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Abstract- Thanks to technological innovation and 

incorporation into recruitment processes; attraction, 

engagement, and shortlisting of potential candidates 

are now accomplished with relative ease. The 

inclusion of artificial intelligence (AI), machine 

learning (ML) abilities and data analytics has 

revolutionized mundane tasks previously handled by 

recruiters allowing them to focus on strategic aspects 

instead. Technical solutions such as applicant 

tracking systems (ATS), job boards, social media 

platforms etc., now offer modern ways--more 

efficient--to assess candidate suitability during the 

interview process. The advent of remote work 

opportunities has necessitated the development of 

virtual recruiting tools like video interviews, online 

assessments etc which are crucial in attracting 

remote candidates who sometimes cannot physically 

attend an interview elsewhere. However useful these 

technologies may be in enhancing productivity whilst 

reducing costs; they come with some challenges too. 

Algorithmic bias which may predispose fairness 

threaten diversity & inclusion efforts within job 

selection hitherto been addressed through manual 

means requires special attention hence proper 

evaluation required along with plans that align with 

organizational values as safeguards against existing 

discrepancies. This report assimilates how 

technology adoption has facilitated end-to-end 

recruitment over the years, replacing monotonous 

processes which impede productivity with 

automation. This has now dramatically increased the 

versatility of HR personnel, allowing them to attend 

multiple roles like onboarding, payroll management 

and conflict resolution in addition to recruitment 

responsibilities. 

 

I. INTRODUCTION 

 

Organizations rely heavily on recruitment strategies as 

they play a vital role in determining business outcomes 

impacting both growth and success measures 

significantly. Hiring competent employees whose 

skills align with the needs of roles required takes time 

along with high monetary investments incurred along 

each step making cost inefficiencies a great challenge. 

As such, firms continually seek to explore ways in 

which the process can be more productive by adopting 

evolving technologies that have emerged to streamline 

end-to-end recruitment from candidate sourcing to 

onboarding.  

 

With technological advancements, companies can 

make the process smoother benefiting from a range of 

improvements in effectiveness and efficiency from 

identifying aspirants with required experience using 

artificial intelligence and advanced search algorithms 

present on online job boards, professional networks 

and social media platforms.  

 

Automation enhanced through resume parsing tools 

further ease and increase speed in screening candidates 

quickly matching their qualifications with company 

requirements suggested while evaluating abilities 

effectively. Tracking new recruits' progress using HR 

software systems is another key benefit provided for 

smooth integration into the business alongside timely 

provision of necessary training modules.  

 

Besides these benefits, technology also enhances 

candidate experience through innovative facilities like 

video interviews that prove cheaper than traditional 

face-to-face assessments while maintaining 

personalized application procedures that utilize 

chatbots or virtual assistants equipped for answering 

all necessary queries throughout the hiring cycle.  

 

Ensuring ethical standards are maintained while 

utilizing technology for recruitment is mandatory 

despite its numerous advantages gained for processing 

efficient hiring procedures. Being careful that 

technology does not create any bias or discriminatory 

situations against prospective employees is 

fundamental. In addition, businesses have to adhere 

strictly to relevant laws so as not breaching data 

privacy nor compromising their security preparation 

plans. With these essentials under consideration, 

incorporating technological solutions throughout the 
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entirety of a recruitment process can offer several 

advantages resulting in growth potentials. The usage 

of modern tech solutions will undoubtedly facilitate 

attracting skilled personnel capable of instilling 

success within your organization's goals while 

increasing productivity levels respectively. 

 

Objectives of Study: 

• Studying technological innovation within 

recruitment aims towards specific objectives that 

include identifying different kinds of prospective 

new methods that allow automation during staff-

selection processes including Applicant Tracking 

Systems (ATS), Candidate Sourcing Tools (CSTs), 

or Video Interviewing Platforms (VIPs).  

• Another goal includes an assessment on whether 

these advances improve efficiency while 

considering candidate experience or potential 

savings investment for various stakeholders 

involved within hiring decisions. For 

organizational deployment at scale – recruiters will 

need to explore possible negative ramifications 

that involuntarily come along with innovative 

implementations like biased opinions creation 

towards certain groups or data-privacy concerns. 

Organizational reviews are required here to 

understand trends pattern that emphasizes long-

term recruiting goals effectively over short-term 

gains only artificially created by automation 

adoption; AI-based weightage models are 

nowadays being looked upon for efficient upgrades 

in HR procedures due to their frameworks needed 

immediately by large establishments.  

• Lastly, a comprehensive recommendation of best 

practices will be provided for HR managers 

wishing to incorporate and expand technology into 

their companies. Overall, a comprehensive 

approach that either strengthens or weakens 

prospective hires' employment prospects in a 

technologically abundant age remains the aim of 

this research. 

