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Abstract - The aim of this study is to measure the impact of talent management practices on institutional performance, an 
applied study on the Ministry of Economy and Commerce in Qatar by distributing a questionnaire to the study sample of 461 
employees in the Ministry. The questionnaire has been retrieved (250) the total number of questionnaires (217), sppss17 was 
used to analyze the data statistically. The results of the study reached a number of results, the most important of which were: 
The talent management practices of the Ministry of Economy and Trade in Qatar are applied to a medium degree, while: 
Attracting, developing and replacing talent strategies applied in high degree. 
From the statistical analysis to test the hypothesis of the study found the following: 
 There is a statistically significant impact on talent management strategies on the institutional performance level, where it 

was found that the talent substitution strategy is more influential on the variables of achievement of institutional goals, 
changing the internal operations, learning and institutional growth, and the less changing effect of retaining talent. 

The study also recommended that: 
 Emphasis should be placed on increasing the application of investment retention and investment promotion practices. 
 Keeping up with contemporary administrative thought in the area of talent management, supporting and honoring modern 

learning methods and all that is necessary for talented people to find and translate their abilities. 
 Attention should be given to putting every suitable person in the right place to exploit the skills he enjoys. 
 Managers and subordinates should also participate in the process of attracting talented people in the light of development 

requirements. 
 The need to provide a supportive work environment for the gifted to retain them. 
 
Index Terms - Talent management, Talent retention, talent acquisition, institutional performance 

 
I. INTRODUCTION 
 
Excellence and success has become the main objective 
of modern organizations so that they can continue, 
grow and progress. They have the ability to compete in 
a changing and evolving economic system. Investment 
in human resources has become the main gateway for 
increasing the competitiveness of different 
organizations. The scientific management of talent is 
of great importance to ensure the proper investment of 
talent. Talents have become the biggest challenges 
facing organizations to meet the requirements of 
business management in this age, which is 
characterized by change, speed and fierce competition, 
especially that talent has become an important 
commodity to achieve excellence and demand. Talent 
management strategies, good staff selection, and the 
discovery and development of their talents are an 
important and sometimes decisive factor. The usual 
management of talent has not been successful. The 
traditional methods of attracting talent, maintaining 
and motivating talent, activating the role of talent and 
developing the quality of human resources 
management have failed to achieve high performance 
achievements (Shaemi et al., 2011) Talent 
management strategies are relatively new in the world 
of management. The beginning of interest was first 
noticed in the 1990s when the phrase "war of talent" 

was used to spread among the world's big companies. 
The competition became attractive to talented people, , 
And the provision of regulatory and financial 
conditions that help to preserve and retain them. The 
development of this concept and become strategies 
applied in most organizations as one of the strategies 
of talent management. Talent management strategies 
in business organizations are among the most effective 
strategies that are an integral part of leadership 
development programs, as they relate not only to job 
learning, but to building human relationships and 
managing the human element. Research, focus on 
talent, quality fundamentals and high quality standards 
will lead the Department to develop the concept of 
talent-focused culture as a source of competition for 
achievement, while helping organizations meet 
challenges and enter new markets and move forward. 
"(Al-Mutairi et al, 2016) Talent management is a key 
factor in the development of the institutions' 
performance. Therefore, the present study aims to 
identify the impact of talent management practices on 
institutional performance by applying to the 
employees of the Ministry of Economy and Commerce 
in Qatar. Despite the recognition of the importance of 
human talent in achieving excellence and added value 
to the organization, most of the governmental 
organizations lack effective methods of talent 
management, which leads to wasting these talents and 
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not to benefit from the potential potential of these 
talents to achieve the competitive advantage of the 
organization so it is necessary for organizations to 
search more methods The study of most studies at the 
level of Arab or foreign countries focused on the 
impact of talent management on institutional 
performance in the private sector only. In addition, 
most of the previous studies used financial indicators 
to measure institutional performance. This is different 
from the nature of measurement in the government 
sector where the indicators are not financial, such as: 
the extent of achievement of the main objectives, 
internal operations, learning and institutional growth, 
public satisfaction. Which dealt with the higher 
education sector in Jordan? Previous studies also 
focused on measuring the overall impact of talent 
management on institutional performance rather than 
measuring each practice on its own and this is what the 
current study will focus on. The importance of the 
study stems from the national importance of the 
Ministry of Economy and Trade and its relevance to 
the Qatar National Vision 2030, which is the most 
important focus of economic development through the 
optimal utilization of resources as well as attention to 
human resource development as it becomes suitable to 
achieve the vision. Therefore, attention should be 
drawn to the importance of talent and how to manage 
it in a way that supports the institutional performance 
in Governmental organizations. 
 
