
International Journal of Social Sciences and Management Research E-ISSN 2545-5303 
P-ISSN 2695-2203 Vol 11. No. 11 2025 www.iiardjournals.org online version 

 

 

  IIARD – International Institute of Academic Research and Development 
 

Page 32 

 

Innovative Talent Acquisition Practices for SMEs: Building a 

Sustainable Workforce from the Ground Up 
 

 

Victoria Adekomaya, PhD1 and Bolatito Oluwajinmi, PhD2 
1DHET-NRF SARchl Entrepreneurship Education, University of Johannesburg, South Africa 

2Department of Management Management Sciences, Dominion University, Ibadan 
1victoriaa@uj.ac.za, +27(074)3680303, https://orcid.org/000-0002-0786-4851 

2bolatitooluwajinmi@gmail.com.    +2349052873439, https://orcid/0009-3362-8633 

DOI: 10.56201/ijssmr.vol.11no11.2025.pg32.42 

 

Abstract 

Small and Medium Enterprises (SMEs) play a significant role in economic growth and job creation 

worldwide. However, SMEs often face challenges in attracting and retaining top talent due to 

limited resources and competition with larger corporations. This paper explores innovative talent 

acquisition practices that SMEs can adopt to build a sustainable workforce from the ground up. 

By leveraging technology, embracing flexibility, fostering a strong employer brand, and 

prioritizing employee development, SMEs can overcome recruitment challenges and attract the 

best candidates. Moreover, investing in diversity and inclusion initiatives can help SMEs create a 

more inclusive work environment that fosters creativity and innovation. By implementing these 

innovative talent acquisition practices, SMEs can build a sustainable workforce that drives long-

term success and growth.  This study seeks to bridge this gap by focusing explicitly on innovative 

talent acquisition practices tailored to the context of SMEs. By doing so, it contributes valuable 

insights and practical recommendations to an underexplored area of research. Building a 

sustainable workforce is critical for the long-term success and resilience of SMEs. 

 

Keywords: Talent Acquisition Practices, SMEs, Sustainable Workforce, and Ground Up. 

 

1.0 Introduction 

In today's dynamic and competitive business landscape, the success of Small and Medium 

Enterprises (SMEs) hinges significantly on their ability to attract, retain, and develop top talent. 

Talent acquisition, the process of identifying, attracting, and onboarding skilled individuals, is a 

critical function for SMEs aiming to build a sustainable workforce that can drive growth and 

innovation. This introduction serves as a comprehensive overview of the challenges SMEs 

encounter in talent acquisition and underscores the importance of adopting innovative practices to 

address these challenges effectively. Introduction. According to the World Bank, SMEs account 

for over 90% of businesses worldwide and employ more than 50% of the global workforce (Deeba, 

2020). Despite their crucial role, SMEs often struggle with talent acquisition, as they face stiff 

competition from larger corporations with more extensive resources and established employer 

brands. Moreover, SMEs may lack the infrastructure and expertise needed to attract and retain top 

talent, further exacerbating their recruitment challenges. However, by embracing innovative talent 

acquisition practices, SMEs can overcome these obstacles and build a sustainable workforce that 

drives long-term success and growth. 
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Before delving into the intricacies of talent acquisition for SMEs, it is crucial to establish a clear 

understanding of what constitutes a Small and Medium Enterprise. Small and Medium Enterprises 

(SMEs) play a crucial role in driving economic growth and job creation, despite their modest size, 

SMEs play a vital role in driving economic growth, fostering innovation, and creating employment 

opportunities in both developed and emerging economies (Pocztowski & Pauli, 2022). However, 

these organizations often face challenges in attracting and retaining top talent due to limited 

resources and competition from larger corporations. To overcome these obstacles, SMEs need to 

adopt innovative talent acquisition practices that enable them to build a sustainable workforce from 

the ground up. This expository essay explores some of the key strategies that SMEs can employ to 

attract and retain talented individuals, while also considering the importance of sustainability in 

this process. In many jurisdictions, SMEs are defined based on criteria such as annual turnover, 

number of employees, or total assets. These enterprises operate across various sectors, including 

manufacturing, services, technology, and retail, contributing significantly to overall economic 

output and resilience. 

