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Abstract
The present study explored how employee proactive behaviour is affected by talent acquisition. The sample survey used in the study was 253 employees in Ekiti State Civil Service Commission, Nigeria. Since the respondents were easily accessible in the Commission, the purposive sampling method was chosen. Regression analysis was used in the study and it was carried out with SPSS version 25. The results indicated that talent acquisition was not significantly related to employee proactive behaviour. The research finds that talent acquisition in itself is not a significant predictor of employee proactive behaviour in the Commission. The low explanatory power of the model is indicative of the fact that other organisational or contextual variables might have a stronger impact on proactive behaviour development among the employees. The research proposes that the Commission needs to re-evaluate its hiring and human capital development models, especially through looking at whether the recruitment procedures specifically focus on proactive skills and behavioural competencies in line with the preferred workplace results.
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1. Introduction 
Employee proactive behaviour has also gained relevance in modern organisations which are marked by high speed of technology change, administration reformation and pressure of performance. Proactive behaviour means future-oriented self-initiated actions because of which employees aspire to shape the environment in which they work instead of reacting to any event (Parker and Bindl 2017; Zhou, Ma and Dong, 2020). This kind of behaviour makes organisations predict issues and enhance operations and maintain performance in changing conditions. Although it is recognised as an important behaviour, not all employees demonstrate proactive behaviour, at least in organisations in the public sector where bureaucratic models and strict formal positioning could restrict discretionary action.
In the formal role structure of government agencies, the employees may be driven by the laid down procedures and hierarchies. Although these structures are good because of accountability, they might unknowingly deter initiative in areas that are not stipulated. But there is a growing need in modern day public administration to have employees who are able to assume leadership, propose betterment and fit in a new need. Empirical studies indicate that proactive employees can help in innovation, organisational learning and better service delivery (Urbach, Fay, Bliese, and Dormann, 2019; Parker and Bindl, 2017). The difficulty is therefore finding organisational mechanisms that can contribute towards such behaviour.
Talent acquisition is one of the possible mechanisms. Talent acquisition is the strategic process of identifying, attracting and withdrawing persons whose skills, competency and behavioural characteristics match the need of the organisation (Gatewood, Feild, and Barrick, 2016; Tarique, 2021). In contrast to the normal recruitment, talent acquisition takes a more long-term view as it focuses on the person-organisation fit, competencies and future contribution potential. Assuming that proactive tendencies are taken into account in the process of hiring, organisations can be more plausibly prepared to develop the workforce, which can make initiative and adaptative performance.
Yet, although talent acquisition has been broadly discussed and mentioned in the larger literature on talent management, the direct impact of talent acquisition on employee proactive behaviour has still not been empirically proven especially in the Nigerian public sector. The literature incorporates acquisition and retention, engagement and development practices, and it is hard to determine the contribution of acquisition processes in isolation (Muddangala et al., 2022). This gap would require a targeted study of the issue of whether or not talent acquisition as a specific human capital activity is an important predictor of proactive behaviour among civil servants.
In this regard, this research had the following research question:
Does talent acquisition have a major impact on employee proactive behaviour in Ekiti State Civil Service Commission?
Based on this, the hypothesis was as follows:
H0: Talent acquisition is not significantly affecting employee proactive behaviour.
Literature Review
Talent Acquisition
Talent acquisition is understood as a tactical approach to human resource planning and recruitment that ensures that the requirements of human capital suit the long-term organisational goals (Tarique, 2021). It is not limited to the filling of vacancies but also covers the ability to predict the need of workforce, employer branding, competency-based recruitment and alignment with organisational strategy (Gatewood et al., 2016). It is focusing on getting people whose skills and behavioural traits favour the performance of organisations.
According to scholars, a successful talent acquisition builds a quality of human capital and improves the organisational adaptability (Koch and Marescaux, 2021). Through the combination of structured assessment methods and competency profiling, organisations are able to pick potential employees who have an initiative, problem solving skills and learning agility. However, the literature is inclined to assume that talent acquisition is only one of the parts of a larger system of talent management, including employee retention and engagement (Widodo, Nurhayati, and Pujiwati, 2024).
Although strategic hiring is theoretically associated with better behavioural performance, there is yet to be empirical support on its direct contribution to proactive behaviour. According to some of the studies, the hiring of those who are oriented to leadership and have predispositions towards initiative can promote proactive behavior (Dineen and Allen, 2014). Some other people indicate that recruitment is not effective without favourable organisational climates (Parker and Bindl, 2017). These ambivalent results indicate the importance of a context-related study.