Theoretical Framework & Hypothesis 
Development 
The term "talent management" emerged at the end of 
the last century, and there are a number of definitions 
of it. Researchers differed in the definition of talent 
management. Horvathova (2011) defined it as "a set of 
activities for the organization that involves the 
acquisition, development, motivation and 
sustainability of talented employees to achieve 
organizational goals Current and future. " 
(Campeanu-Son et al., 2011) defines it as the use of a 
combination of interrelated and interrelated activities, 
through which the Organization will attract, sustain 
and develop the talented individuals the organization 
needs at present and in the future to achieve 
competitive advantage. "Talent Management (Waheed 
et al., 2012) defines talent management as "an 
administrative system that identifies the most 
important and sensitive functions in the organization 
that contribute to achieving sustainable competitive 
advantage by providing them with the appropriate 
workforce to perform them effectively and 
efficiently." 
 
II. TALENT ATTRACTING STRATEGY 
The Talent Management Strategy is based on 
attracting or attracting the most talented individuals 
(those who can achieve the Organization's strategy, 
possess the appropriate competencies and capacities, 

and are appropriate to the culture and nature of the 
Organization) to be most suited to the current and 
future staffing needs and capable of adaptation, 
adaptation and high productivity within the 
Organization. This strategy in organizations has 
become one of the main features of organizational 
capacity-building to achieve continuous competitive 
advantage, so the organization must invest in 
resources that can be attracted, used, maintained and 
developed, because they are talented and have a good 
competitive advantage. 
 
III. TALENT RETENTION STRATEGY 
 
As a result of the global financial crisis, deflation and 
economic shifts, and the reduction of the labor force, 
these talents are looking for other opportunities 
because of the difficult economic conditions, and the 
other because of the offers they receive from 
competing organizations, forcing the organizations to 
follow multiple strategies to maintain and retain their 
existing talent. There are many factors that contribute 
to the retention of talent, there are preventive factors 
such as concessions, direct and indirect compensation, 
and the location of work that has a direct impact on the 
success of the job, while the functional success 
depends on the Mecca This implied that it reduces the 
loss or loss of talent indirectly. 
Importance of Retention (Karmali, 2005) 
A. The process of attracting new members is a very 

expensive process, with the difficulty of discovering 
that they are distinct. 

B. The desire to sustain investment in the efficiency of 
the human element, and to benefit from the returns 
of such minds. 

C. The turnover of individuals affects the morale of the 
team. 

D. Relationships with customers are subject to damage 
if there is a high turnover rate. 

Increasing the turnover of talented people by reducing 
the rate of development of production and creativity. 
Preserving talent deprives competitors of access to 
them and thus attract and benefit from them. 
Durrat and Al-Sabbagh (2008) defined the strategy of 
polarization as a group of activities that seek to attract 
qualified individuals to work in the organization in 
order to satisfy the wishes of the parties” 
1. Send feedback 
2. History 
3. Saved 
4. Community 
 
IV. TALENT DEVELOPMENT STRATEGY 
 
Simon (2007) identified the Talent Development 
Strategy as "a set of educational activities that will 
increase the current and future productivity of talented 
individuals and enhance their abilities to accomplish 
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the tasks entrusted to them by improving their 
knowledge, 
The talent development process covers four broad 
areas (Garavan and Carbery, 2012): 
1. Identification: Who is the developer? Who needs 

the development? 
2. Design: What capabilities should be developed 

and the time required? 
3. Evaluation: What analytical tools are used to 

measure effectiveness? 
4. Organizational Support: What support can senior 

management provide? 
 