 

These enterprises form the backbone of many economies worldwide, contributing significantly to 

employment and economic growth. However, SMEs often face substantial challenges in attracting 

and retaining talent due to limited resources, lack of brand recognition, and competition with larger 

corporations. Therefore, there is a pressing need to develop tailored talent acquisition strategies 

that enable SMEs to compete effectively for skilled workers. While there is a wealth of literature 

on talent acquisition practices, much of it is centered on larger corporations, with limited attention 

given to the specific needs and constraints of SMEs. This study seeks to bridge this gap by focusing 

explicitly on innovative talent acquisition practices tailored to the context of SMEs. By doing so, 

it contributes valuable insights and practical recommendations to an underexplored area of 

research. Building a sustainable workforce is critical for the long-term success and resilience of 

SMEs. By attracting, developing, and retaining talented employees, SMEs can enhance their 

productivity, innovation capacity, and competitiveness in the marketplace. This study aims to 

identify innovative practices that not only address immediate talent acquisition challenges but also 

lay the foundation for a resilient and adaptable workforce capable of driving sustained growth and 

success. By providing SMEs with actionable insights and best practices in talent acquisition, this 

study empowers them to overcome barriers to growth and unlock their full potential. By adopting 

innovative strategies tailored to their unique needs and circumstances, SMEs can better position 

themselves to attract top talent, foster employee engagement and loyalty, and ultimately achieve 

their business objectives. The study on innovative talent acquisition practices for SMEs addresses 

a critical need, fills a gap in the existing literature, promotes organizational sustainability, and 

empowers SMEs for growth. It represents a valuable contribution to both academia and practice, 

with the potential to drive positive outcomes for SMEs and economies at large. 

 

Statement of the Problem 

Small and Medium Enterprises (SMEs) face unique challenges in acquiring and retaining talent, 

often lacking the resources and infrastructure of larger corporations. As SMEs constitute a 

significant portion of the global economy, addressing their talent acquisition needs is crucial for 

fostering growth and competitiveness. However, the existing literature predominantly focuses on 

talent practices tailored to larger firms, leaving a gap in understanding how SMEs can effectively 

build a sustainable workforce from scratch. Therefore, the problem statement revolves around 

devising innovative talent acquisition strategies specifically tailored to SMEs, aiming to empower 
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them to attract, develop, and retain skilled employees, ultimately contributing to their long-term 

success and sustainability. 

 

1.1   Research Objective 

The aim of this research was to identify and propose innovative talent acquisition practices tailored 

to Small and Medium Enterprises (SMEs) with the goal of establishing a sustainable workforce 

from the ground up. 

 

1.2 Research Question 

1. What innovative talent acquisition practices can SMEs implement to effectively build a 

sustainable workforce, considering their unique constraints and challenges? 

 

2.0 Literature Review 

2.1 Talent Acquisition for SMEs 

Talent Acquisition is a critical aspect of organizational success, particularly for SMEs striving for 

competitiveness and sustainability. This concept can be defined as the strategic and systematic 

approach of identifying, attracting and securing the most suitable individuals who align with the 

specific criteria and qualifications needed for a particular job role within an organization (Muiz, 

2020). Research indicates that attracting and retaining top talent is essential for SMEs to innovate, 

adapt to market dynamics, and achieve growth objectives (Deeba, 2020). However, SMEs often 

encounter challenges in talent acquisition due to factors such as limited budgets, lack of brand 

recognition, and inability to offer competitive compensation packages (Pocztowski & Pauli, 2022; 

Abraham, Kaliannan, Avvari & Thomas, 2023). Despite these challenges, SMEs possess unique 

advantages, including agility, flexibility, and opportunities for career advancement, which can 

appeal to prospective employees (Kandukuri, 2023). Therefore, it is imperative for SMEs to 

develop innovative talent acquisition strategies to leverage their strengths and compete effectively 

in the talent market. Furthermore, effective talent acquisition is essential for SMEs to enhance their 

organizational capabilities and expand their market reach.  

