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Abstract—Public sector organizations, particularly in
emerging economies such as India, are increasingly
challenged in attracting and retaining skilled
professionals due to evolving governance demands and
intense competition from the private sector. This study
examines the key issues influencing talent acquisition
and retention in the public sector and highlights the
strategic importance of effective human resource
management practices. Competitive labor markets,
limited availability of specialized skills, rigid
compensation structures, bureaucratic recruitment
processes, and restricted career advancement
opportunities significantly hinder the ability of public
sector organizations to secure and retain talented
employees. In response, the study emphasizes the need
for comprehensive talent management strategies that
align human resource practices with organizational
goals. Such strategies include modernization of
recruitment systems, flexible compensation frameworks,
career development initiatives, and improved employee
engagement programs. The study also highlights the
importance of structural reforms such as merit-based
promotion systems, decentralized decision-making in
compensation, and the development of specialized career
pathways. Strengthening these mechanisms is essential
for enhancing governance quality, improving service
delivery, and building a competent and committed
workforce capable of addressing contemporary public
administration challenges.

I. INTRODUCTION

The public sector, particularly in emerging economies
like India, faces distinctive challenges in attracting and
retaining skilled individuals due to factors such as
evolving governmental mandates and intense
competition from the private sector (Jawali et al.,
2021; Thapliyal, 2023) This heightened rivalry for
skilled professionals underscores the critical
importance of effective talent retention strategies for
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public sector organizations striving to maintain
operational efficacy and competitive advantage
(Pandey, 2025). Specifically, issues such as
competitive job markets and a scarcity of highly
skilled personnel exacerbate the challenges in both
talent acquisition and retention within public sector
undertakings (Magaireah et al., 2019). Consequently,
strategic human resource management, aligned with
organizational goals, has become paramount for these
entities, moving beyond mere recruitment and
development (Sivakumar et al., 2019). This
necessitates a comprehensive approach to talent
management, which integrates essential HR processes
to ensure the availability of fitting talent that can
address complex organizational problems and achieve
strategic objectives (Amelia & Rofaida, 2023).

Il. LITERATURE REVIEW

Talent management encompasses a set of HR
practices—including  recruitment, training, and
succession planning—focused on securing and
developing human capital (Mercer, 2005). Its
importance has increased due to evolving labour
market demands, skill shortages, demographic shifts,
and the need for future leadership development (Noe
& Kodwani, 2018). Sanjeev and Singh (2017) argue
that talent management involves attracting,
developing, and retaining skilled employees. The
overall aim is to build high-performing organizations
capable of achieving strategic goals (Massie, 2015).

Public sector organizations across the world face
persistent challenges in attracting and retaining skilled
employees due to structural and institutional
constraints.  Research indicates that effective
recruitment and retention in government institutions
depend not only on competitive compensation but also
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on public service motivation, career development
opportunities, and organizational commitment (Perry
& Wise, 1990; Cho & Lewis, 2012). However,
compared with the private sector, public organizations
often encounter difficulties in attracting specialized
talent because of bureaucratic recruitment procedures,
slower hiring processes, and limited flexibility in
human resource practices (Nzimande et al., 2025).
Studies also show that inadequate talent management
systems and insufficient professional development
opportunities contribute to employee turnover in
government agencies (Barkhuizen et al., 2014;
Gallardo-Gallardo et al., 2017). Furthermore,
employees are more likely to remain in public sector
organizations when they perceive fairness in
recruitment, transparent career progression, and access
to continuous training and skill development (Meyer
& Allen, 2002). Despite the traditional advantage of
job security, public institutions increasingly struggle
to retain highly skilled professionals because private
sector organizations often provide higher financial
rewards, better working conditions, and faster career
advancement  opportunities ~ (OECD,  2020).
Consequently,  strengthening  strategic  talent
management practices has become essential for
improving workforce stability and enhancing the
effectiveness of public service delivery.

