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In highly competitive industries, the process of talent acquisition is pivotal for 
sustaining an organization's competitive edge. This study aims to explore the 
strategies and challenges involved in talent acquisition across various sectors, 
providing insights into the alignment of recruitment practices with organizational 
goals and the broader market dynamics. This qualitative research employed semi-
structured interviews to gather data from 24 professionals in the fields of 
technology, finance, and healthcare. Participants were selected through purposive 
sampling to ensure a breadth of experiences and insights into talent acquisition. The 
data collection aimed to achieve theoretical saturation and was analyzed using 
thematic analysis to identify key themes and patterns. The analysis revealed four 
main themes: Strategic Alignment, Operational Challenges, Candidate Experience, 
and Market Dynamics. Strategic Alignment highlighted the importance of 
employer branding, diverse recruitment strategies, competitive compensation, and 
cultural fit. Operational Challenges encompassed resource constraints, regulatory 
compliance, and technology utilization. Candidate Experience was defined by 
effective communication and structured onboarding processes. Market Dynamics 
covered the competitive landscape and industry-specific challenges, emphasizing 
the need for industry-tailored strategies. The study concludes that effective talent 
acquisition in highly competitive industries requires a multifaceted approach that 
includes strong strategic alignment, efficient operational management, a focus on 
candidate experience, and an acute understanding of market dynamics. 
Organizations must adapt their strategies to these complexities to attract and retain 
top talent effectively. 
Keywords: Talent Acquisition, Strategic Alignment, Operational Challenges, Candidate 
Experience, Market Dynamics, Competitive Industries. 

1. Introduction 

alent acquisition remains a critical concern for 
organizations striving to maintain a competitive edge 

in their respective industries. The challenge is particularly 
pronounced in sectors characterized by rapid technological 
advancements, intense competition for highly skilled 
professionals, and dynamic market conditions. The necessity 
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of robust talent management practices is well-documented, 
with significant implications for organizational success and 
sustainability (Marrybeth et al., 2019; Mazlan & 
Jambulingam, 2023; Shingenge & Saurombe, 2022; Sumathi 
& Sumathi, 2022; Zyl et al., 2017). As noted by Ibrahim and 
Zayed (2018), effective talent management is crucial for 
securing a competitive advantage in multinational 
corporations, highlighting the strategic importance of 
integrating talent management practices into broader 
business strategies (Dayel et al., 2020). Similarly, Dayel, 
Debrah, and Mulyata (2020) explore the evolving landscape 
of talent management in the Saudi healthcare sector, 
indicating a significant shift towards more sophisticated 
talent management approaches in response to local and 
global pressures (Dayel et al., 2020). 

In sectors with high employee turnover, such as the hotel 
industry in Thailand, organizations face the additional 
challenge of engaging and retaining talent. Kaewsaeng-on et 
al. (2021) underscore the importance of talent engagement 
strategies in mitigating turnover and enhancing 
organizational commitment, which is particularly relevant in 
service-oriented sectors where employee continuity is 
crucial to customer satisfaction and operational stability 
(Kaewsaeng-on et al., 2021). 

Further complicating the landscape of talent management 
are the sector-specific challenges and the diverse strategies 
organizations employ to address them. For instance, 
Riemsdijk (2013) provides insights into the IT industry in 
Bangalore, where companies often struggle with the dual 
challenges of attracting top-tier talent and aligning talent 
acquisition with innovative business practices (Riemsdijk, 
2013). This is echoed in the startup ecosystem in India, 
where Mukul and Saini (2021) emphasize the role of social 
capital in facilitating talent acquisition, suggesting that 
networks and relationships play pivotal roles in attracting 
and securing talent in emerging markets (Mukul & Saini, 
2021). 

The significance of talent management extends beyond 
mere recruitment and retention. Salih and Alnaji (2014) 
discuss how effective talent management can enhance an 
organization's reputation, thus attracting more qualified 
candidates and creating a virtuous cycle of attracting and 
retaining top talent. This aspect is particularly crucial in 
industries where brand reputation can significantly impact 
talent attraction strategies (Salih & Alnaji, 2014). 

