes it responsible for the or-
ganizations to follow the policy of the ruling government of the 
nation. As a regular custom, government sector organizations initi-
ate recruitment process only at the time of the arrival of a vacancy 
either due to the retirement or death or the incapacity of any people 
to perform his duties and responsibilities. Regular policies as per the 
rules of any country is to consider the nationality of the applicant 
and to categorize the people into minorities, handicapped, widow, 
under-privileged, women etc and then to rank from the category 
list, which in other ways have no better chance to get any job. The 
common policies created a wider gap in the present HR policies, 
when compared to the practices followed in the private sector.  It 
was always an understanding for the top management for instigat-
ing better hiring practices to be in relation with private sector initi-
ative. In PSUs, job vacancies are announced due to concerns like 
retirement, resignation, death etc. in the organization. The recruit-
ment programs in the industrial sector faced problems as the com-
panies search for replacement starts only after the vacancy is creat-
ed.  The delay in recruitment created concerns to the institutions. 
Further the top management is always keep regular plan for the 
more organized expansion programs, diversification plans as well 
as globalization programs in the organization. Based on this need 
too, organizations started the hiring policies. The TA team in con-
sultation with the Strategic HR Department always finalize the ca-
reer options as well as the recruitment plan. The recruitment prac-
tices make it easy for hiring.  
 
TA in Public Sector:  The hiring pattern in government is almost 
similar across the nations, with some cultural differences. The or-

ganizations usually hire people only when need arises. At times 
these practice leads to urgency or even make the office vacant for a 
long time. When the need becomes urgent, competency needs to be 
at times compromised. In case of not following a right approach, 
leads to placement of a wrong person at the wrong position leading 
to the industrial disaster. By opening the economy to the large scale 
players, not only the quality and standards of product increased, it 
increased the overall competition, brining much better resources 
and climate to the market. To meet with the challenges, the public 
sector undertakings had to enhance the present TM activities with 
the gap to improve the performance.  
 
CONCLUDING COMMENTS 
 
The study on talent management practice is inspired by the compe-
tition in the business environment between the private and public 
sector initiatives and the diversified approaches industries has to 
follow  to obtain the best talent in the market. This work pioneers 
the effort to study strategic HR management in talent management 
in public sector institutions in the country. The research inquisi-
tiveness is aimed at theoretical and practical interest to justify the 
concern for the present talent management practices, selection and 
training and recruitment and retention of talent for the success of 
PSUs. 
9 The major focus of the study is aimed to improve the TM practices 
which have either a direct or even indirect impact on talent attrac-
tion outcomes based on institutional requirements. The main factors 
that contribute to talent acquisition predictors are mainly the hiring 
attraction outcomes and performance in organizations. The study 
seems as the pilot attempt in this area related to organizational per-
formance and its implications in improving government sector and 
reflects the efforts to search and place the right talent for the jobs in 
designed for public sector organizations. The study was aimed to 
understand the talent acquisition practices in the public sector in-
stitutions organizations specifically in Middle East. The study tried 
to explain the details related to the various circumstances as well as 
the conditions that make the PSUs to hire excellent talent from the 
hiring scenario. The main area of discussions were based on work 
force planning, attraction, selection, and recruitment and retaining 
process. Further the study concentrated on commitments of the top 
management in delivering support in making hiring or TA one of 
the best practices in public sectors. The employee hiring and en-
gagement is best reviewed through a well-developed talent acquisi-
tion practice, feedback mechanism, and organizational characteris-
tics. The major focus were on organizational need in public sector 
undertakings in the Middle East.  
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