 

Scope of study: 

When examining the application of technology in 

recruiting practices today, it becomes apparent just 

how many areas it impacts across the hiring process. 

Primarily there are five critical areas: Recruitment 

Marketing strategy formulation & implementation that 

leverages social media alongside traditional methods 

coupled with Employer Branding differentiation 

techniques; Candidate Sourcing Tactics yield hiring 

pools mainly through interpersonal connections 

leveraging professional networks & web-based 

platforms/Job Boards; Applicant Tracking Systems 

(ATS) databases streamlining data management 

activities; Candidate Assessment Strategies 

transformed via virtual assessments & AI-powered 

tools analysis enabling data-informed decision-

making within the recruitment process; finally 

Onboarding Programme Navigation Efficiencies 

provided through electronic forms hosting automation 

functionality alongside appropriate HR software 

systems aiding in integrating new hires into the 

organisational fabric.  

 

Advancements in both technology and social media 

platforms have expanded recruitment marketing reach 

far beyond traditional communications channels. 

Employers recognize that the first step in garnering 

interest from talent pools starts with building their 

brand presence online. Subsequently, this has led to an 

increase in more specialized job boards, professional 

network connections, and ultimately better outcomes 

when it comes to sourcing candidates who fit specific 

role requirements.  

 

Moreover, innovative use of ATS systems allows for 

the automation of applicant sorting. This often 

includes evaluation via candidate tracking data that is 

stored in these tools programmed to identify desirable 

criteria. Finally, reaching out and developing rapport 

with successful candidates is made easier via 

automating communication tasks such as interview 

scheduling or email notifications regarding application 

status updates.  

 

A vital area where technology has grown 

exponentially over recent years aptly encompasses 

candidate assessment strategies utilizing virtual 

assessments and AI-powered tools analysis enabling 

data-informed decision-making solutions on 

individuals' skills set abilities. These technological 

developments have changed how employers evaluate 

prospective candidates during preliminary and 

subsequent hiring rounds.  
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Lastly, transitioning a new hire into a company culture 

can be challenging; however, automation of these 

tasks has transformed the onboarding process 

significantly. With electronic forms hosting built-in 

automation capabilities alongside relevant HR 

software applications assisting companies as they 

integrate fresh hires seamlessly into their team 

structures.  

 

In summary examining technological advancements 

across various stages of recruiting enables 

organizations leveraging best practices ultimately 

leading to greater efficiently optimizing talent 

acquisition settling for no less than the most suitable 

applicants yielding required skillsets with an 

integrated approach through all hiring phases 

generating enhanced operational outcomes. 

 

Limitations of the Study: 

While Performing research on the topic of 

technological advancement in recruitment in an 

organization there were certain limitations, including: 

1. Access to Data: Access to data was a significant 

limitation when researching the impact of 

technology on the recruitment process. 

Organizations may be reluctant to share sensitive 

data, such as candidate information or internal HR 

processes, due to data privacy concerns. 

2. Time and Resource Constraints: Conducting 

research on technological advancements in 

recruitment requires significant time and 

resources. I faced constraints due to limited access 

to participants and a lack of funding and personnel. 

3. Changing Technology Landscape: The rapidly 

changing nature of technology and recruitment 

processes posed challenges for me, as the tools and 

practices used in recruitment are continuously 

evolving. Keeping up with the latest advancements 

can be challenging, and research may quickly 

become outdated. 

4. Limited Generalizability: The findings of a 

research study may only apply to a specific 

organization or context, limiting their 

generalizability to other settings. 

5. Ethical Concerns: Research involving technology 

and recruitment may raise ethical concerns related 

to data privacy, fairness, and bias. Researchers 

need to be aware of these concerns and ensure that 

their research is conducted in an ethical and 

responsible manner. 

 

The study of how technology has affected recruitment 

can be informative but it poses numerous limitations 

and difficulties for researchers that require careful 

consideration. It is essential for them to take 

appropriate steps towards addressing such challenges 

in order to minimize their impact on results. Some 

strategies include maintaining an open discussion 

about the scope and restrictions of their research 

efforts as well as safeguarding ethical standards at all 

times. 

 

II. REVIEW OF LITERATURE 

 

1. Aguinis, H., & Lawal, S. O. (2018). Technology 

and human resources management. Annual 

Review of Organizational Psychology and 

Organizational Behavior, 5, 347-372. 

This review explores the role of technology in human 

resources management, including its impact on 

recruitment and selection. The authors discuss the 

potential benefits of technology, such as increased 

efficiency and accuracy, as well as its limitations, such 

as the potential for bias and the need for ongoing 

maintenance. 