Employee Initiating Behaviour.
Proactive behaviour can be described as an action that is future-oriented and self-directed in order to promote a positive change within the workplace (Zhou et al., 2020). It entails employees acting instead of responding to the things that are about to be done.
The literature singles out three general categories of proactive behaviour, which include proactive work behaviour, proactive strategic behaviour and proactive person-environment fit behaviour (Parker and Bindl, 2017). Proactive work behaviour entails the enhancement of work processes in advance of failure. Proactive strategic behaviour involves the manipulation of overall organisational direction. Acts that include trying to enhance individual environment fit like providing feedback or engaging in training in order to increase individual fit to job demands is known as proactive person-environment fit behaviour.
The empirical studies have shown that proactive behaviour correlates with better job performance, innovation and organisational effectiveness (Urbach et al., 2019). Other more recent reports also relate proactive behaviour to adaptive public service delivery and online transformation initiatives (Widodo et al., 2024). Nonetheless, the condition of proactive behaviour is dependent on both individual and organisational characteristics such as leadership style, climate and human resource practices.
Empirical Review 
Empirical research investigating practices related to talent and employee performance yields different findings. According to Muddangala et al. (2022), talent acquisition mediated the relationship between talent management and organisational performance at a significant degree alongside retention and engagement strategies. The study however did not separate proactive behaviour as a dependent variable. On the same note, Widodo et al. (2024) established that talent management practices had a positive impact on employee engagement but the contribution of acquisition practices was not determined separately.
Research on proactive behaviour focuses on contextual and psychological antecedents and not the hiring systems (Parker and Bindl, 2017; Urbach et al., 2019). As a result, there is still a lack of empirical transparency in determining whether talent acquisition is a major predictor of proactive behaviour, especially in the context of the public sector in emerging economies.
The above review has indicated three major gaps. To start with, the majority of the studies integrate talent acquisition in the greater constructs of talent management. Second, proactive behaviour has been studied more often in the context of the private sector. Third, the relationship between acquisition and proactivity in Nigerian context is little evidence that isolates it. This paper is therefore empirical in testing the direct impact of talent acquisition on employee proactive behaviour in a state civil service commission.
3. Methodology
The research design that was used in this study was a descriptive survey research design. The sample was the whole population of employees of the Ekiti State Civil Service Commission, Nigeria. As per the official records that were recorded at the Commission, there were a total of 20,894 civil servants in the Ekiti State as at 2026.
Since the civil service is large in terms of population and organization, stratified random sampling method was used. The Commission split the population into ministries and department strata. All ministries were strata in an attempt to have proportional representation between administrative units. Subsequently, simple random selection was used to choose the respondents in each stratum in terms of the number of staff in the list of staff in the respective ministries.
The formula (Taro Yamane, 1967) to ensure that the sample size should be 265 respondents was used:
n = \ N/{1 + N(e)2
Where:
n = sample size
N = population size (20,894)
e = margin of error (0.05)
This generated a minimum sample of required respondents of about 265. Nevertheless, 253 completed questionnaires were collected as usable, which is a response rate of 95.5 per cent. This amount of attrition is insignificant but the sample is sufficient to conduct a regression analysis.
Talent acquisition (concentrating on recruitment and selection practices) and employee proactive behaviour were the two parts of a structured questionnaire used as a collection of data. The measures of responses were based on five-point Likert scales between strongly disagree (1) and strongly agree (5).
Since the instrument mainly evaluated the results of recruitment and selection (e.g. the quality of attraction, the methods of assessment and employer branding), the operationalisation of talent acquisition in this research was reduced to the quantifiable hiring practices of Commission.
In order to respond to the research purpose, a simple linear regression model was estimated:
To address the research objective, a simple linear regression model was estimated:
EPB = β₀ + β₁TA + ε
Where:
EPB = Employee Proactive Behavior
TA = Talent Acquisition
β₀ = Constant term
β₁ = Regression coefficient
ε = Error term
In spite of the fact that in the previous versions the multiple regression was also mentioned, only one independent variable was considered; thus simple linear regression was the most suitable analytical model.
Before estimation, the following assumptions about the regression were evaluated:
Linearity - this is analyzed with the help of a scatterplot.
Normality - evaluated through the means of the histogram and normal probability of the residues.
Homoscedasticity - measured by use of residual scatterplots.
Independence of errors - guaranteed by the study design and cross-sectional data organization.
There were no severe infractions.
4. Results and Discussion
Table 4.1: Response Rate
	Category
	Frequency 
	Percentage