V. TALENT REPLACEMENT STRATEGY 
 
The Talent replacement strategy is limited to the 
development and classification of the internal 
workforce which has high potential and is a vital 
source for some of the positions or leadership 
positions in the organization and gives the real 
opportunity to fill the basic positions with talented 
staff with the necessary skills, skills and knowledge to 
perform these functions to the fullest. 
The goal of organizations that implement a career 
replacement strategy is to predict organizational needs 
of talent or efficient human resources in the future, and 
to protect human resource needs to ensure stability and 
achieve strategic vision. These organizations will not 
seek to discover who will replace leadership positions 
What is important is to classify the human potential of 
each individual in terms of the training, experience, 
skills and knowledge they need to become talented 
managers, meaning that the organization attracts, 
selects, appoints and develops human resources, 
especially talents, who are considered the best Chihine 
for leadership positions, in this way they can develop 
their talents own without a problem. (Areigat et al, 
2010) 
Institutional performance requires a focus on the 
unique elements that characterize the organization 
from other organizations, which are the focus of 
evaluation, and therefore include financial and other 
indicators, measurement of tangible and intangible 
assets, and broad aspects of institutional performance 
on strategy, processes and human resources (Al-Ali et 
al., 2006) 
(HO, 2008) defines these as the efforts, activities, 
processes, or even behaviors and actions of 
individuals or groups of which the Organization is 
composed at all levels and characteristics. The origin 
of these activities may be the physical, material or 
joint work of the individuals, Human performance is 
the basis in guiding the behavior of the machine or 
material. 
While Kuvas (2006) defines organizational 
performance as the outputs and objectives that the 
organization seeks to achieve through its employees, it 
is a concept that reflects both the goals and the means 
to achieve them, that is, a concept that links the areas 

of activity with the goals that organizations seek to 
achieve. Through the tasks and duties of the staff in 
those organizations. 
 
Dimensions of Institutional Performance: 
1. Achieve the main objectives:  

Achieve the goals of the Organization's ability to 
achieve the goals that have been set up so that these 
goals are clear, achievable through participation and 
measurable, and that the effectiveness of the 
organization's performance achieves its objectives 
(Callen, et.al, 2003) 
 

2. Internal operations:  
This focus focuses on internal processes that 
reinforce customer focus by creating value for 
customers, financial focus by increasing the 
organization's income, identifying loops that will 
improve objectives, helping to address deviations, 
developing performance and internal processes in 
order to satisfy customers (Foster et al., 2000) 
 

3. Learning and Institutional Growth: 
(Morocco, 2007) Learning and growth measures are 
defined as the amount of resources spent on 
development and training. Measurement is based on 
the availability of a clear idea of what learning and 
growth involves, quality results in patent 
applications, basic research, And all R & D 
operations. The development is to expand its 
capacity, conduct pilot operations in new areas of 
business, new markets, change regulation or 
administrative control system. 
 

4. Public Satisfaction: 
The strategy of the organization in dealing with 
customers is towards the value proposition of 
customers, which serves as a bilateral standard for 
evaluating both customer relations and the quality of 
products and services. The proposed value is not a 
means of distinguishing itself from other 
competitors, maintaining existing customers and 
winning new customers. Are critical factors that 
assist the organization in improving and developing 
its internal processes (Kotler, 2000) (KEHINDE, 
2012) AIMED AT EXAMINING THE EFFECT OF TALENT 

MANAGEMENT ON ORGANIZATIONAL PERFORMANCE. 
THE RESULTS REVEALED THAT TALENT 

MANAGEMENT HAS POSITIVE IMPACT ON THE 

PERFORMANCE OF THE MULTINATIONAL AND 

NATIONAL FIRM BUT SMALL AND MEDIUM SCALE 

FIRMS HAVE NOT BEEN GAINING FROM THIS NEW 

TECHNIQUE WITHIN THE NIGERIAN BUSINESS 

ENVIRONMENT. ALSO THE STUDY RECOMMENDED 

THAT TALENT MANAGEMENT SCHEME SHOULD BE 

USED FOR ALL CATEGORIES OF STAFF WITHIN THE 

FIRM THAT HAVE SPECIAL TALENT AND THAT FIRMS 

SHOULD SEPARATE BETWEEN THEIR TALENT 
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MANAGEMENT SCHEME AND THE TOTAL HUMAN 