 

2. Breaugh, J. A. (2017). Staffing research: Progress 

and opportunities. Human Resource Management 

Review, 27(1), 3-13. 

This literature review provides an overview of staffing 

research, including studies on the use of technology in 

recruitment and selection. The author highlights the 

need for more research in this area and identifies 

potential future directions, such as the integration of 

artificial intelligence and the use of social media for 

candidate sourcing. 

 

3. Cappelli, P., & Keller, J. R. (2014). Talent 

management: Conceptual approaches and practical 

challenges. Annual Review of Organizational 

Psychology and Organizational Behavior, 1, 305-

331. 

This review discusses the role of technology in talent 

management, including its impact on recruitment and 

selection. The authors argue that technology can help 

organizations to better identify and evaluate 
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candidates, but caution that it is not a substitute for 

human judgment. 

 

4. Collins, C. J., & Han, J. (2014). Exploring 

applicant pool quantity and quality: The effects of 

early recruitment practice strategies, corporate 

advertising, and firm reputation. Personnel 

Psychology, 67(3), 685-714. 

This study examines the impact of technology on 

applicant pool quantity and quality. The authors find 

that early recruitment practices and corporate 

advertising can increase the size and quality of the 

applicant pool, but that firm reputation also plays a 

role. 

 

5. Dineen, B. R., Ash, S. R., & Noe, R. A. (2019). A 

review of justice in human resource management: 

How justice theory can inform HRM research and 

practice. Annual Review of Organizational 

Psychology and Organizational Behavior, 6, 139-

163. 

This literature review discusses the role of technology 

in promoting fairness and justice in the recruitment 

process. The authors argue that technology can help to 

reduce bias and increase transparency, but caution that 

it can also create new forms of bias and discrimination. 

 

6. Fasolo, P., McClelland, G. H., & Herrmann, A. 

(2019). Choosing the devil you don’t know: 

Evidence for limited sensitivity to sample-size 

information in decisions from experience. 

Management Science, 65(4), 1586-1600. 

This study examines how candidates make decisions 

about job opportunities, including the impact of 

technology on the recruitment process. The authors 

find that candidates are more likely to choose job 

offers when they have a smaller pool of alternatives, 

suggesting that technology may help to increase the 

perceived value of job offers. 

 

7. Goldsmith, M., & Katz, J. (2015). Digital HR: A 

guide to technology-enabled human resources. 

John Wiley & Sons. 

This book provides an overview of digital HR and the 

role of technology in human resources management, 

including recruitment and selection. The authors 

discuss the potential benefits and challenges of using 

technology, and provide practical advice for 

implementing digital HR strategies. 

8. Hsieh, C.-H., & Tsai, C.-C. (2019). Using big data 

analytics to enhance recruitment and selection: 

Insights from the hospitality industry. International 

Journal of Hospitality Management, 78, 105-115 

This study explores the use of big data analytics in the 

recruitment and selection process, specifically in the 

context of the hospitality industry. The authors 

highlight the potential benefits of big data analytics, 

such as increased efficiency and accuracy, and provide 

practical recommendations for organizations looking 

to implement these strategies. 

 

9. Hui, C., & Triandis, H. C. (2017). The influence of 

culture on self-construal: A comparison of Chinese 

and American college students. Journal of Cross-

Cultural Psychology, 48(8), 1137-1152. 

This study examines the impact of cultural differences 

on the recruitment process, including the role of 

technology. The authors find that cultural factors can 

influence how candidates perceive and respond to 

recruitment messages, highlighting the need for cross-

cultural awareness in the use of technology for 

recruitment. 

 

10. Kalleberg, A. L., & Vallas, S. P. (2017). Precarious 

work redefined. British Journal of Industrial 

Relations, 55(4), 534-556. 

This literature review discusses the changing nature of 

work and the impact of technology on recruitment and 

selection practices. The authors argue that technology 

has contributed to the growth of precarious work, such 

as contract and temporary employment, and explore 

the implications of this trend for HR professionals. 

 

11. Konrad, A. M., & Linnehan, F. (2019). Diversity 

and inclusion in organizations: Recommendations 

for advancing research and practice. Annual 

Review of Organizational Psychology and 

Organizational Behavior, 6, 63-88. 

This review discusses the role of technology in 

promoting diversity and inclusion in the recruitment 

process. The authors highlight the potential benefits of 

using technology to reduce bias and increase 

transparency, but caution that it can also create new 

forms of bias and discrimination. 