I11. OBJECTIVES

1. To examine the Talent acquisition practices in the
Indian Public Sector

2.To identify major issues affecting talent acquisition
and retention in Public Sector

3.To suggest strategies and policy recommendations
to improve Talent management in Public Sector

IV. Methodology

This paper employs a mixed-methods approach,
synthesizing a systematic literature review with
empirical case studies to provide a comprehensive
analysis of talent management strategies in public
sector organizations. This methodology allows for a
robust examination of both theoretical underpinnings
and practical applications, thereby offering nuanced
insights into effective talent acquisition and retention
models within the public sector.
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Key challenges in Talent t Acquisition and Retention:
Today's workforce expects a talent experience that
mirrors their consumer experiences — personalized,
efficient, and accessible on any device. They want
meaningful insights into organizational culture,
transparent career pathing, and streamlined processes
from application to on boarding. For public sector
organizations to remain competitive, fundamentally
rethinking the entire talent experience where it not just
incremental improvements to existing systems yet has
become an urgent strategic imperative.

A systematic review of recruitment and selection in the
public sector highlights that much research has
focused on individual attraction but has overlooked
other stages such as selection and organizational-level
processes. This gap suggests that Indian public sector
recruitment faces challenges not only in candidate
attraction but also in refining selection mechanisms to
align with organizational goals (Jakobsen et al., 2023).
Comparisons between public and private sectors in
India reveal that while there are similarities in HR
practices, the public sector may lag in adopting
rational approaches in areas such as recruitment and
training. However, the gap is narrowing, indicating
opportunities for improving recruitment and selection
processes in public sector entities (Budhwar and
Boyne, 2004).

The preference for public sector employment in India
is influenced by factors such as job security and social
status, but the sector faces stiff competition for high-
quality candidates. Public service motivation plays a
role, but challenges remain to attract talent that meets
the evolving skills required by modern public
administration (Korac et al., 2018).

Budgetary constraints severely limit the public sector's
ability to improve compensation structures.
Government organizations operate under strict budget
allocations determined by annual appropriation bills,
and salary increases require legislative approval
through pay commission reports, a process that can
take 2-3 years to implement after submission (Abebe,
2020).

Retention of talented employees in Indian public
sector depends critically on establishing credible
career development pathways and advancement
opportunities However, government organizations
typically employ rigid hierarchical promotion systems
where advancement depends primarily on seniority
and tenure rather than performance or demonstrated

INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY 9186



© April 2026 | IJIRT | Volume 12 Issue 11 | ISSN: 2349-6002

capability. A competent junior professional must wait
12-15 years before eligible for supervisory positions,
while private sector counterparts with equivalent
ability can advance to management roles within 5-7
years (Abebe, 2020). This mismatch between
capability and opportunity  pushes talented
professionals toward private sector exits, representing
significant losses in organizational human capital
investment

Performance management systems in government
largely disconnect compensation from performance.
Annual performance evaluations exist primarily for
compliance rather than driving accountability or
development, and performance ratings rarely influence
salary or promotional decisions (Abebe, 2020). This
disconnect undermines motivation among high
performers and fails to address performance issues
Technology adoption, including artificial intelligence
(Al) and automation in recruitment, is an emerging
area with significant potential. Al can improve
efficiency, reduce biases, and allow HR personnel to
focus on strategic functions. However, integrating
these technologies involves challenges such as
readiness for change and concerns about job security
among white-collar employees. Indian public sector
bodies could benefit from Al adoption in recruitment
and selection, but careful management of
implementation is necessary (Pengcheng, 2024). The
absence of modern workplace practices further
reduces the public sector's attractiveness. Limited use
of digital tools, outdated office infrastructure,
hierarchical communication structures, and resistance
to innovation create work environments perceived as
restrictive compared to dynamic private sector
companies (Cahyarini & Samsara, 2021).

Overall, recruitment challenges in the Indian public
sector include attracting skilled candidates amid
competition, addressing skill mismatches, overcoming
bureaucratic inertia, and integrating innovative
technologies in the selection process to improve
efficiency and fairness. Selection processes often
incorporate traditional methods but are progressively
evolving to include behavioral assessments and
technology-aided evaluations to enhance meritocracy
and inclusiveness (Jakobsen et al., 2023; Budhwar and
Boyne, 2004; Pengcheng, 2024).
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Strategies and Recommendations that can be
implemented by Indian Public Sector to enhance
Talent Acquisition and Retention:

Indian public sector organizations can implement
several specific strategies to enhance candidate
attraction and retention effectively. First, aligning
recruitment and selection processes to not only assess
qualifications but also cultural fit and motivation
aligned with public service values can improve
candidate attraction and commitment to the
organization (Mishra, 2024).