Innovative talent acquisition practices are essential for SMEs seeking to build a sustainable 

workforce and achieve long-term success. By leveraging technology, embracing flexibility, 

fostering a strong employer brand, prioritizing employee development, and investing in diversity 

and inclusion initiatives, SMEs can overcome recruitment challenges and attract top talent to their 

organization. Moreover, building a diverse and inclusive workforce fosters innovation, creativity, 

and resilience, positioning SMEs for growth and competitiveness in the global market. Innovative 

talent acquisition practices are crucial for SMEs to build a sustainable workforce from the ground 

up. By leveraging technology, building a strong employer brand, emphasizing employee 

development, creating a positive work environment, and embracing sustainability, SMEs can 

attract and retain top talent. These strategies not only help SMEs overcome resource constraints 

but also enable them to compete with larger corporations in the talent market. By investing in their 

workforce, SMEs can drive growth, innovation, and long-term success. 

 

2.2 Challenges in Talent Acquisition for SMEs 

SMEs face several challenges in talent acquisition that differ from those encountered by larger 

corporations. Resource constraints, including limited budgets and lack of dedicated HR personnel, 

often hinder SMEs' ability to attract and retain top talent (Kandukuri, 2023). Additionally, SMEs 

may struggle to establish a strong employer brand and offer competitive compensation packages 
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compared to larger firms (Kandukuri, 2023). Furthermore, SMEs may face difficulties in accessing 

diverse talent pools, which can hinder innovation and creativity within the organization (Bilan, 

Mishchuk, Roshchyk & Joshi, 2020). Overcoming these challenges requires SMEs to adopt 

innovative talent acquisition practices tailored to their specific needs and circumstances. Small and 

Medium Enterprises (SMEs) face several challenges in talent acquisition, which can significantly 

impact their ability to attract and retain skilled employees. SMEs often have smaller budgets and 

fewer dedicated HR staff compared to larger organizations (Monteiro, Santos, Reis, Sampaio, 

Sousa, Martinho, José Sousa & Au-Yong-Oliveira, 2020).  

 

This limitation can restrict their ability to invest in recruitment strategies, technology tools, and 

employer branding initiatives. Bilan et al., (2020) states that SMEs often compete with larger 

corporations for top talent, they may struggle to attract candidates who perceive larger companies 

as offering better benefits, career advancement opportunities, and job security. Many SMEs lack 

the brand recognition and reputation enjoyed by larger companies. As a result, they may struggle 

to attract the attention of potential candidates, especially those who rely on company reputation 

when considering job opportunities. SMEs may not have well-defined or streamlined recruitment 

processes, leading to inefficiencies and delays in filling positions. This lack of efficiency can result 

in a negative candidate experience and increase the likelihood of losing top talent to competitors 

(Monteiro et al., 2020). SMEs may struggle to find candidates with the specific skills and 

experience needed to fill specialized roles. This can be particularly challenging in industries with 

rapidly evolving technology or where demand for certain skills outstrips supply. Once talented 

employees are hired, SMEs may face retention challenges, especially if they cannot offer clear 

paths for career advancement or competitive compensation packages. Talent acquisition is a 

critical aspect of SMEs' success, enabling them to build a sustainable workforce that drives 

innovation, growth, and competitiveness. However, SMEs face unique challenges in talent 

acquisition, including limited resources, lack of brand recognition, competition with larger 

corporations, and high turnover rates. Addressing these challenges requires SMEs to adopt 

innovative and strategic talent acquisition practices that leverage their strengths and differentiate 

them as employers of choice. The subsequent sections of this paper will delve into innovative talent 

acquisition strategies tailored to the specific needs and constraints of SMEs, offering practical 

insights and recommendations for building a sustainable workforce from the ground up. 