 

12. Kramar, R., Bartram, T., De Cieri, H., Noe, R. A., 

Hollenbeck, J. R., Gerhart, B., & Wright, P. M. 
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(2018). Human resource management: Strategy, 

people, performance. McGraw-Hill Education. 

This textbook provides a comprehensive overview of 

human resource management, including the use of 

technology in the recruitment and selection process. 

The authors discuss the potential benefits and 

challenges of using technology, and provide practical 

guidance for HR professionals. 

 

13. Madura, J. P. (2019). Human resource 

management. Cengage Learning. 

This textbook provides an overview of human 

resource management, including the role of 

technology in recruitment and selection. The author 

discusses the potential benefits of using technology, 

such as increased efficiency and accuracy, as well as 

the potential risks, such as the need for ongoing 

maintenance and the potential for bias. 

 

14. Mustafa, A. M., & Rehman, C. A. (2018). HR 

analytics and predictive modeling in the 

recruitment process. Journal of Organizational 

Psychology, 18(2), 45-54. 

This study examines the use of HR analytics and 

predictive modeling in the recruitment process. The 

authors highlight the potential benefits of these 

technologies, such as increased efficiency and 

accuracy, and provide practical recommendations for 

organizations looking to implement these strategies. 

 

15. Salgado, J. F., Moscoso, S., & Bergman, M. E. 

(2013). Beyond recruitment: The role of pre-

employment variables and organizational practices 

in newcomer adjustment. Academy of 

Management Journal, 56(1), 135-155. 

This study examines the impact of pre-employment 

variables and organizational practices on newcomer 

adjustment, including the use of technology in the 

recruitment process. The authors find that pre-

employment variables, such as personality traits and 

job expectations, can influence how newcomers adjust 

to their new roles, highlighting the need for careful 

selection and onboarding processes. 

 

16. Shukla, S., & Tiwari, S. (2021). AI-based 

recruitment: A systematic review. Journal of 

Business Research, 133, 37-54. 

This study provides a systematic review of AI-based 

recruitment, focusing on the potential benefits and 

challenges of these technologies. The authors provide 

insights into the current state of the field and highlight 

future research directions. 

 

17. Strohmeier, S. (2020). Hiring in the age of AI: A 

literature review and research agenda. Employee 

Relations, 42(3), 476-494. 

This literature review examines the impact of AI on 

the hiring process, highlighting the potential benefits 

and challenges of these technologies. The author 

provides practical recommendations for HR 

professionals looking to implement these strategies. 

 

18. Wang, Y., & Cao, G. (2020). Using big data 

analytics to enhance recruitment and selection: A 

review of the literature. International Journal of 

Human Resource Management, 31(14), 1778-

1807. 

This literature review examines the use of big data 

analytics in the recruitment and selection process, 

highlighting the potential benefits and challenges of 

these technologies. The authors provide practical 

recommendations for HR professionals looking to 

implement these strategie 

 

III. RESEARCH METHODOLOGY 

 

Research Design used Descriptive Design 

 

Why I chose Descriptive Design: 

Descriptive research design is a suitable choice for 

studying the use of technology in recruitment because 

it aims to describe and understand a phenomenon or 

situation, without manipulating any variables. In this 

case, the goal is to understand the current state of 

technology usage in recruitment, without introducing 

any changes to the process. 

 

Descriptive research design is useful in identifying 

patterns, trends, and relationships in a given 

population, which is important in understanding the 

prevalence and impact of technology on recruitment. 

It also allows for the collection of both quantitative 

and qualitative data through surveys, interviews, and 

observations, which can provide a more 

comprehensive understanding of the topic. 

 

Furthermore, descriptive research design is useful in 

providing a basis for further research or for making 
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decisions. By describing the current state of 

technology in recruitment, it can inform future 

research studies or interventions aimed at improving 

the recruitment process. Additionally, it can provide 

valuable insights for HR professionals and 

organizations in making decisions related to the 

adoption and implementation of technology in 

recruitment. 

 

Overall, descriptive research design is a suitable 

approach for studying the use of technology in 

recruitment as it allows for the collection of 

comprehensive data that can inform further research 

and decision-making. 

 

In my organization few employees were using the 

traditional practices of recruitment like screening the 

resumes on their own without the use of AI while some 

employees were using an AI driven approach for end-

to-end recruitment so I found the descriptive design 

approach to be the most relevant in order to analyze  

the difference of work load between employees using 

technology for recruitment and  employees using 

traditional practices for the same. 

 

Sample size: 

A sample size refers to the number of individuals or 

observations that are included in a study or 

experiment. The sample size is an important factor to 

consider when designing a research study because it 

can affect the validity and reliability of the study 

results. 