Academic institutions also face unique challenges in 
talent management, particularly in terms of developing 
practices that support the dual goals of academic excellence 

and operational efficiency. Mohammed, Hafeez-Baig, and 
Gururajan (2019) highlight the specific practices utilized in 
the higher education sector to manage and develop talent, 
underscoring the need for tailored approaches that reflect the 
unique requirements and constraints of the academic 
environment (Mohammed et al., 2019). 

Moreover, the public sector presents additional 
contextual challenges that influence talent management 
strategies. Thunnissen and Buttiens (2017) examine how 
various contextual factors impact talent management 
approaches in Flemish and Dutch public sector 
organizations, revealing the complexities of managing talent 
in environments often characterized by rigid structures and 
regulatory constraints (Thunnissen & Buttiens, 2017). 

In preparing for this research, it became apparent that 
while there is substantial literature on the challenges and 
strategies of talent acquisition, there is a gap in studies that 
integrate these insights within the framework of highly 
competitive industries. This study aims to fill this gap by 
conducting a qualitative analysis based on semi-structured 
interviews with talent acquisition professionals across 
technology, finance, and healthcare sectors. 

2. Methods and Materials 

2.1. Study Design and Participants 

This study employed a qualitative research approach to 
deeply explore the complexities and strategies involved in 
talent acquisition within highly competitive industries. By 
focusing on qualitative data, the research aimed to capture 
nuanced insights and diverse perspectives that quantitative 
methods might overlook. 

Participants were selected using purposive sampling to 
include a range of professionals involved in talent 
acquisition, including HR managers, recruiters, and 
executives from various highly competitive sectors such as 
technology, finance, and healthcare. The selection criteria 
ensured that participants had direct experience and were 
actively involved in the recruitment processes within their 
organizations. 

The study was designed to reach theoretical saturation, a 
point at which no new information or themes are observed 
in the data. The process involved iterative rounds of data 
collection and analysis, continuing until additional 
interviews no longer contributed to new insights or expanded 
on the existing framework. This approach ensured that the 
collected data sufficiently represented the phenomenon 
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under study, providing robust grounds for the analysis and 
conclusions. 

All participants were provided with a study information 
sheet outlining the research purpose, what participation 
involved, and the confidentiality measures in place. 
Informed consent was obtained from all participants, 
ensuring they were aware of their rights to withdraw from 
the study at any time without any repercussions. All 
interview data was anonymized to protect the identities of 
the participants and maintain confidentiality. 

2.2. Measures 

2.2.1. Semi-Structured Interview 

Data was collected through semi-structured interviews, 
which allowed for both consistency in the questions asked 
across all interviews and the flexibility for participants to 
express their thoughts and experiences comprehensively. 
The interview guide covered topics such as recruitment 
strategies, challenges faced in attracting top talent, and the 
impact of industry competition on recruitment efforts. 

Each interview lasted approximately 45 to 60 minutes and 
was conducted remotely using video conferencing tools. 
This format not only facilitated a broader geographical reach 
in participant selection but also added a layer of convenience 
for the participants, encouraging a higher participation rate. 

2.3. Data Analysis 

Data from the interviews were transcribed verbatim and 
analyzed using thematic analysis. This method facilitated the 
identification of key themes and patterns across the data set. 
Initial codes were generated from the data, and these codes 
were continuously refined and grouped into broader themes 
as more data was analyzed, adhering to the principles of 
grounded theory to ensure a rigorous and systematic 
approach to data interpretation. 

3. Findings and Results 

In the present study, a total of 27 participants were 
interviewed to explore their perceptions of bias within 
human resource decision-making processes. The 
demographic breakdown of the participants was diverse, 
aiming to reflect a wide array of experiences and 
backgrounds within various organizational contexts. Of the 
participants, 15 identified as male and 12 as female. In terms 
of age distribution, 8 participants were aged between 25-34 
years, 11 were aged 35-44 years, and 8 were 45 years or 
older, providing a broad perspective across different career 
stages. They held various positions within their 
organizations, including 10 in managerial roles, 9 in 
technical or specialist roles, and 8 in administrative 
positions. 