 

2.3 Innovative Talent Acquisition Practices for SMEs 

2.3.1 Leveraging Technology for Recruitment 

Technology plays a pivotal role in modern recruitment practices, offering SMEs opportunities to 

streamline processes and reach a broader pool of candidates (Abdul, Wang & Li, 2020). One of 

the most effective ways for SMEs to attract top talent is by leveraging technology in their 

recruitment processes. Applicant tracking systems (ATS), online job boards, and social media 

platforms enable SMEs to expand their reach and engage with prospective employees effectively 

(Gilch & Sieweke, 2021). Moreover, technologies such as video interviews and virtual hiring 

events facilitate remote recruitment, allowing SMEs to overcome geographic barriers and access 

talent beyond their local area (Banerjee & Gupta, 2019). By leveraging technology, SMEs can 

enhance their recruitment efficiency and competitiveness, ultimately attracting top talent to their 

organization. Cohen, (2019) states that one of the most effective ways for SMEs to attract top talent 

is by leveraging technology in their recruitment processes. Online job portals, social media 

platforms, and professional networking sites provide cost-effective and efficient ways to reach a 
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wider pool of candidates. Banerjee and Gupta, (2019) mentioned that SMEs can showcase their 

unique company culture, values, and growth opportunities, thereby attracting individuals who 

align with their vision. Additionally, technology can streamline the application and screening 

processes, allowing SMEs to identify suitable candidates more efficiently. 

 

2.3.2 Creating a Positive Work Environment and Flexibility in Work Arrangements 

A positive work environment is essential for attracting and retaining talented individuals. SMEs 

should focus on fostering a culture of inclusivity, collaboration, and work-life balance. This can 

be achieved by promoting open communication, providing flexible work arrangements, and 

offering employee wellness initiatives. SMEs should also ensure that their leadership team 

embodies these values and actively supports employee well-being. A positive work environment 

not only attracts top talent but also enhances employee engagement and productivity. 

 

Moreover, flexibility in work arrangements has become increasingly important to today's 

workforce, particularly among younger generations who value work-life balance and autonomy 

(Austin-Egole, Iheriohanma & Nwokorie, 2020). SMEs can capitalize on this trend by offering 

flexible work options, such as remote work, flexible hours, and compressed workweeks 

(Alexander, De Smet, Langstaff & Ravid, 2021). Flexible work arrangements not only enhance 

employee satisfaction and productivity but also enable SMEs to access a diverse talent pool beyond 

their local area (Iqbal, Khalid & Barykin, 2021). Moreover, flexibility fosters a culture of trust and 

autonomy, which can contribute to employee engagement and retention (Austin-Egole et al., 

2020). Therefore, embracing flexibility in work arrangements is also a valuable strategy for SMEs 

seeking to attract and retain top talents.  

 

2.3.3 Fostering a Strong Employer Brand 

A strong employer brand is essential for attracting and retaining top talent, particularly for SMEs 

competing with larger corporations (Eriksson, Näppä & Robertson, 2023). SMEs can differentiate 

themselves in the talent market by showcasing their unique culture, values, and opportunities for 

growth and development (Ghielen, De Cooman & Sels, 2021). Moreover, SMEs can enhance their 

employer brand by offering personalized candidate experiences and demonstrating a commitment 

to employee well-being and career advancement (Eriksson et al., 2023). By fostering a strong 

employer brand, SMEs can attract top talent who align with their organizational culture and values, 

ultimately driving organizational success. Itam, Misra, and Anjum, 2020) emphasized that creating 

a strong employer brand is crucial for SMEs to differentiate themselves from larger competitors. 