 

The sample size needs to be large enough to obtain 

reliable results that can be generalized to the 

population of interest. If the sample size is too small, 

the study results may not be representative of the 

population, leading to inaccurate or biased 

conclusions. On the other hand, if the sample size is 

too large, the study may become more expensive, 

time-consuming, and resource-intensive. 

 

The appropriate sample size depends on several 

factors, including the research question, the level of 

precision desired, and the variability of the population. 

Researchers may use statistical techniques to calculate 

the appropriate sample size based on these factors. 

 

In general, a larger sample size is preferred because it 

provides greater statistical power and increases the 

chances of detecting significant effects. However, the 

appropriate sample size will depend on the research 

question, the nature of the study, and the resources 

available. 

 

It is important to note that a large sample size does not 

guarantee the validity of the study results. Other 

factors, such as the sampling method, the quality of the 

measurements, and the control of extraneous 

variables, can also affect the validity of the study 

results. 

 

Sample size  100 respondents 

 

In the Organization there were 300 recruiters and my 

sample size is 100 wherein I made sure the sample size 

represents the whole population. I have taken 

respondents from the day shift as well as the night shift 

wherein I have taken a ratio of 1:1 i.e. 50 respondents 

from the team who are using AI for recruitment and 50 

respondents from the team who are using traditional 

practices. 

 

Data Collection Method: 

Research Method 

Used 

Questionnaire method 

 

What is questionnaire method of research: 

The questionnaire method of research is a common 

data collection technique used in social sciences, 

marketing, and other fields. It involves creating a set 

of questions that are designed to elicit information 

from a sample of people. Questionnaires can be 

administered in a variety of formats, including paper 

and pencil, online, by mail, by phone, or in person. 

 

The main advantage of using questionnaires as a 

research method is that they are relatively easy to 

administer and can gather data from a large number of 

respondents quickly and efficiently. Questionnaires 

can be designed to gather both qualitative and 

quantitative data, and can be used to explore attitudes, 

beliefs, behaviors, and opinions. 

 

The questionnaire method typically involves several 

stages: 
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1. Designing the questionnaire: The first step in the 

questionnaire method is to design the questions 

that will be used to gather data. Questions should 

be clear, unambiguous, and relevant to the research 

question. 

2. Pilot testing: Before administering the 

questionnaire to the full sample, it is important to 

test it with a smaller group of people. This allows 

researchers to identify any problems with the 

questions, such as confusion or ambiguity. 

3. Administering the questionnaire: Once the 

questionnaire has been designed and pilot tested, it 

can be administered to the full sample. The mode 

of administration will depend on the research 

question and the target population. 

4. Collecting the data: As respondents complete the 

questionnaire, their responses are recorded and 

compiled. Depending on the mode of 

administration, the data may be collected and 

entered into a database manually or automatically. 

5. Analyzing the data: After the data has been 

collected, it is analyzed to identify patterns and 

relationships between variables. Statistical 

software is often used to analyze the data and 

produce summary statistics and graphs. 

 

One of the main challenges of the questionnaire 

method is ensuring that the sample is representative of 

the population being studied. Additionally, 

respondents may be biased or not provide accurate 

answers. Despite these limitations, the questionnaire 

method is a useful and widely-used research technique 

that can provide valuable insights into a range of 

topics.  

 

By this method I circulated a set of questions relevant 

to the topic to 100 employees of the organisation 

working in the day as well as night shift. The 

Questionnaire is attached in Annexure A in the end of 

this paper 

 

IV. DATA ANALYSIS AND 

INTERPRETATIONS 

 

Data analysis and interpretation refer to the process of 

transforming raw data into meaningful insights and 

conclusions. It involves examining and organizing the 

data, identifying patterns and relationships, and 

drawing inferences and conclusions based on the 

results. 

 

There are several steps involved in data analysis and 

interpretation: 

1. Data preparation: The first step in data analysis is 

to prepare the data for analysis. This may involve 

cleaning and formatting the data, checking for 

missing values or outliers, and transforming the 

data into a format that is suitable for analysis. 

2. Descriptive statistics: Descriptive statistics are 

used to summarize and describe the characteristics 

of the data. These may include measures of central 

tendency (e.g., mean, median, mode), measures of 

variability (e.g., standard deviation, range), and 

graphical representations (e.g., histograms, box 

plots). 

3. Inferential statistics: Inferential statistics are used 

to test hypotheses and draw conclusions about the 

population based on the sample data. These may 

include tests of significance (e.g., t-tests, ANOVA) 

or correlation and regression analyses. 