Table 1 

The Results of Thematic Analysis 

Categories Subcategories Concepts (Open Codes) 
Strategic Alignment Employer Branding - Brand perception   

- Online presence   
- Employee testimonials  

Recruitment Strategies - Social media recruitment   
- Campus recruitment   
- Employee referrals   
- Headhunting   
- Job fairs   
- Professional networks  

Compensation and Benefits - Salary offerings   
- Health benefits   
- Work-life balance benefits   
- Retirement plans  

Cultural Fit - Organizational values   
- Team dynamics   
- Management style 

Operational Challenges Resource Constraints - Budget limitations   
- Staffing shortages  

Regulatory Compliance - Labor laws   
- Industry-specific regulations   
- Data privacy standards  

Technology Utilization - Applicant tracking systems 
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- AI in recruitment   
- Remote interview technology 

Candidate Experience Communication - Clarity of job descriptions   
- Response time   
- Interview feedback  

Onboarding Process - Pre-boarding activities   
- Training programs   
- Mentorship programs 

Market Dynamics Competitive Landscape - Competitor analysis   
- Market trends   
- Talent poaching  

Industry Specifics - Tech advancements in the sector   
- Sector growth rates   
- Economic impacts on hiring 

 

In the study, thematic analysis revealed four principal 
categories central to understanding the challenges and 
strategies in talent acquisition within highly competitive 
industries: Strategic Alignment, Operational Challenges, 
Candidate Experience, and Market Dynamics. 

3.1. Strategic Alignment 

A predominant theme was the significance of aligning 
talent acquisition strategies with broader organizational 
goals, which includes several critical subthemes: 

Employer Branding: Participants emphasized the 
importance of a strong employer brand to attract top talent. 
As one interviewee stated, "Our brand perception as an 
employer drives our ability to attract quality candidates more 
than anything else." Key concepts identified include brand 
perception, online presence, and employee testimonials. 

Recruitment Strategies: Diverse strategies are essential to 
tap into the vast talent pool. Strategies discussed included 
utilizing social media, engaging in campus recruitment, 
leveraging employee referrals, headhunting, attending job 
fairs, and networking through professional events. 

Compensation and Benefits: Competitive compensation 
packages are crucial for attracting and retaining talent. 
"Candidates often weigh the benefits package just as heavily 
as salary," one recruiter noted. This subtheme covers aspects 
such as salary offerings, health benefits, work-life balance 
benefits, and retirement plans. 

Cultural Fit: Ensuring candidates align with the company 
culture was highlighted as a key to long-term retention. 
Participants noted the importance of organizational values, 
team dynamics, and management style in the recruitment 
process. 

3.2. Operational Challenges 

Operational hurdles are omnipresent in talent acquisition, 
with several subthemes identified: 

Resource Constraints: Budget limitations and staffing 
shortages were frequently mentioned as significant barriers. 
"We often struggle with the resources needed to recruit 
effectively," a participant explained. 

Regulatory Compliance: Compliance with labor laws and 
industry-specific regulations was noted as a challenge, 
especially with regards to maintaining data privacy 
standards. 

Technology Utilization: The effective use of technology, 
such as applicant tracking systems, AI in recruitment, and 
remote interview technology, is becoming increasingly 
important. "Leveraging technology has streamlined our 
recruitment process significantly," shared an HR manager. 

3.3. Candidate Experience 

The experience of candidates throughout the recruitment 
process is pivotal, comprising: 

Communication: Clarity of job descriptions, timely 
responses, and constructive interview feedback were 
emphasized as essential for a positive candidate experience. 
"Keeping candidates informed at every step builds trust and 
respect," stated one interviewee. 

Onboarding Process: Effective onboarding processes, 
including pre-boarding activities, training programs, and 
mentorship initiatives, are vital for successful integration of 
new hires into the company. 

3.4. Market Dynamics 

Understanding the external market environment is 
crucial, especially: 

https://journals.kmanpub.com/index.php/jppr/index
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Competitive Landscape: Knowledge of competitor 
activities, market trends, and the practice of talent poaching 
was essential. "We're always keeping an eye on market 
trends to stay ahead," a participant remarked. 

Industry Specifics: Specific challenges and opportunities 
arising from technological advancements, growth rates, and 
economic impacts on hiring were discussed across different 
sectors. 