	Response
	253
	95.5%

	Non response
	12
	4.5%


Source: Researcher computation, 2026
[bookmark: _Hlk156930924]Of the 265 questionnaires sent out in proportionate number to ministries, 253 were returned successfully and were useful hence giving a response rate of 95.5 per cent. Responses returned were large enough to carry out statistical analysis although slightly lower than the projected sample size.
Research Question: How does talent acquisition affect employee proactive behaviour?
[bookmark: _Hlk177955290]Table 4.1.2: Descriptive analysis result on talent acquisition and employee proactive behaviour in Ekiti State Civil Service Commission 
	Talent Acquisition
	Strongly disagree
	Disagree
	Undecided
	Agree
	Strongly agree
	Mean
	St.Dev.
	Total

	1. Our organization effectively attracts high-quality candidates for open positions.
	82 (32.4%)
	105 (41.5%)
	34 (13.4%)
	21 (8.3%)
	11 (4.3%)
	3.93
	0.97
	253

	2. The recruitment process in our organization is efficient and well-organized.
	90 (35.6%)
	98 (38.7%)
	40 (15.8%)
	18 (7.1%)
	7 (2.8%)
	4.01
	0.88
	253

	3. Our organization's employer brand is appealing to top talent in the industry.
	75 (29.6%)
	103 (40.7%)
	39 (15.4%)
	27 (10.7%)
	9 (3.6%)
	3.81
	0.99
	253

	4. We use effective methods to assess candidates’ skills and fit for the organization
	87 (34.4%)
	102 (40.3%)
	36 (14.2%)
	23 (9.1%)
	5 (2.0%)
	3.98
	0.92
	253

	
PROACTIVE BEHAVIOUR

	I actively seek out new opportunities to contribute to my team’s success.
	91 (36.0%)
	99 (39.2%)
	35 (13.8%)
	20 (7.9%)
	8 (3.2%)
	4.02
	0.91
	253

	I take initiative to address potential problems before they escalate.
	85 (33.6%)
	108 (42.7%)
	30 (11.9%)
	22 (8.7%)
	8 (3.2%)
	3.96
	0.89
	253

	I suggest improvements to existing processes and procedures to enhance efficiency.
	79 (31.2%)
	100 (39.5%)
	37 (14.6%)
	27 (10.7%)
	10 (4.0%)
	3.82
	0.94
	253

	I proactively seek feedback to improve my performance and skills.
	87 (34.4%)
	103 (40.7%)
	35 (13.8%)
	22 (8.7%)
	6 (2.4%)
	3.98
	0.91
	253