RESOURCES MANAGEMENT STYLE OF THE FIRM.  
(Raman etal, 2013) study investigated the effects of 
partnership quality, talent management and global 
mindset on the performance of offshore service 
providers (OSPs) in the information technology sector 
in India. The results revealed that partnership quality 
has partial and strong mediation effects on the impact 
of talent management and global mindset on 
performance of OSPs, also talent management 
strongly mediates the effects of global mindset on 
partnership quality.  
ِ(Abd elal,2013) study aimed at investigating  the 
impact of talent management processes, which include 
the science of attracting and employing talents, the 
process of developing talents and the process of 
retaining talent on institutional performance in the 
Alaraby Group and factories in Egypt, the results of 
the study pointed to the existence of a positive impact 
of the processes of talent management on the 
institutional performance.  
(Lyria, 2014) The study to determine the effect of 
talent management on organizational performance in 
companies listed in the Nairobi Security Exchange 
(NSE) in Kenya. The study specifically aimed at 
analyzing the effect of talent attraction, talent 
retention, learning and development and career 
management on   organization performance in firms 
listed in NSE in Kenya.  Cross-sectional survey  
designs was used and stratified simple random  
sampling technique was  employed to enable select the 
respondents from the  ten stratums of NSE listed 
companies. The study population was 534 top 
managers of NSE listed companies. A sample size of 
224 respondents was picked from the ten stratum of 
the NSE listed companies. The study found that the 
talent management had positive and significant 
influence on organization performance. It is 
recommended that talent management practices 
should be emphasized as doing so brings about 
superior organizational performance. The particular 
practices should include talent attraction, talent 
retention, learning and development and career 
management.  
(Makry & Hyawy, 2014) study aimed to examining 
the impact of talent management on the performance 
of the organization through the organizational 
commitment by following a descriptive approach, 
through multiple angles: theorists, practitioners and 
talent makers. The results of the study indicate that 
there is a significant impact from talent management 
on the institutional performance of the National 
Company for Juices and Cakes in Iraq.  
 (MUNTEAN, 2014) study which aimed to study the 
extent of the contribution of talent management in the 
achievement of the performance of multinational 
organizations, which indicated that most multinational 
corporations suffer from the acquisition of talent and 