4. Discussion and Conclusion 

The thematic analysis of the data collected through semi-
structured interviews with 24 participants revealed four main 
themes central to understanding the challenges and strategies 
of talent acquisition in highly competitive industries. These 
themes include Strategic Alignment, Operational 
Challenges, Candidate Experience, and Market Dynamics. 
Each theme encapsulates several categories, with Strategic 
Alignment covering Employer Branding, Recruitment 
Strategies, Compensation and Benefits, and Cultural Fit; 
Operational Challenges encompassing Resource 
Constraints, Regulatory Compliance, and Technology 
Utilization; Candidate Experience involving 
Communication and Onboarding Process; and Market 
Dynamics focusing on the Competitive Landscape and 
Industry Specifics. 

The theme of Strategic Alignment highlighted how 
crucial it is for organizations to ensure that their talent 
acquisition strategies are in sync with their overall business 
objectives. Under this theme, the category of Employer 
Branding included concepts such as brand perception, online 
presence, and employee testimonials, illustrating the 
importance of a strong employer brand in attracting top 
talent. Recruitment Strategies involved diverse tactics like 
social media recruitment, professional networking, and 
headhunting, reflecting the multifaceted approaches needed 
to attract diverse talent pools. Compensation and Benefits 
focused on the competitive nature of salary offerings, health 
benefits, and work-life balance, which are pivotal in both 
attracting and retaining employees. Finally, Cultural Fit 
dealt with organizational values, team dynamics, and 
management style, emphasizing the alignment of candidate 
values with organizational culture as a determinant of 
successful integration and long-term retention. 

In the theme of Operational Challenges, participants 
frequently cited issues such as Resource Constraints, which 
included budget limitations and staffing shortages, pointing 
to the practical limitations many face in executing ideal 

talent strategies. Regulatory Compliance was another 
category that highlighted the importance of adhering to labor 
laws, industry-specific regulations, and data privacy 
standards, reflecting the complex legal environment 
organizations navigate. The category of Technology 
Utilization brought to light the increasing role of digital tools 
like applicant tracking systems and AI in recruitment, which 
are critical for modernizing the recruitment process and 
enhancing efficiency. 

The theme of Candidate Experience focused on the 
interaction between candidates and the organization 
throughout the recruitment process. The category of 
Communication included clarity of job descriptions, timely 
response to applications, and detailed feedback after 
interviews, highlighting the importance of transparent and 
effective communication in fostering a positive candidate 
experience. The Onboarding Process emphasized the need 
for robust pre-boarding activities, comprehensive training 
programs, and mentorship initiatives, underscoring the 
importance of these aspects in ensuring smooth transitions 
for new hires and their subsequent success within the 
company. 

Lastly, the Market Dynamics theme explored the external 
factors affecting talent acquisition. The Competitive 
Landscape category included competitor analysis, market 
trends, and talent poaching, pointing to the need for strategic 
awareness and proactive engagement in competitive 
markets. Industry Specifics discussed the unique challenges 
and opportunities presented by technological advancements, 
sector growth rates, and economic impacts on hiring 
practices, highlighting the necessity for industry-specific 
strategies in talent management. 

The findings of this study illuminate several core 
strategies and challenges in talent acquisition across highly 
competitive industries, reflecting a complex interplay of 
strategic alignment, operational hurdles, candidate 
experiences, and market dynamics. This section discusses 
the results in the context of existing literature and provides 
insights into the implications of these findings for practice 
and theory. 

The results underscored the critical role of employer 
branding in attracting talent, a theme that aligns closely with 
the findings of Salih and Alnaji (2014), who highlighted how 
effective talent management could enhance an 
organization’s reputation. This study extends their findings 
by specifically linking strong employer branding to 
improved talent attraction in competitive sectors (Salih & 
Alnaji, 2014). Furthermore, diverse recruitment strategies, 

https://journals.kmanpub.com/index.php/jppr/index


 Ramezannia.                                                                                                         Journal of Resource Management and Decision Engineering 2:4 (2023) 10-16 
 

 15 

such as the use of social media and professional networks, 
echoed the approaches outlined by Ibrahim and Zayed 
(2018), emphasizing their importance in achieving a 
competitive advantage through a robust talent acquisition 
framework (Ibrahim & Zayed, 2018). 

Compensation and benefits emerged as pivotal in 
attracting and retaining talent, supporting Mazlan and 
Jambulingam’s (2023) observation of these factors as central 
to talent retention efforts (Mazlan & Jambulingam, 2023). 
The importance of cultural fit highlighted in this study also 
finds resonance in the work of Mohammed, Hafeez-Baig, 
and Gururajan (2019), who explored talent management 
practices in the educational sector, suggesting that alignment 
with organizational values is critical across various 
industries (Mohammed et al., 2019). 