Source: Researcher computation, 2026
The descriptive statistics demonstrate that there is a stable trend in the responses to the talent acquisition items: most of the respondents disagreed with the effectiveness of the recruitment and selection practices in the Commission.
In the statement that the organization successfully scouts quality candidates, 73.9 per cent of the respondents disagreed or strongly disagreed with only 12.6 per cent of the respondents agreeing or strongly agreeing. Though the mean reported is 3.93 and the standard deviation measures 0.97, the responses that have been reported are clearly positive, the negative aspects of the organization as far as attracting quality candidates are concerned are evident.
On the same note, the respondents disagree (74.3 per cent) or strongly disagree (64.3 per cent) that the recruitment process is efficient and well-organized, with only 9.9 per cent being in agreement. The average of 4.01 and standard deviation of 0.88 indicate that the responses are clustered around but the frequency distribution shows that there is high dissatisfaction with the recruitment process.
In terms of employer branding, 70.3 per cent of the respondents said no or strongly no that the employer brand of the organization is attractive to the best talent. The number of those who agreed was only 14.3 per cent. The average of 3.81 and the standard deviation of 0.99 indicate the variability in perception however the prevailing opinion is negative.
With regard to methods of evaluation, 74.7 per cent of the respondents disagreed or strongly disagree with that effective methods are being employed to evaluate skills, organizational fit of candidates with 11.1 per cent agreeing or strongly agreeing. The average of 3.98 and the standard deviation of 0.92 point towards (yet again) cluster response but strengthens the impression of poor recruiting practices.
In general, the talent acquisition aspect indicates a definite discontent trend. The frequency distributions illustrate that the employees feel that there is a lack in attraction, efficiency of recruitment, employer branding, and methods used to assess the candidates.
Conversely, the employees have a general positive orientation in the responses on proactive behavior. On the active search of opportunities to help the team to be successful, 75.2 per cent of the respondents agreed or strongly agreed, and only 11.1 per cent disagreed or did not answer. The average of 4.02 and standard deviation of 0.91 implies a high level of agreement and relative level of consistency.
On the same note, 76.3 per cent of the respondents said that they take initiative to deal with possible issues, and the mean of 3.96 and standard deviation of 0.89 is high which means they are proactive.
With regard to recommending improvement of processes, 70.7 per cent of the respondents said they agreed or strongly agreed, and 14.6 per cent were not sure. The overall standard deviation and mean of 3.82 and 0.94 is a moderately-strong proactive behavior in this dimension.
Lastly, 75.1 per cent of them agreed or strongly agreed with the fact that they inquire about feedback as a proactive way of seeking performance. The average mark of 3.98 and standard deviation of 0.91 also prove a high proactive orientation.
Overall, the results of the description indicate that there is a significant contrast: on the one hand, there are high scales of proactive behavior among employees, and, on the other hand, they also report negative attitudes toward recruitment and selection practices. This deviation implies that proactive behavior in the employees cannot be directly linked to current talent acquisition procedures in the Commission.
Hypotheses Testing
[bookmark: _Hlk156931449]H01: There is no significant difference in talent acquisition and employee proactive behavior.
	
Table 4.2.1: Model Summary Result on Talent Acquisition and Employee Proactive Behaviour

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.146a
	.021
	.014
	.51385

	a. Predictors: (Constant), Talent Acquisition
Source: Researcher Computation, 2026



The regression analysis gave R value of 0.146, which represents a low positive relationship. This means that talent acquisition can only explain 2.1 per cent variance in employee proactive behavior as the R2 value is 0.021.
	Table 4.2.2: ANOVA Result on Talent Acquisition and Employee Proactive Behaviour

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.830
	1
	.830
	3.145
	.078a

	
	Residual
	38.285
	145
	.264
	
	

	
	Total
	39.116
	146
	
	
	

	a. Predictors: (Constant), Talent Acquisition
b. Dependent Variable: Proactive behaviour 
Source: Researcher Computation, 2026



The outcome of ANOVA was F = 3.145 p = 0.078. The model was not statistically significant since p > 0.05.
	Table 4.2.3: Coefficients Result on Talent Acquisition and Employee Proactive Behaviour

