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ABSTRACT 

THE ROLE OF DIGITAL TRANSFORMATION IN SHAPING RECRUITMENT 

STRATEGIES AND ENHANCING EMPLOYER COMPETITIVENESS IN 

INFORMATION TECHNOLOGY MULTINATIONALS IN INDIA 
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JANUARY 2026 
 

 
Dissertation Chair: <Chair’s Name> 

Co-Chair: <If applicable. Co-Chair’s Name> 
 

“Digital transformation” (DT) has emerged as a formidable change agent of organisational 

systems, especially in the context of attracting and managing talent by multinationals in IT 

companies. The purpose of the study is to investigate the role of “Digital Recruitment 

Technology Adoption” (DRTA), “Data-Driven Talent Acquisition” (DDTA), HR digital 

capabilities, “Employer Branding” (EB), and strategic talent sourcing on recruitment 

efficiency, digital talent engagement, and employer competitiveness in global IT 

organisations in India. The quantitative research design was used to collect the data, a 

quantitative questionnaire was developed in accordance with the “Technology-

Organisation-Environment” (TOE) model, the survey was distributed to 100 HR 

professionals and managers, and analysed through “descriptive statistics, correlation and 

multiple regression” in SPSS. