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.ABSTRACT: This study examined the relationship between talent acquisition practices and.
innovative business success of outsourcing firms in Delta State, Nigeria. The study focused on
key dimensions of talent acquisition gamification, competency-based hiring, talent mapping, and
employer branding and their influence on agility adaptation, efficiency, innovative culture, and
resource management. A descriptive survey design was adopted, with data collected from 200
staff of selected outsourcing firms using a structured questionnaire. Data were analyzed using
Pearson Product Moment Correlation. The findings revealed a significant positive relationship
between gamification and agility adaptation (r = 0.624, p < 0.05), competency-based hiring and
efficiency (r = 0.658, p < 0.05), talent mapping and innovative culture (r = 0.671, p < 0.05), and
employer branding and resource management (r = 0.642, p < 0.05). These results indicate that
strategic talent acquisition practices significantly enhance innovative business success. The study
concludes that outsourcing firms that implement modern recruitment strategies are better
positioned to achieve sustainable competitiveness and long-term organizational performance in
Delta State, Nigeria.

Keywords: Talent Acquisition, Innovative Business Success, Gamification, Competency-Based
.Hiring, Talent Mapping, Employer Branding, Agility Adaptation

INTRODUCTION organizational agility to provide innovative

solutions to clients (Adebayo, 2021;
Talent acquisition has evolved significantly Oluwaseun & Nwachukwu, 2022).
from a basic administrative hiring function
into a strategic organizational process that Outsourcing firms are specialized
drives innovation and sustainable ~ organizations that provide professional

performance. The modern approach involves
the use of digital platforms, data analytics, and
behavioral insights to identify candidates
whose skills closely match organizational
strategies and future workforce demands. This
development is particularly noticeable in the
service sector, where outsourcing firms rely
heavily on skilled human resources and
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services to other companies by handling
specific operational functions on their behalf.
As the Dbusiness environment became
increasingly competitive and technology-
driven, outsourcing evolved into a knowledge-
intensive industry that emphasizes expertise,
innovation, and service differentiation. The
success of outsourcing firms now depends
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largely on their ability to attract, develop, and
retain employees who possess both strong
technical expertise and creative problem-
solving abilities (Ezenwa & Bello, 2023).
Consequently, strategic talent acquisition
practices have become essential for the
sustainability and innovative growth of
outsourcing firms, particularly in developing
economies such as Nigeria.

In Nigeria, the outsourcing industry has
expanded rapidly due to the increasing
adoption of digital technologies, the rise of the
gig economy, and the growing need for
business efficiency. Despite this growth, the
sector faces critical challenges in sourcing,
selecting, and retaining the right talent. Uche
and Ibrahim (2021) noted that many Nigerian
outsourcing firms still rely on traditional
recruitment methods, which are often
ineffective in identifying innovative and
adaptable employees. Delta State, as one of
the economic powerhouses in the South-South
region of Nigeria, has seen substantial
business development across various sectors.
The increasing presence of outsourcing firms
in cities like Asaba and Warri has contributed
to employment generation and service
innovation within the region (Okafor &
Ekpenyong, 2022).

Globally, organizations have adopted
innovative talent acquisition strategies such as
gamification, = competency-based  hiring,
employer branding, and talent mapping to
strengthen their recruitment and innovation
outcomes. Studies by Hassan and Adedeji
(2024) found that gamified assessments not
only enhance candidate engagement but also
help firms identify individuals with critical
thinking and problem-solving abilities.
Similarly, Olayemi and Odu (2022) explained
that  competency-based hiring  ensures
alignment between an individual's abilities and
the strategic needs of the organization, thereby
improving innovation performance. Despite
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the growing recognition of these practices,
much of the existing empirical research has
been conducted in developed economies with

limited evidence from the Nigerian
outsourcing context (Obinna & Adeoye,
2023).

Talent acquisition should be a deliberate,
structured, and strategic process aimed at
attracting, assessing, and retaining highly
skilled individuals who can drive innovation
and long-term business success. When
effectively applied, modern practices such as
gamification,  competency-based  hiring,
employer branding, and talent mapping enable
outsourcing firms to improve service quality,
enhance operational efficiency, and sustain
competitive advantage through innovation.
However, many outsourcing firms in Nigeria,
particularly those in Asaba and Warri, Delta
State, fall short of this ideal.