SMEs should focus on highlighting their unique selling points, such as a flexible work 

environment, opportunities for growth and development, and a close-knit team culture for effective 

communication as SMEs can the aspect of attract individuals who value these attributes and are 

more likely to stay with the organization in the long run (Bhasin, Mushtaq & Gupta, 2019). 

Moreover, a strong employer brand can also lead to positive word-of-mouth referrals, further 

expanding the talent pool for SMEs. 

 

2.3.4 Prioritizing Employee Development and Growth 

Investing in employee development is critical for SMEs to attract and retain top talent and foster 

a culture of continuous learning and improvement (Agustian, Pohan, Zen, Wiwin & Malik, 2023). 

Training programs, mentorship opportunities, and career advancement pathways demonstrate 

SMEs' commitment to employee growth and development (Brewster et al., 2016). Moreover, 
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providing regular feedback and recognition fosters employee engagement and motivation, 

contributing to higher levels of job satisfaction and retention (Zeeshan, Ng, Ho & Jantan, 2021). 

By prioritizing employee development, SMEs can nurture talent from within and build a skilled 

and motivated workforce capable of driving organizational success (Agustian et al., 2023). 2011). 

SMEs should prioritize employee development and growth to attract and retain top talent. Offering 

training programs, mentorship opportunities, and career advancement prospects can demonstrate 

a commitment to nurturing employees' skills and potential. This not only attracts ambitious 

individuals but also fosters a culture of continuous learning and improvement within the 

organization. SMEs can also consider implementing performance-based incentives and 

recognition programs to motivate employees and reward their contributions. 

 

2.3.5 Investing in Sustainability, Diversity and Inclusion Initiatives 

In this era of new normal, sustainability is a key consideration for both employees and customers. 

SMEs can differentiate themselves by incorporating sustainability practices into their talent 

acquisition strategies. A sustainable approach to talent acquisition can enhance the organization's 

reputation and appeal to socially conscious customers. In addition, diversity and inclusion are 

essential for fostering innovation, creativity, and organizational performance (Roberts & Mayo, 

2019). SMEs can attract and retain top talent by implementing diversity and inclusion initiatives 

that create a more inclusive work environment (Kang & Kaplan, 2019). This includes adopting 

diversity recruiting strategies, establishing employee resource groups, and providing diversity 

training and education for employees and managers (Nadiv & Kuna, 2020). Likewise, SMEs can 

promote equal opportunities for all employees, regardless of background or identity, and create 

policies and practices that foster a culture of belonging (Yadav & Lenka, 2020). By investing in 

diversity and inclusion initiatives, SMEs can leverage the full potential of their workforce and 

drive organizational success in today's diverse and globalized business environment. 

 

3.0 Methodology 

3.1 Research Design 

This study employed a qualitative research design to explore innovative talent acquisition practices 

for Small and Medium Enterprises (SMEs). Qualitative research allows for an in-depth 

understanding of complex phenomena and is well-suited for exploring innovative practices within 

organizational contexts. Purposive sampling was employed where 15 participants were selected 

for semi-structured interviews, ensuring representation from diverse SMEs across different 

industries and geographic locations. Survey participants was adopted through convenience 

sampling to maximize the sample size and obtain a broad range of perspectives. Semi-structured 

interviews were conducted with HR professionals, business owners, and industry experts familiar 

with talent acquisition in SMEs. These interviews were conducted to accommodate in-depth 

discussions and insights into innovative practices, challenges, and success factors.  

 

3.2 Data Analysis: 

Semi-structured interview transcripts and open-ended survey responses were analyzed using 

thematic analysis. Themes related to innovative talent acquisition practices, challenges, and 

success factors were also identified and coded. 
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3.3 Findings 

To effectively analyze the findings of research on innovative talent acquisition practices for SMEs 

(Small and Medium Enterprises) aiming to build a sustainable workforce, considering their unique 

constraints and challenges are as follows: 

Participant 2: “flexible work SMEs should make arrangements to attract diverse talent 

pools in offering remote work options, flexible scheduling, and other alternative work 

arrangements can appeal to a broader range of candidates, including those with caregiving 

responsibilities or specific lifestyle preferences”. 