retention process in order to support the performance 
of the institution.  
Nancy (2014), recommended that talent management 
is a good incentive to raise employee morale, and that 
career development is one of the most talent 
management practices that affect organizational 
performance. 
(Alhersh,2014) study concluded that the effect of 
talent management on the performance of industrial 
companies in Damascus, Syria, and the study 
concluded to a positive effect of talent management on 
the non-financial performance of industrial 
companies, and the level of application of talent 
management practices varies according to the 
variables of education, The study recommended the 
need to review the successful experiences of industrial 
companies and mechanisms related to the progress of 
work.)Arif&Auddin ,2016(The results of the study 
found that talent management components such as 
employee attraction, selection, participation and 
retention have a positive relationship with the 
performance of retail sectors in the city of Sylhet, 
Bangladesh. Employee development negatively 
affects organizational performance. 
Al-Mutairi et al. (2016) to study the impact of 
implementing talent management strategies on the 
institutional performance of the University of Tabuk 
in Jordan. The results of the study revealed a 
relationship between talent management and 
institutional performance. 
Implementation of the study (Devi, 2017) on the 
banking sector in India. This study concluded that 
there is a positive relationship between talent 
management and organizational performance through 
the mutual impact of job sharing, which increases the 
strength of the relationship. 
(Rukunga et al,2018) study to determine  the role of 
talent management strategies on the organizational 
performance in the telecommunication firms in Kenya, 
through conducting a  survey research employing 
descriptive and analytical techniques .the study 
applied on sample comprised of 162 management staff 
working in telecommunication firms in Kenya. The 
study found that talent retention strategy influence 
performance moderately .It was clear that 
organizational motivation, sustaining employees in the 
organization, reducing the turnover of the employee 
and staff commitment greatly influences performance 
of the organization. The study also found that the 
learning and development strategy greatly influence 
performance and that career management strategies 
also influence the performance. Also the study 
recommended that there is a need to have 
organizations understands the concept of talent 
management to appropriately harness and leverage on 
intangible assets in the firm to attain competitive 
advantage, that employees should be appreciated for 
better performance. 
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from the previous presentation of previous studies that 
most studies at the level of Arab or foreign countries 
focused on the impact of talent management on 
institutional performance in the private sector only. 
Also, most of the previous studies used financial 
indicators to measure institutional performance. This 
is different from the nature of the measurement in the 
government sector where the indicators are 
non-financial such as: the extent of achieving the main 
objectives, internal operations, learning and 
institutional growth, public satisfaction. Based on the 
study (Al-Mutairi et al., 2016) Which dealt with the 
higher education sector in Jordan. 
Previous studies also focused on measuring the overall 
impact of talent management on institutional 
performance rather than measuring each practice on its 
own and this is what the current study will focus on. 
The importance of the study stems from the national 
importance of the Ministry of Economy and Trade and 
its relevance to the Qatar National Vision 2030, which 
is the most important focus of economic development 
through the optimal utilization of resources as well as 
attention to human resource development as it 
becomes suitable to achieve the vision. Therefore, 
attention should be drawn to the importance of talent 
and how to manage it in a way that supports the 
institutional performance in Governmental 
organizations.So based on the previous studies , the 
hypotheis can be developed as following: 
H1: There is significant statistical impact for talent 
management on the level of institutional performance 
in the Ministry of Economy and Commerce in Qatar 
H2: There is significant statistical impact for talent 
management on the level of institutional goals 
achievement in the Ministry of Economy and 
Commerce in Qatar 
H3: There is significant statistical impact for talent 
management on the internal operations in the Ministry 
of Economy and Commerce in Qatar 
H4: There is significant statistical impact for talent 
management on Learning and internal growth in the 
Ministry of Economy and Commerce in Qatar 
H5: There is significant statistical impact for talent 
management on Public satisfaction in the Ministry of 
Economy and Commerce in Qatar 
 
VI. METHODOLOGY 
 
The researcher relied on descriptive analytical 
method, which aims to study the phenomenon as it is 
in reality and is concerned as a precise description and 
expressed descriptive and quantitative expression. 
This approach does not suffice when collecting 
information related to the phenomenon in order to 
investigate its manifestations and its different 
relationship, but rather to analysis, Connect a set of 
variables with each other and try to determine the 
relationship between two or more measurable 

variables, and the degree of this relationship (Mutairi 
et al., 2016) 
For the current study, the study society in the Ministry 
of Economy and Commerce in Qatar, with 1500 
employees as the researcher's place of residence. The 
sampling unit was  employee in the ministry where the 
researcher took a random sample of the study 
community and was calculated according to the 
equation raosoft The sample size is 461 employees 
at 99%confidence level and 5% error rate . 
a questionnaire have been prepared based on a study 
(Mutiri etal,2016) included three aspects, the first 
aspect: regard to personal information to members of 
the sample, and the second aspect  consists of (16) It 
is a measure of talent management strategies 
independent study variable, and singled out the third 
aspect , which consists of (16) is a measure 
of the study variable organizational performance. The 
measured paragraphs using Likert Pentathlon scale, 
and the Almost only signal mode (√) on one of the 
answer choices: (1) is not OK at all, (2) is not OK, (3) 
neutral, (4) Agree, (5) I agree very much.  
A total of (421) questionnaire was distributed to the 
employees. The number of (250) questionnaires from 
the total questionnaire valid for the statistical 
analysis was retrieved so that the number of (33) 
questionnaires was excluded so that the total number 
of questionnaires is (217) .The researcher used a 
program SPSS 22  For the statistical analysis of data 
and hypothesis testing. 
 