A significant number of these firms still rely
heavily on traditional recruitment methods
such as unstructured interviews and manual
screening, which often fail to identify
candidates with the creative and problem-
solving abilities necessary for innovation. The
lack of strategic alignment between
recruitment practices and innovation goals
limits the potential of these firms to develop a
workforce capable of generating new ideas
and improving service delivery. Furthermore,
outsourcing firms in the region have not fully
embraced employer branding or structured
talent mapping practices, resulting in high
employee turnover, poor succession planning,
and reactive workforce management that
undermines long-term innovation capacity.

The gap this study seeks to address lies in the
inadequate understanding of how specific
talent acquisition practices gamification,
competency-based hiring, employer branding,
and talent mapping influence the innovative
business success of outsourcing firms in Delta
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State. This study therefore aims to fill this gap
by examining how these talent acquisition
practices contribute to organizational agility,
efficiency, innovative culture, and resource
management, providing practical insights for
improving recruitment strategies and fostering
innovation-driven growth in the region.

Objectives of the Study

The broad objective of this study is to examine

the relationship between talent acquisition

practices and innovative business success of
outsourcing firms in Delta State, Nigeria. The
specific objectives are to:

i.  Examine the relationship between
gamification and agility adaptation of
outsourcing firms in Delta State, Nigeria.

ii. Ascertain the relationship between
competency-based hiring and efficiency
of outsourcing firms in Delta State,
Nigeria.

iii.  Evaluate the relationship between talent
mapping and innovative culture of
outsourcing firms in Delta State, Nigeria.

iv. Investigate the relationship between
employer branding and resource
management of outsourcing firms in Delta
State, Nigeria.

LITERATURE REVIEW

Talent Acquisition

Talent acquisition is a strategic human
resource management process that involves
identifying, attracting, selecting, and retaining
individuals with the skills and competencies
required to meet organizational objectives.
According to Armstrong and Taylor (2020),
talent acquisition refers to a systematic
approach used by organizations to source and
recruit individuals whose skills, knowledge,
and experience support the achievement of
strategic goals. Unlike traditional recruitment,
which mainly focuses on filling vacant
positions, talent acquisition emphasizes long-
term workforce planning and aligning
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employee capabilities with organizational
strategies, allowing organizations to build a
strong  talent pipeline that  sustains
productivity, innovation, and competitiveness
(Cascio & Montealegre, 2021). Collings,
Mellahi, and Cascio (2021) argue that
effective talent acquisition enables
organizations to build a strong workforce
capable of responding to environmental
changes and achieving long-term strategic
objectives.

Gamification

Gamification refers to the application of
game-design elements such as points,
challenges, feedback, and competition into
non-game contexts to increase motivation and
behavioral engagement (Krath, 2021). From a
psychological standpoint, Sailer, Hense, and
Mayr (2020) argue that effective gamification
fulfills core  psychological needs of
competence, autonomy, and relatedness,
thereby encouraging consistent effort and
emotional connection to tasks. In recruitment,
gamified tasks simulate real job scenarios,
enabling candidates to demonstrate problem-
solving, communication, and teamwork skills.
Capatina (2024) found that incorporating
game-based assessments in corporate hiring
increased both participation and accuracy in
competency evaluation. For outsourcing firms
operating in competitive markets, such
practices provide valuable insights into the
practical abilities of candidates beyond what
traditional interviews or aptitude tests can
reveal.

Competency-Based Hiring
Competency-based hiring is broadly defined
as a recruitment approach that systematically
identifies, assesses, and selects candidates
based on the specific knowledge, skills,
abilities, and Dbehaviours that predict
successful performance in a given role. Smith
(2021) describes it as a shift away from
credential- and experience-focused selection
toward a skills- and behaviour-focused model
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where hiring decisions are made on the degree
of match between candidate competencies and
role demands. Johnson and Lee (2022) note
that competency-based interviews and
simulations allow employers to observe how
applicants would behave in job-like situations,
producing richer data than CVs or
unstructured interviews. Mwangi (2023)
reported that firms that adopted competency
frameworks experienced improvements in
time-to-productivity, employee retention, and
on-the-job creativity.