Participants frequently cited resource constraints, 
including budget and staffing limitations, as significant 
barriers, a finding that is in line with the challenges 
documented by Riemsdijk (2013) in the IT industry 
(Riemsdijk, 2013). This study contributes to the broader 
discourse by highlighting how such constraints are not 
confined to any single sector but are a ubiquitous challenge 
in talent management. 

The emphasis on regulatory compliance and technology 
utilization in talent acquisition strategies also finds support 
in the literature. Kaewsaeng-on et al. (2021) highlighted the 
critical role of technological advancements in managing 
high talent turnover, suggesting that embracing technology 
is essential for effective talent management across industries 
(Kaewsaeng-on et al., 2021). 

Communication and a structured onboarding process 
were identified as crucial elements enhancing candidate 
experience, which supports the findings of Zyl, Mathafena, 
and Ras (2017), who developed a framework emphasizing 
the importance of these factors in private sector talent 
management (Zyl et al., 2017). The current study extends 
these insights by underscoring their applicability and critical 
importance in competitive industries where the first 
impressions and initial experiences can significantly impact 
retention and satisfaction. 

The competitive landscape and industry specifics, such as 
market trends and economic impacts on hiring practices, 
were highlighted as vital considerations. These findings 
align with those of Mukul and Saini (2021), who examined 
the impact of social capital and market dynamics on talent 
acquisition in startups (Mukul & Saini, 2021). Additionally, 
the influence of competitive practices, such as talent 
poaching, is supported by the research of Dayel, Debrah, and 

Mulyata (2020), who observed similar trends in the 
healthcare sector in Saudi Arabia (Dayel et al., 2020). 

This study revealed several crucial insights into the 
strategies and challenges of talent acquisition in highly 
competitive industries. Key findings include the paramount 
importance of strategic alignment, with strong employer 
branding and diverse recruitment strategies being pivotal for 
attracting top talent. Compensation and benefits, alongside a 
strong cultural fit, emerged as significant factors in not only 
attracting but also retaining employees. Operational 
challenges, such as resource constraints and the need for 
regulatory compliance, were highlighted across multiple 
industries. The candidate experience was notably influenced 
by effective communication and structured onboarding 
processes. Finally, understanding market dynamics, 
especially the competitive landscape and industry-specific 
challenges, was crucial for developing effective talent 
acquisition strategies. 

The research underscores the complex and multifaceted 
nature of talent acquisition in highly competitive industries. 
By integrating diverse recruitment strategies, aligning 
organizational goals with employee values, and leveraging 
technology, companies can navigate these complexities 
more effectively. This study contributes to the existing body 
of knowledge by providing a detailed exploration of the 
mechanisms through which organizations can enhance their 
talent acquisition processes, thus supporting sustained 
organizational growth and competitiveness. 

This study has several limitations that should be 
acknowledged. First, the reliance on qualitative data from 
semi-structured interviews, while providing in-depth 
insights, limits the generalizability of the findings. The 
sample size of 24 participants, although adequate for 
theoretical saturation in qualitative research, might not 
capture all nuances across different global regions or 
industries. Furthermore, the study focused on three specific 
sectors, which may not reflect the challenges and strategies 
pertinent to other sectors. 

Future research could expand on this study by 
incorporating quantitative methods to validate the findings 
across a larger sample size and more diverse industries. 
Longitudinal studies could also be beneficial to understand 
how talent acquisition strategies evolve over time in 
response to changing market conditions and technological 
advancements. Additionally, comparative studies between 
different geographical regions could provide further insights 
into the cultural and economic variables affecting talent 
acquisition strategies. 
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The findings from this study offer several practical 
implications for organizations. To enhance talent acquisition 
efforts, companies should invest in building a strong 
employer brand and ensure that their compensation packages 
are competitive and align with current market standards. 
Emphasizing a cultural fit during the hiring process can 
improve retention rates and employee satisfaction. 
Organizations should also consider adopting advanced 
technological tools to streamline the recruitment process and 
improve efficiency. Finally, HR professionals should remain 
agile, continuously adapting their strategies to reflect the 
dynamic nature of the global market and the specific 
challenges of their industry. 
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