4. Interpretation: The final step in data analysis is to 

interpret the results and draw conclusions. This 

involves examining the findings in light of the 

research question and relevant literature, 

identifying any limitations or weaknesses in the 

study, and considering implications and 

recommendations for future research or practice. 

 

The process of data analysis and interpretation is not 

always straightforward and can be influenced by a 

variety of factors, such as the quality of the data, the 

statistical techniques used, and the interpretation of the 

results. It is important to consider the limitations and 

assumptions of the analysis and to use appropriate 

techniques to account for them. 

 

Overall, data analysis and interpretation are critical 

steps in the research process, providing valuable 

insights and informing decision-making in a variety of 

fields and contexts. 

 

In this report, the data was collected from 

questionnaire method of data collection which is 

interpreted in the form of pie charts.  

 

The questionnaire starts with obtaining demographic 

information of the employees followed by general 
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questions on the experience of using AI in the 

recruitment process. 

 

1. Here age of the employees were taken into 

observations: 

In which age group do you fall 

 

Sl no. 

Age of 

respondent 

 

No. of respondent 

1. 20-30 45 

2. 30-40 23 

3. 40-45 17 

4. 45-50 10 

5. 50 and 

above 

05 

6. Total 100 

 

 
 

Data Interpretation: - In the above chart 45% 

employees belong to the age group of 20-30 23% 

belongs to the age group of 30-40, 17% belongs to the 

age group of 40-45, 10% belongs to the age group of 

45-50 and 5% belongs to the age group of 50 and 

above. This shows that majority of the employees 

working in this organization are young minds who has 

the ability to grasp the knowledge of using technology 

effectively and efficiently in their recruitment 

practices. 

 

2. What is your Gender? 

 

Data Interpretation- HR is said to be a female 

dominant domain in any organization and same proves 

true for this organization as well. The chart represents 

60% of the employees to be female and 40% to be 

male. 

 

3. What is your job title/position? 

 
 

Data Interpretation- 55% of the respondents were 

working as a HR recruiter whose work is solely in the 

processing of end-to-end recruitment cycle in the 

organization while only 5% of the respondents were 

working as HR managers whose key responsibility 

area is mostly into operations. So, it can be stated that 

the data would be accurate since we have mostly 

focused on getting the feedback from the employees 

who’s KRA is into recruitment. 

 

4. How many years of experience do you have in your 

field? 

 

 
 

Data Interpretation- From the above chart we can state 

that the data gathered is mostly from the response of 

employees working in the organization since 2 years 

which ensures that the feedback is coming from 

experienced personnel who can differentiate between 

the adoption of digital transformation and using 

traditional methods for recruitment. 



© JUN 2023 | IRE Journals | Volume 6 Issue 12 | ISSN: 2456-8880 

IRE 1704787          ICONIC RESEARCH AND ENGINEERING JOURNALS 1351 

5. How familiar are you with different types of 

technology used in recruitment? 

 

 
 

Data Interpretation- From the above chart we can state 

that 65% of the employees are familiar with the 

concept of using technology in recruitment so if the 

organization wants to adopt a culture of digital 

transformation in the company there will be very less 

resistance from the employees for that kind of change. 

 

6. How do you feel about the use of AI in the 

recruitment process? 

 
 

Data Interpretation- Since the respondents include the 

employees who are working using traditional practices 

of recruitment the above chart depicts that majority of 

the employees are excited about the potential benefits 

of digital transformation in recruitment which shows 

that majority of the employees with experience in the 

domain thinks that technology can have a positive 

impact on the process. 

 

 

7. For the HR professionals recruiting in IT profiles 

how likely do you think using tech would benefit 

them. 

 
 

Data Interpretation- Since the recruiters are divided 

into recruiting in IT profiles and NON-IT profiles this 

question helps in understanding how many employees 

think that use of different softwares for recruitment 

can help the recruiters access candidates with specific 

skillset as required by the clients. 75% of the 

employee’s feedback is Very Likely which includes 

those employees as well who are still using traditional 

methods of recruitment. 

 

8. Do you think traditional practices of recruitment is 

time consuming and you might get irrelevant data 

from the same? 

 
 

Data Interpretation- The above question was very 

straightforward and was asked to understand the 

employee’s feedback on using traditional methods of 

recruitment like sourcing the data from different job 

portals without using a proper Boolean string etc. can 

be time consuming and irrelevant on which 85% of the 

employees thinks that traditional methods are time 

consuming and most of the data sourced in not of use 

because most of the times the skillset required by the 

clients doesn’t match the candidate’s profile or mostly 
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the domains in which the candidates are working is 

completely different. Only few candidates want to 

switch there domain but the requirement of skillset 

becomes an issue. 