Characteristics of the study sample: 

 
In terms of table 1.1, which describes the 
characteristics of the study sample, it is clear that 
58.1% of the sample is male and 41.9% female. For 
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most of the sample, the majority of the sample (25-35 
years) was 45.2% and 36-46 years old. The majority of 
the sample had experience (2-7 years) at 52.1%. In 
terms of the functional level, most of the sample 
working at the level of middle management by 
(61.8%). 
 
RESULTS 
 
As shown in Table (2) , the regression coefficient is 
( 655 ), which reflects the impact of the strategy of 
attracting talent on achieving the goals . When we 
observe the moral limit, we find that P-Value = 0.0 
which is less than 0.05 , Which means that the 
corresponding value of the regression coefficient has a 
significant significance. Consequently, there is a 
statistically significant effect on the attractiveness of 
livestock in terms of the main objectives of the 
Ministry of Economy and Trade in Qatar . We find 
that the coefficient of determination ( (R 2= 0.429) , Ie 
the talent-attracting strategy explains the change in the 
level of achievement of the institutional objectives of 
the Ministry of Economy and Trade by an explanatory 
force (42.9 %). The regression coefficients for Talent 
Retention, Talent Development and 
Talent Development are as follows: 0.632 , 0.703 , 
and 0.791 with explanatory 
power: 0.399 , 0.494 ,0.626 , confirming the validity 
 of the first main hypothesis and its sub-assumptions. 
  

 
 
The second main hypothesis: "There is a significant 
statistical significance of talent retention strategies at 
the institutional performance level of the Ministry of 
Economy and Commerce in Qatar. 
As shown in Table (3), the regression coefficient is ( 
655 ), which reflects the impact of the Talent 
Management Strategy on internal operations . When 
we observe the moral limit, we find that P-Value = 0.0 
which is less than 0.01, which means that the 
corresponding value of the regression coefficient has a 
significant significance. Thus, the strategy of 
attracting talent explains the change in the level of 
achievement of the institutional objectives of the 
Ministry of Economy and Trade by an explanatory 
force ( 42.9 %). As the value of the regression 

coefficient for each of the (talent retention strategy, 
talent development, bring talent) are as follows:  
0.569, 0.556, 0.662 and strongly explanatory: 0.3 23, 
0.309, 0.438, 0.446 , which confirms the validity of 
Major Hypothesis and Sub-Hypothesis 
The third main hypothesis : "There is a significant 
statistical significance of the strategies of talent 
development at the level of institutional performance 
of the Ministry of Economy and Commerce in Qatar. 
As shown in Table (4) , the regression coefficient is ( 
655 ), which reflects the impact of the talent 
management strategy on internal operations .  
When we observe the moral limit, we find that 
P-Value = 0.0 which is less than 0.05 , Which means 
that the corresponding value of the regression 
coefficient has a significant significance. Thus, the 
strategy of attracting talent explains the change in the 
level of achievement of the institutional objectives of 
the Ministry of Economy and Trade by an explanatory 
force ( 42.9 %). As the value of the regression 
coefficient for each of the (talent retention strategy, 
talent development, bring talent) are as follows: 0.569, 
0.556, 0.662 and strongly explanatory: 0.3 23, 0.309, 
0.438, 0.446 , which confirms the validity of Major 
Hypothesis and Sub-Hypothesis. 
The fourth main hypothesis    "The objective of the 
Ministry of Economy and Trade in Qatar is to 
determine the statistical significance of the strategies 
of the Ministry of Economy and Trade . 
 

 
 
As shown in Table (5) , the regression coefficient is ( 
655 ), which reflects the impact of the talent 
management strategy on internal operations . When 
we observe the moral limit, we find that P-Value = 0.0 
which is less than 0.05 , Which means that the 
corresponding value of the regression coefficient has a 
significant significance. Thus, the strategy of 
attracting talent explains the change in the level of 
achievement of the institutional objectives of the 
Ministry of Economy and Trade by an explanatory 
force ( 42.9 %). As the value of the regression 
coefficient for each of the (talent retention strategy, 
talent development, bring talent) are as follows: 0.569, 
0.556, 0.662 and strongly explanatory: 0.3 23, 0.309, 
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0.438, 0.446 , which confirms the validity of Major 
Hypothesis and Sub-Hypothesis. 
 