Participant 4: “By encouraging current employees to refer qualified candidates from their 

professional and personal networks can be a cost-effective way for SMEs to identify top 

talent. 

Participant 5: “Collaboration with local educational institutions for talent pipeline 

development with universities, colleges, and vocational schools can provide SMEs with 

access to a steady stream of qualified candidates through internships, co-op programs, and 

campus recruiting initiatives. 

Participant 6: “Creation of employer branding campaigns to showcase company culture 

and values showcases can attract candidates who align with the organization's mission 

and values”. 

Participant 7: “Utilization of data analytics for predictive hiring and talent retention 

strategies can also help SMEs identify hiring trends, predict candidate success, and 

develop targeted retention strategies to reduce turnover”.  

Participant 8: “Implementation of alternative compensation structures such as profit-

sharing or equity packages, such as profit-sharing bonuses, stock options, or equity 

ownership, can incentivize top talent to join and stay with the organization while aligning 

their interests with company performance”. 

Participant 10: “Adopting AI-powered recruitment software can automate administrative 

tasks, improve candidate screening accuracy, and enhance the efficiency of talent 

acquisition processes”. 

Participant 12: “Partnering with local community organizations, nonprofits, and diversity 

initiatives can help SMEs tap into diverse talent pools and foster an inclusive workplace 

culture”. 

Participant 13: “Collaborating with other small and medium-sized businesses through 

talent sharing agreements, joint recruiting initiatives, or industry alliances can expand 

access to talent, share resources, and mitigate hiring challenges collectively”. 

 

4.0 Discussion of findings 

The findings of research into innovative talent acquisition practices for SMEs (Small and Medium 

Enterprises) revealed several key strategies that can effectively build a sustainable workforce while 

considering the unique constraints and challenges faced by these businesses. SMEs can implement 

flexible work arrangements such as remote work, flexible hours, or compressed work-weeks to 

attract and retain talent. These arrangements can be particularly appealing to candidates seeking 

work-life balance, and they also allow SMEs to tap into a wider talent pool beyond their immediate 

geographic location. The study highlights the leveraging technology in talent acquisition can 

significantly enhance SMEs' ability to reach and engage with potential candidates. This includes 

using applicant tracking systems (ATS), online job boards, social media platforms, and AI-

powered recruitment tools for sourcing, screening, and assessing candidates more efficiently. The 
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findings indicates that SMEs can differentiate themselves as employers of choice by effectively 

communicating their unique culture, values, and opportunities for growth. Developing a 

compelling employer brand and EVP can help SMEs attract top talent who align with their 

organizational mission and values, even in the face of competition from larger companies. The 

study emphasized that building partnerships with educational institutions, industry associations, 

and other organizations can be a valuable source of talent for SMEs. Collaborating with 

universities, offering internships or apprenticeships, and participating in industry events and 

networking activities can help SMEs identify and cultivate relationships with promising 

candidates. 

 

Limitations 

This study was limited by factors such as sample size, participants' bias, and generalizability of 

findings. Additionally, the qualitative nature of the research may limit the ability to establish 

causality between variables. 

 

Implications of the Study 

The implications of the study are far-reaching, affecting organizational performance, employee 

engagement, and economic development. By understanding these implications, stakeholders can 

develop strategies to overcome recruitment challenges, attract top talent, and build sustainable 

workforces. Moreover, stakeholders can collaborate to create an enabling environment for talent 

acquisition, driving entrepreneurship, innovation, and growth in SMEs. As SMEs continue to play 

a vital role in the global economy, the adoption of innovative talent acquisition practices will be 

essential for their long-term success and competitiveness. 