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	4.221
	.106
	
	39.644
	.000

	
	Talent Acquisition
	.050
	.028
	.146
	1.773
	.078

	a. Dependent Variable: Proactive behaviour 
Source: Researcher Computation, 2026



The talent acquisition regression coefficient (b1 = 0.050, p = 0.078) shows that the predictive effect is weak and not significant.
Thus, the null hypothesis was not dismissed. The concept of talent acquisition as operationalised in this paper has no significant predictive power to employee proactive behaviour.
Discussion of Findings  
The results of this research showed that recruitment and selection practices as operationalised as talent acquisition are not significant in employee proactive behaviour in Commission. The extremely small value of the R2 (2.1 per cent) represents that the proactive behaviour can be driven by other organisational/psychological factors other than the hiring practices.
The finding is generally in line with previous empirical research. Muddangala et al. (2022) discovered that talent acquisition mediated the connection among talent management and the organisational performance greatly in the presence of the retention and engagement strategies. Their research did not however isolate proactive behaviour as a dependent variable and neither did they analyse independent predictive capacity of acquisition practices alone. Equally, Widodo et al. (2024) have found that practices related to talent management have a positive effect on employee engagement, but the contribution of acquisition practices was not analyzed independently. The current research study goes a step further and identifies talent acquisition as a separate predictor but contrary to the grander talent management frameworks studied in previous research, no significant direct correlation with proactive behavior was found.
Moreover, the available studies on proactive behavior have heavily concentrated on the contextual and psychological antecedents and not on hiring systems. Parker and Bindl (2017) noted that motivational states, work design and leadership climate are primary contributors of proactive conduct. Similarly, Urbach et al. (2019) revealed that role stressors, coping mechanisms and goal orientation have a tremendous effect on proactive work behavior. Conformed to these views, the insignificant association in this study indicates that proactive behavior in the Commission can be context-driven at the workplace rather the recruitment processes of entry-level employees.
In general, the results validate the thesis that the phenomenon of proactive behavior is multi-determined and cannot be modeled only in terms of the talent acquisition practices. They also point to the seemingly unresolved empirical ambiguity of whether talent acquisition is an independent predictor of proactive behavior, especially in the context of the public sector institutions in emerging economies. This gap shows the necessity of future research to further encompass more organizational variables in studying the outcomes of behavior.
Conclusion and Recommendations
This paper discussed the issue of whether the application of recruitment and selection practices as talent acquisition have a significant effect on employee proactive behavior in Ekiti State Civil Service Commission. The results showed that there is no statistically significant predictive relationship. The measures of hiring practices only accounted for a very small percentage of the variance in proactive behavior.
No empirical evidence in this study was showing the existence of a comprehensive strategic talent acquisition system under study. Instead, the operational recruitment practices were analyzed. As a result, the conclusion could only give that the current methods of recruitment and selection in the Commission cannot significantly forecast proactive behavior among employees. Future research ought to be in a wider format by integrating various human resource practices in one study in the quest to represent a holistic determinant of proactive behavior.
The findings revealed two major issues: weak perceptions of recruitment and selection practices, and relatively strong levels of employee proactive behaviour. Since proactive behaviour appears to exist independently of the current talent acquisition structure, recommendations should focus both on improving hiring systems and strengthening the organisational conditions that sustain proactive conduct.
First, the Commission should redesign its recruitment and selection framework to move beyond routine administrative hiring procedures toward a competency-based system. The evidence from the descriptive analysis shows dissatisfaction with candidate attraction, employer branding, recruitment efficiency, and assessment methods. A structured competency framework that clearly defines behavioural indicators such as initiative, problem-solving ability, adaptability, and feedback orientation should be integrated into job descriptions and selection criteria. Behavioural interviews, situational judgement tests, and structured assessment centres can help identify candidates with proactive traits before entry.
Second, the Commission should strengthen its employer branding strategy. The negative perception regarding the organisation’s attractiveness to high-quality candidates suggests weak external positioning. A clearer value proposition highlighting career progression opportunities, job security, developmental support, and public service impact should be communicated consistently through digital platforms and official recruitment channels.
Third, the recruitment process should be streamlined to enhance efficiency and transparency. Lengthy or unclear procedures may discourage high-quality applicants and reduce institutional credibility. Introducing digital application tracking systems, clearly defined recruitment timelines, and feedback mechanisms for applicants can improve process efficiency and public trust.
Fourth, given that proactive behaviour is already relatively strong among employees, management should reinforce contextual factors that sustain such behaviour. Since the regression results indicate that proactive behaviour is not significantly explained by talent acquisition alone, attention should shift to leadership style, job design, organisational climate, and motivational systems. Supervisors should be trained to encourage initiative, support idea generation, and create psychologically safe environments where employees feel comfortable suggesting improvements.
Fifth, performance management systems should formally recognise and reward proactive behaviours. When initiative, innovation, and constructive problem-solving are embedded in appraisal systems, employees are more likely to sustain such behaviours over time.