 

9. Do you think the organization should apply a 

change according to the dynamic business 

environment and adopt 360-degree digital 

transformation rather than using traditional 

methods of recruitment? 

 

 
 

Data Interpretation- The question is asked to 

understand employee reaction on a complete shift to 

using technology rather than traditional practices to 

which majority of the employees gave a neutral 

reaction which means they feel there should be a 

balance of both in the organization. 

 

10. Do you feel that the use of technology in the 

recruitment process has made it easier or more 

difficult for you to identify the best candidates for 

the job? 

 

 
 

Data Interpretation- From the above chart it is clear 

that the majority of employees who are using 

traditional methods of recruitment as well as the 

employees who are using AI feels that technology 

makes it easier to find the best suitable candidate for 

the position since it can give relevant candidate profile 

for the different job roles. 

 

Major Finding: 

 

In the organization, 50 employees were using an AI 

tool named Fareportal for recruitment while the other 

50 were not using an AI tool. Figure 1 represents the 

amount of time taken by the employees for reviewing 

resumes without the help of AI. 

 

Figure 1 

 
 

As an example, each recruiter at Fareportal manages a 

portfolio of approximately eight to ten positions they 

are looking to fill at any given time. Let us say it takes 

20 seconds to skim through a resume that may not be 

a great fit and about 1 min to carefully look over a 

resume that might qualify for a phone interview. If a 

job posting receives 100 resumes in one day, this 

means the recruiter could spend nearly an entire day 

only reviewing resumes and accomplishing nothing 

else.  

 

There is clear indication based on employee feedback 

that adopting digital transformation on a larger scale 

within the organization would encounter minimal 

resistance. The general consensus is that integrating 

AI technology within end-to-end recruitment 

processes can greatly enhance efficiency leading to 

swift and relevant results. In addition to this 

advantage, this change may provide opportunities for 

personal growth among employees who can devote 

their attention towards key HR activities such as 

conflict resolution, induction training and payroll 

management. 

 

Leveraging AIs capabilities has transformed the 

recruitment process by enabling recruiters to identify 

top ranking applicants and allocate additional 

resources towards evaluating them alongside hiring 

managers. The result? More efficient evaluation 

processes that help businesses zero in on those 

applicants who have true potential. 
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CONCLUSION 

 

Technological advancements continue causing 

significant transformations within employment 

processes worldwide entirely. Firms now integrate AI, 

ML and data analysis tactics as standard features 

throughout recruiting activities resulting in remarkable 

efficiencies while keeping costs low across all 

operations conducted globally.  

 

One key benefit associated with this new approach 

includes exploiting online resources such as digital job 

boards and social media platforms with vast pools of 

highly talented workers available globally easily 

accessible at competitive costs giving recruiters 

enormous leverage.  

 

Despite being beneficial, integrating technology in 

recruitment processes bearing adverse outcomes must 

be considered. The risks associated with automated 

decision-making mechanisms can lead to bias and 

discrimination against certain demographics or groups 

initiated by wrong algorithms.  

 

The use of biased data sets available for training 

algorithms heightens the vicious circle of pre-existing 

inequalities within recruitment procedures. Further, 

candidates may experience less personal touchpoints 

with technological innovation where the human input 

diminishes.  

 

Therefore, companies must introduce these 

technologies carefully while prioritizing responsible 

and transparent implementation across all areas 

involved - specifically avoiding biased approaches and 

considering technological support an enabler rather 

than replacing human interaction during hiring 

decisions.  

 

Providing adequate training on adequately utilizing 

innovative tools should also be part of recruiters/hiring 

managers' preparation plan.  

 

In conclusion, Integrating AI-powered solutions 

strategically within existing workflows paves the way 

for recruiting highly qualified professionals 

worldwide at lower costs offering competitive 

advantage if done right. However, businesses must 

approach such technologies cautiously taking into 

account ethical implications surrounding their 

deployment in employment procedures to avoid 

reinforcing discriminatory practices while improving 

their reputation as an attractive workplace globally. 

Despite significant strides in social justice movements 

over the years.  

 

Instances of discrimination against certain groups 

based on uncontrollable factors like genetics remain 

prevalent today. As a collective culture it is incumbent 

upon us to recognize these injustices and ensure equal 

protection under the law regardless of differences in 

identities. 

 

RECOMMENDATION 

 

Here are some recommendations on how an 

organization can adopt digital transformation in HR 

recruitment: 

• Access current processes- For an effective 

enhancement of HR recruitment process 

conducting a comprehensive assessment of the 

present protocols is essential. The purpose of this 

assessment is to detect areas with challenges, 

inefficiencies and possible improvement through 

digital transformation. 