 
 
As shown in Table (5) , the regression coefficient is ( 
655 ), which reflects the impact of the talent 
management strategy on internal operations . When 
we observe the moral limit, we find that P-Value = 0.0 
which is less than 0.05 , Which means that the 
corresponding value of the regression coefficient has a 
significant significance. Thus, the strategy of 
attracting talent explains the change in the level of 
achievement of the institutional objectives of the 
Ministry of Economy and Trade by an explanatory 
force ( 42.9 %). As the value of the regression 
coefficient for each of the (talent retention strategy, 
talent development, bring talent) are as follows: 0.569, 
0.556, 0.662 and strongly explanatory: 0.3 23, 0.309, 
0.438, 0.446 , which confirms the validity of Major 
Hypothesis and Sub-Hypothesis. 
 

 
  
CONCLUSION 
 
From the previous presentation of the study, it can be 
concluded that the talent management practices are 
applied in the Ministry of Economy and Commerce in 
Qatar with a medium degree, and the most strategies 
are: attracting, developing and replacing talent. 
From the hypothesis testing the study found the 
following: 
 Talent management strategies are statistically 

significant impact the institutional performance 

level, where it was found that the talent replacement 
strategy is more influential on the variables: 
institutional goals achievement, internal process 
operations, learning and institutional growth, and 
the less effect of retaining the  talent. 

 With regard to of learning and internal growth 
dimension, it has been found that the replacement of 
the  talent is more effective practices and talent 
attraction is  the least influential dimension on 
institutional performance. 

 Regarding  the variable of public Customer 
satisfaction it was found that the coefficient of 
influence is average, but the most influential 
development and replacement of talent. 
 

The results of this study are consistent with Raman et 
al, 2013; Lyra, 2013; Nancy, 2014; Abdel-Al, 2013; 
The importance of the present study has emerged from 
several points: First, most studies at the level of Arab 
or foreign countries focused on the impact of talent 
management on institutional performance in the 
private sector only. 
Second, most of the previous studies used financial 
indicators to measure the institutional performance. 
This is different from the nature of measurement in the 
government sector where the indicators are 
non-financial such as: the extent of achievement of the 
main objectives, internal operations, learning and 
institutional growth, public satisfaction. Based on the 
study of Al-Mutairi and others, 2016), which dealt 
with the higher education sector in Jordan. 
Third: Previous studies focused on measuring the 
overall impact of talent management on institutional 
performance and not on the measurement of each 
practice on the one hand and this is what will be the 
focus of the current study. 
 Fourth, the national importance of the Ministry of 
Economy and Trade and its relevance to the Qatar 
National Vision 2030, which is the most important 
focus of economic development through the optimal 
utilization of resources as well as the attention to 
human resources development as it becomes 
appropriate to achieve the vision. Therefore, attention 
should be drawn to the importance of talent and how to 
manage it in a way that supports the institutional 
performance in government organizations. 
Therefore, through the previous discussion of the 
results, the researcher recommends: 
 Emphasis should be placed on increasing the 

application of investment retention and investment 
promotion practices. 

 Keeping up with contemporary administrative 
thought in the area of talent management, 
supporting and honoring modern learning methods 
and all that is necessary for talented people to find 
and translate their abilities. 

 Attention should be given to putting every suitable 
person in the right place to exploit the skills he 
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enjoys. 
Managers and subordinates should also participate 
in the process of attracting talented people in the 
light of development requirements. 

 The need to provide a supportive work environment 
for the gifted to retain them. 
In dealing with the subject of this study, the 
researcher faced some limitations, such as: 

First, the whole sample did not respond to the 
questionnaire and the difficulty in collecting the 
questionnaire. 
Second, it is difficult to calculate the average 
differences between the sample on talent management 
practices according to the demographic factors, 
because the sample size is not identical according to 
these variables. 
Research and future studies should be directed 
towards conducting comparative studies among 
different sectors on a larger sample for easy 
dissemination of the results of the study. Also, the 
impact of talent management on performance should 
be measured through the existence of intermediate and 
interrelated variables such as organizational 
commitment and administrative innovation. 
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