 

Implications for SMEs 

Innovative talent acquisition practices have significant implications for SMEs seeking to build a 

sustainable workforce. By leveraging technology, embracing flexibility, fostering a strong 

employer brand, prioritizing employee development, and investing in diversity and inclusion 

initiatives, SMEs can attract and retain top talent, drive organizational growth, and enhance 

competitiveness in the market. Moreover, building a sustainable workforce contributes to 

employee engagement, productivity, and retention, ultimately leading to improved business 

performance and profitability. 

 

Implications for HR Professionals 

HR professionals play a critical role in implementing innovative talent acquisition practices within 

SMEs. By understanding the implications of these practices, HR professionals can develop tailored 

recruitment strategies, enhance employer branding efforts, and implement effective employee 

development programs. Moreover, HR professionals can leverage technology to streamline 

recruitment processes, access diverse talent pools, and improve candidate experience. By aligning 

talent acquisition efforts with organizational goals and objectives, HR professionals can drive 

strategic HR initiatives and contribute to business success. 

 

Implications for Policymakers 

Policymakers have a role to play in supporting SMEs in their talent acquisition efforts. By 

understanding the implications of innovative talent acquisition practices, policymakers can 

develop policies and programs that facilitate access to resources, training, and support for SMEs. 
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This may include initiatives to promote digital skills development, incentivize investment in 

employee training and development, and support diversity and inclusion efforts. By creating a 

conducive environment for talent acquisition, policymakers can foster entrepreneurship, 

innovation, and economic growth. 

 

Implications for Researchers 

Researchers have an opportunity to contribute to the field of talent acquisition in SMEs by 

conducting further research on innovative practices and their impact on organizational 

performance. By exploring emerging trends, best practices, and success factors, researchers can 

provide valuable insights and recommendations for SMEs, HR professionals, policymakers, and 

other stakeholders. Moreover, researchers can contribute to knowledge sharing and dissemination 

through academic publications, conferences, and industry partnerships, ultimately advancing the 

field of talent management in SMEs. 

 

5.0 Conclusion and Recommendations  

In addition to traditional recruitment channels, SMEs can explore alternative methods for talent 

acquisition, such as employee referrals, talent marketplaces, freelance platforms, and niche job 

boards catering to specific industries or skill sets. These channels can provide access to specialized 

talent pools and reduce recruitment costs. The study acknowledged that SMEs can invest in 

training and development programs to upskill existing employees and cultivate a pipeline of talent 

internally. By offering opportunities for professional growth and advancement, SMEs can enhance 

employee loyalty and retention, ultimately contributing to a sustainable workforce. Adopting a 

data-driven approach to talent acquisition allows SMEs to measure the effectiveness of their 

recruitment strategies, identify areas for improvement, and make informed decisions based on 

quantitative insights. Analyzing recruitment metrics such as time-to-hire, cost-per-hire, and 

candidate satisfaction can help SMEs optimize their recruitment processes over time. Overall, the 

findings suggest that a combination of innovative talent acquisition practices tailored to the 

specific needs and constraints of SMEs can effectively build a sustainable workforce. Also, 

embracing flexibility, technology, employer branding, partnerships, alternative channels, 

investment in training, and data-driven decision-making, SMEs can attract, retain, and develop the 

talent they need to thrive in a competitive market environment. 

The implications of innovative talent acquisition practices for SMEs are far-reaching, affecting 

organizational performance, employee engagement, and economic development. By 

understanding these implications, stakeholders can develop strategies to overcome recruitment 

challenges, attract top talent, and build sustainable workforces. Besides, stakeholders can 

collaborate to create an enabling environment for talent acquisition, driving entrepreneurship, 

innovation, and growth in SMEs. As SMEs continue to play a vital role in the global economy, the 

adoption of innovative talent acquisition practices will be essential for their long-term success and 

competitiveness. 
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