References 
Alimansyah, M., & Takahashi, K. (2023). Innovative approaches in talent acquisition: The future 	of hiring. International Journal of Human Resource Management, 34(2), 125-142.
Dineen, B. R., & Allen, D. G. (2014). Third-generation recruiting: Recruiting in the social media age. In The Oxford Handbook of Recruitment (pp. 407–429). Oxford University Press.
Dineen, B. R., & Allen, D. G. (2016). Applicant attraction to organizations and the role of employer branding: A review and research agenda. International Journal of Management Reviews, 18(1), 31-61.
Gatewood, R., Feild, H., & Barrick, M. (2016). Human resource selection (8th ed.). Cengage Learning.
Koch, M. J., & Marescaux, E. (2021). Aligning talent acquisition with business strategy. International Journal of Human Resource Management, 32(5), 1073-1096. 	
Muddangala, N. B., Suryanarayana, R., Gnanaprasuna, M., & Susendiran, S. (2022). Impact of talent management on organisational performance: Mediating role of talent acquisition, 	talent retention, and employee engagement. Journal of Positive School Psychology, 	6(11), 700-706.
Noreen, U., & Imran, R. (2021). Impact of talent management practices on financial performance: Evidence from GCC banking sector. Middle East Journal of Management, 8(2-3), 113–124. 
Parker, S. K., & Bindl, U. K. (2017). Proactivity at work: Making things happen in organizations. In A. Wilkinson, D. Hislop, & C. Coupland (Eds.), Perspectives on contemporary work (pp. 221–243). Cambridge University Press.
Sandeepanie, M. H. R., Perera, G. D. N., Sajeewani, T. L., & Gamage, P. N. (2020). Talent, talent management & its practices: A critical review (Proc. 13th International Research Conference, 15–16 Oct., Sri Lanka, pp. 302–318). KDU.
Tarique, I. (2021). Talent management: An introduction. In I. Tarique (Ed.), Contemporary talent management: A research companion (pp. 1–6). Routledge.
Urbach, T., Fay, D., Bliese, P. D., & Dormann, C. (2019). Do you dare? How role stressors, coping, and goal orientation affect proactive work behavior. Journal of Occupational Health Psychology, 24(3), 279-292. 
Widodo, W., Nurhayati, M., & Pujiwati, A. (2024). The impact of talent management and job rotation on employee engagement: The role of intrinsic motivation. International Journal of Management and Digital Business, 3(2), 93–109. 
Wijayanti, N. W., & Tirtoprojo, S. (2023). Organizational culture and work environment on employee performance with management knowledge as mediation. International Journal of Economics, Business and Management Research, 7(01). 
Zhou, Z., Ma, X., & Dong, W. (2020). Taking charge in the workplace: How and when inclusive 	leadership improves employees’ work behaviors. Frontiers in Psychology, 11, 2282. 
[bookmark: _GoBack]
1

image1.png