Talent Mapping

Talent mapping is a proactive and systematic
process of identifying, assessing, and
developing the talent needed to meet both
current and future organizational objectives.
Nwafor and Ijeoma (2022) define it as
building a comprehensive understanding of the
skills and competencies available within the
organization and aligning them with strategic
business needs. Obinna and Adeoye (2023)
view talent mapping as a data-driven approach
to workforce planning that relies on analytics
to forecast talent supply and demand. This
analytical orientation allows organizations to
mitigate risks related to talent shortages,
reduce dependency on external recruitment,
and enhance leadership continuity. When
properly implemented, talent mapping
becomes a continuous cycle of identifying,
evaluating, and nurturing human capital to
drive long-term success (Ezeani & Udoh,
2022).

Employer Branding

Employer branding refers to an organization's
efforts to promote itself as an employer of
choice by creating a distinctive and appealing
image in the minds of current and potential
employees (Kumar & Bhatnagar, 2020).
Almeida and Silva (2021) argue that
organizations with strong employer brands
gain competitive advantage by attracting top
talent and reducing recruitment costs. From an
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internal perspective, Ogbu and Nwankwo
(2022) define internal employer branding as
the process of ensuring that employees
perceive their organization as a desirable place
to work, which motivates them to act as brand
ambassadors. Digital transformation has also
revolutionized employer branding;
organizations that leverage analytics to
monitor brand perception can better align their
employer value proposition with evolving
workforce expectations (Rao, 2024).

Innovative Business Success
Innovative business success refers to an

organization's ability to achieve superior
performance  through  the  consistent
implementation of creative ideas,

technologies, and processes that generate
value and competitive advantage (Adams,
2020). From a strategic management
standpoint, Eze (2021) describes it as the
alignment between strategic goals and
innovation activities that result in sustainable
organizational  advantage. = Technological
advancement is a fundamental dimension of
innovative business success, as Hassan (2022)
emphasizes that technology-driven innovation
enhances agility, enabling firms to respond
rapidly to customer needs and environmental
shifts. For outsourcing firms in Delta State,
embracing innovation through modern talent
acquisition practices can drive agility,
efficiency, and competitive advantage
(Ezenwa, 2023).

Theoretical Framework

This study is anchored on the Resource-Based
View (RBV) Theory developed by Jay Barney
(1991) and the Human Capital Theory
originally propounded by Gary Becker (1964).
The RBV Theory posits that an organization's
sustainable competitive advantage stems from
its internal resources that are valuable, rare,
inimitable, and non-substitutable. In the
context of this study, talent acquisition
practices including the availability of skilled
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labor, efficient selection processes, and clarity
in job roles are considered strategic resources
that determine innovative capacity and
business success. Barney (1991) emphasized
that human resources, when effectively
developed and deployed, constitute one of the
most  critical  sources of  sustained
organizational advantage.

The Human Capital Theory provides a
complementary explanation of how the skills,
competencies, and knowledge of individuals
contribute to organizational and economic
performance  (Becker, 1964).  Talent
acquisition represents a strategic investment in
human capital, as outsourcing firms in Delta
State seek to attract individuals with the
specialized knowledge and creative capacity
necessary for innovation. Schultz (1961)

emphasized that investment in human
development drives both economic and
organizational ~ growth.  Both  theories
collectively provide a  comprehensive

framework for understanding how strategic
talent acquisition practices enhance innovative
business success among outsourcing firms.

Empirical Reviews

Akinola and Ojo (2021) reported that greater
availability of IT talent enhanced recruitment
flexibility and agility in technology-based
firms in Abuja. Their study demonstrated that
firms with access to skilled talent pools were
better able to respond swiftly to market
changes and client demands. Ibrahim and
Yusuf (2022) found that technical skill
availability positively influenced the precision
and effectiveness of recruitment strategies in
Kano State. The implication was that
competency-aligned hiring ensures better
alignment between job requirements and
employee capabilities, leading to efficient
performance outcomes. Eze and Chukwu
(2021) found that better skill alignment led to
shorter recruitment lead times and improved
selection accuracy in Anambra State. Their
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study suggested that systematic workforce
planning strengthens organizational
adaptability and innovation, consistent with
the logic of talent mapping. Thompson and
Lee (2020) found a strong positive correlation
(r=.68, p <0.01) between structured selection

processes and recruitment satisfaction in
Canadian financial services firms,
emphasizing that modernized recruitment
strategies enhance overall organizational

effectiveness and performance. Adebanjo and
Fadare (2020) found that access to highly
skilled labor enabled fintech startups to design
focused and efficient recruitment campaigns
with stronger employer positioning, thereby
improving resource allocation and
organizational sustainability.