Innovative ~ financing  mechanisms  including
performance contracting, efficiency-based budgeting,
and results-based allocation enable talent investments
within constrained budgets (Dahlstrom & Lapuente,
2021). Organizations demonstrating improved
outcomes through talent investment can justify
budgetary priority, creating feedback loops where
success attracts resources (Abebe, 2020). Public-
private partnerships in specialized sectors like
healthcare and technology enable talent cost-sharing
and reduce public sector burden (Kadam et al., 2016).
Improving compensation and benefits is another
critical strategy. Although traditionally considered less
competitive than private sector pays, enhancing pay
structures and offering competitive benefits packages
can reduce turnover and attract higher-quality
candidates (Budhwar and Boyne, 2004; Kumar, 2021).
Implementing true performance-based promotion
systems where advancement depends on demonstrated
capability and performance rather than solely seniority
breaks implicit tenure-focused retention patterns
(Abebe, 2020).

Employee training and development programs tailored
to career advancement also play a pivotal role.
Providing continuous learning opportunities and clear
career pathways fosters employee engagement and
loyalty, which is crucial for retaining talent in public
organizations (Budhwar and Boyne, 2004; Mishra,
2024).

Integrating advanced technology such as artificial
intelligence (Al) and predictive analytics in talent
management can enhance recruitment by targeting
suitable candidates more efficiently and personalize
retention strategies by identifying turnover risks ahead
of time. Al-enabled tools can streamline resume
screening and improve candidate-job alignment while
predictive models help focus retention efforts where
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most needed (Subbaiah and Rajalakshmi, 2024;
Basnet, 2024).

Adoption of modern human resource management
systems and  technology-enabled  recruitment
represents a critical pathway for improving public
sector talent acquisition efficiency. E-recruitment
systems, when properly implemented, reduce hiring
cycle times from 18-24 months to 6-9 months, expand
candidate reach beyond traditional examination-only
approaches, and improve recruitment quality through
expanded candidate pools (Abebe, 2020).
Additionally, fostering a healthy and inclusive
workplace culture that promotes employee
engagement contributes to longer tenure and higher
job satisfaction. Engagement mechanisms—such as
regular performance feedback, recognition, and
participation in decision-making—help create a sense
of belonging and purpose in the public sector
workforce (Mishra, 2024).

In summary, Indian public sector organizations can
enhance attraction and retention by employing
recruitment strategies emphasizing fit and motivation,
offering competitive compensation and career
development, leveraging Al-driven talent
management tools, and cultivating an engaging and
inclusive work environment

V. CONCLUSION

Talent acquisition and retention in India's public sector
represents a multifaceted challenge rooted in structural
compensation disadvantages, bureaucratic recruitment
processes, limited career development pathways, and
organizational cultures perceived as misaligned with
contemporary professional expectations. Successful
public sector talent strategies integrate multiple levers
including recruitment modernization, compensation
framework flexibility, career development innovation,
organizational culture  transformation, and
comprehensive employee engagement programs.
Leading organizations implementing integrated
approaches—such as e-recruitment platforms,
performance management systems, specialized career
cadres, and wellness programs—demonstrate
improved recruitment quality, enhanced retention, and
better organizational performance. Long-term public
sector talent sustainability depends on fundamental
structural reforms decentralizing compensation
decision-making, implementing true merit-based
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promotion systems, creating specialized technical
career pathways, and modernizing work environments
reflecting contemporary organizational norms. India's
capacity to improve governance quality, service
delivery effectiveness, and administrative innovation
directly depends on resolving talent acquisition and
retention crises across public sector organizations.
Strategic investments in human capital management,
organizational culture transformation, and
professional development infrastructure represent
essential foundations for building responsive, capable,
and committed public sector workforce capable of
addressing 21st-century governance challenges. The
path forward requires recognizing talent management
not as peripheral Human Resource function but as
central to organizational strategy and public sector
institutional strength.
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