• Set clear goals and objectives- Setting specific 

goals and objectives for HR recruitment’s digital 

transformation is crucial. They should align with 

the organization’s overall strategy which includes 

focusing on improving candidate experience, 

efficiency as well as quality of hires. 

• Embrace cloud-based HR systems- For optimal 

results in human resource management, it is wise 

to choose industry-leading cloud-based HR 

systems featuring robust recruitment modules. 

With advanced automation capabilities for 

enhanced workflow coordination and efficient data 

handling functions, these tools promote smooth 

collaboration among all members of the recruiting 

team. 

• Implement ATS- To optimize and simplify the 

recruitment process consider implementing an 

Applicant Tracking System (ATS). An ATS has 

the capability to automate resume screening, 

monitor candidate progress. And enhance 

communication efficiency with candidates. 

• Leverage AI and automation- To optimize your 
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recruitment procedures, incorporating AI and 

automation technologies is a wise choice. 

Maximizing the potential of AI-powered tools such 

as resume screening, candidate sourcing, chatbots 

for candidate interaction, and automated interview 

scheduling can prove beneficial in reducing stress 

associated with manual labor while enhancing 

efficiency. 

• Optimize job postings- Make use of digital 

mediums such as job portals and online platforms 

in order to connect with a greater number of 

potential candidates. When crafting your job 

postings. Ensure they contain relevant keywords 

infused throughout each section; moreover. Write 

compelling content highlighting all unique 

company features which will help draw top tier 

talent towards the position. 

• Enhance candidate experience- To create an 

excellent candidate experience throughout the 

hiring process deploying digital tools is a must. A 

simple yet critical way of doing so is by providing 

accessible application platforms that are easy for 

users to navigate. Tailoring personal interactions 

and ensuring speedy feedback also play vital roles 

in leaving a lasting positive impact on candidates' 

minds. 

• Emphasize employer branding- Maximize digital 

platforms including social media, websites and 

virtual communities in promoting the 

organization's employer brand. Focus on 

showcasing what makes the company unique such 

as its culture, values and various opportunities 

available to attract and capture potential 

candidates. 

• Enable remote recruitment- With the evolving 

work environment, it is best to adopt remote 

recruitment techniques. Make use of video 

interviews, online assessments and virtual 

collaboration platforms to assess and pick out 

candidates from any location. 

• Implement analytics and reporting- Employ HR 

analytics tools to acquire understandings regarding 

recruitment metrics, including time-to-fill, cost-

per-hire, and quality of hires. Utilize factual-driven 

perceptions to pinpoint sections requiring 

enhancement and attain well-informed resolutions. 

• Invest in employee training- Given the dynamic 

nature of the recruitment scenario. It would be 

highly beneficial for HR teams and recruiters to 

undergo training and development programs 

designed to boost their proficiency in digital skills. 

Through this method. They would also be kept 

informed about current trends by attending 

informative workshops ,webinars or accessing 

valuable online resources focused on imparting 

knowledge regarding new technology 

developments alongside practical applications 

within an evolving industry. 

• Ensure data security and compliance- The 

importance of comprehensive data security 

measures cannot be understated in todays' 

landscape. It is essential that organizations 

prioritize the maintenance of candidate privacy by 

utilizing secure digital platforms throughout all 

stages of the recruitment process and ensuring 

compliance with relevant data protection 

regulations. 

• Foster collaboration and integration- To facilitate 

smooth implementation of digital tools and 

technologies within the recruitment process. Its' 

important to encourage cooperative efforts among 

HR, IT. As well as other pertinent departments. 

Promoting cross functional partnerships can play a 

significant role in ensuring frictionless adoption. 

• Continuously evaluate and optimize- Without 

consistent assessments, digital transformation 

undertakings related to HR recruitment may not 

deliver optimal results. One approach that can 

sway outcomes in favor of success involves 

gathering feedback from multiple parties involved 

in the hiring process—including recruiters, 

applicants seeking jobs, and those responsible for 

making final decisions on hires. This inclusive 

approach will help uncover both positive elements 

as well as any areas needing attention or 

modification. 

• Stay updated with emerging trends- Organizations 

are encouraged to maintain their awareness of 

evolving technologies and industry practices 

relevant to digital HR recruitment. A suggested 

strategy for doing so includes attending 

conferences, engaging with profession-specific 

forums online, and tapping into specialized expert 

resources across diversity areas as ways to remain 

informed. By applying measures such as those 

outlined above — keeping themselves well-
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informed -companies are better situated to leverage 

digital transformation within HR recruitment 

efforts delivering tailored facilities designed 

around candidates' needs resulting enhanced 

performance metrics for talent acquisition teams. 
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