METHODOLOGY

This study adopted a descriptive survey
research design to examine the relationship
between talent acquisition practices and
innovative business success among staff of
outsourcing firms in Delta State, Nigeria. The
study was conducted in Asaba and Warri, two
strategic commercial hubs in Delta State. The
population comprised 234 staff drawn from
fourteen purposefully selected outsourcing
firms that were duly registered, actively
providing HR or support services, and located
within the study area. Due to the manageable
size of the population, a census approach was
applied, ensuring full inclusion of all staff
members and HR managers within each
selected firm.

The questionnaire, designed on a 5-point
Likert scale, measured talent acquisition using
proxies such as gamification, competency-
based hiring, talent mapping, and employer
branding, while innovative business success
was assessed through agility adaptation,
efficiency, innovative culture, and resource
management. The instrument was
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administered in person and -electronically.
Validity was ensured through face and content
validation by experts in human resource
management, while reliability was established
using Cronbach's alpha coefficient with a
threshold of 0.70. All constructs returned

RESULT AND DISCUSSIONS

Test of Hypotheses

https://www.jetmase.com

acceptable to good reliability coefficients
ranging from .754 to .834. Data analysis
involved both descriptive and inferential
statistics, with Pearson Product Moment
Correlation applied to test the hypotheses at a
0.05 level of significance.

Table 1: Correlation between Gamification and Agility Adaptation (HO01)

Variables

Gamification and agility adaptation
Source: SPSS Version 23 (2026)

Table 1 shows that the correlation coefficient
(r = 0.624, p = 0.000 < 0.01) indicates a
statistically significant positive relationship
between gamification and agility adaptation in
outsourcing firms in Delta State. This implies

0.624

r p-value Decision

0.000 Reject HO

that firms that adopt gamified recruitment and
engagement strategies are more agile and
responsive to changes in their business
environment. Therefore, the null hypothesis
(HOT) is rejected.

Table 2: Correlation between Competency-Based Hiring and Efficiency (H02)

Variables

Competency-based hiring and efficiency
Source: SPSS Version 23 (2026)

Table 2 reveals that the correlation coefficient
(r =0.658, p = 0.000 < 0.01) shows a strong
positive and significant relationship between
competency-based hiring and efficiency. This
means firms that focus on structured, skills-

0.658

r p-value Decision

0.000 Reject HO

based recruitment achieve higher operational
efficiency, reduced hiring errors, and
improved productivity. Hence, the null
hypothesis (H02) is rejected.

Table 3: Correlation between Talent Mapping and Innovative Culture (H03)

Variables

Talent mapping and innovative culture
Source: SPSS Version 23 (2026)

Table 3 indicates that the correlation result (r
= 0.671, p = 0.000 < 0.01) signifies a
significant positive relationship between talent
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0.671

r p-value Decision

0.000 Reject HO

mapping and innovative culture. This implies
that proactive identification of talent pools,
anticipation of skill gaps, and strategic
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workforce  planning  foster  creativity,
experimentation, and collaborative innovation.

https://www.jetmase.com

Therefore,
rejected.

the null hypothesis (HO03) is

Table 4: Correlation between Employer Branding and Resource Management (H04)

Variables

Employer branding and resource
management

Source: SPSS Version 23 (2026)

Table 4 indicates a Pearson correlation
coefficient of 0.642, reflecting a strong
positive relationship between employer

branding and resource management. The p-
value (.000) shows that the relationship is
statistically significant. This implies that
outsourcing firms with strong employer
branding practices tend to manage their
financial, human, and material resources more
effectively. Accordingly, the null hypothesis
(HO4) 1s rejected.

Discussion of Findings

Gamification and Agility Adaptation

The findings revealed a statistically significant
positive relationship between gamification and
agility adaptation (r = 0.624, p < 0.05). This
indicates  that outsourcing firms that
incorporate gamified elements in recruitment
and talent management are more likely to
respond swiftly to market changes and client
demands. Gamification enhances candidate
engagement, improves assessment of problem-
solving and creativity, and strengthens
workforce adaptability, thereby contributing to
organizational agility. This result aligns with
the findings of Akinola and Ojo (2021), who
reported that greater availability of IT talent
enhanced recruitment flexibility and agility in
tech-based firms. Similarly, Thompson and
Lee (2020) found a strong positive correlation
between structured selection processes and
recruitment satisfaction in Canadian firms,
emphasizing that modernized recruitment
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0.642

r p-value Decision
0.000 Reject HO
strategies enhance overall organizational

effectiveness. The present study extends this
logic by demonstrating that gamification not
only improves recruitment experience but also
strengthens organizational agility.

Competency-Based Hiring and Efficiency

The analysis revealed a strong positive
relationship between competency-based hiring
and efficiency (r = 0.658, p < 0.05). This
suggests that firms that base recruitment
decisions  on  structured  competency
frameworks tend to achieve higher operational
efficiency, reduced hiring errors, and
improved  productivity.  This  finding
corroborates Ibrahim and Yusuf (2022), who
found that technical skill availability
positively influenced the precision and
effectiveness of recruitment strategies in Kano
State. Internationally, Johnson and Smith
(2021) found that structured talent selection
processes significantly enhanced recruitment
effectiveness in U.S. technology firms, while
Brown and Patel (2022) concluded that
competency-focused selection  procedures
improved recruitment timelines and candidate
fit in NHS hospitals in the UK. The present
study confirms these findings within the
context of outsourcing firms in Delta State.

Talent Mapping and Innovative Culture

The result showed a strong positive and
significant  relationship  between  talent
mapping and innovative culture (r = 0.671, p <
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0.05). This implies that  proactive
identification of talent pools, anticipation of
skill gaps, and strategic workforce planning
foster  creativity, experimentation, and
collaborative innovation within organizations.
This finding is consistent with Eze and
Chukwu (2021), who found that better skill
alignment led to shorter recruitment lead times
and improved selection accuracy in Anambra
State. Singh and Rao (2023) additionally
found that data-driven selection assessments
significantly improved recruitment channel
effectiveness in Indian IT firms. These studies
suggest that systematic workforce planning
strengthens organizational adaptability and
innovation.

Employer Branding and Resource
Management

The Pearson correlation coefficient (r = 0.642,
p < 0.05) indicates a strong positive
relationship between employer branding and
resource management. This suggests that firms
with strong employer brands are better
positioned to attract, retain, and effectively
utilize human, financial, and material
resources. This finding is consistent with
Adebanjo and Fadare (2020), who found that
access to highly skilled labor enabled fintech
startups to design focused and efficient
recruitment campaigns. Similarly, Onyema
and [jeoma (2023) found that regions with
higher skill availability facilitated quicker and
more targeted recruitment efforts in Delta
State's hospitality sector. The implication is
that employer branding strengthens an
organization's competitive positioning in the
labor market, thereby improving resource
allocation and sustainability.

Summary of Findings

The following key findings emerged from the

study:

i. There is a strong significant positive
relationship between gamification and
agility adaptation (r = 0.624, p < 0.05).
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This indicates that outsourcing firms that
adopt  gamified  recruitment  and
engagement strategies are more agile and
responsive to changes in their business
environment.

ii. There is a strong significant positive
relationship between competency-based
hiring and efficiency (r = 0.658, p < 0.05).
This implies that structured hiring based
on clearly defined competencies enhances
operational efficiency and reduces
recruitment errors.

iii. The study found a strong significant
positive  relationship between talent
mapping and innovative culture (r =
0.671, p < 0.05). This shows that
proactive identification and strategic
alignment of skills foster creativity,
knowledge sharing, and innovation within
organizations.

iv. There is a strong significant positive
relationship between employer branding
and resource management (r = 0.642, p <
0.05). This shows that firms with strong
employer brands are better able to attract,
allocate, and manage human and material
resources effectively.

CONCLUSION

The findings of this study provide clear
evidence that strategic talent acquisition
practices significantly relate to innovative
business success in outsourcing firms in Delta
State, Nigeria. Specifically, gamification,
competency-based hiring, talent mapping, and
employer branding play vital roles in
enhancing agility adaptation, operational
efficiency, innovative culture, and effective
resource management. The study concludes
that sustainable performance in outsourcing
firms depends not only on financial
investment but also on the strategic
management of human capital. Firms that
deliberately implement innovative recruitment
practices, invest in competency frameworks,
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proactively map talent, and build strong
employer brands are better positioned to
achieve operational excellence, adaptability,
and long-term competitiveness. Accordingly,
outsourcing firms in Delta State should move
beyond traditional recruitment methods and
adopt  strategic, technology-driven, and
competency-focused talent acquisition
practices to drive innovation-led growth.
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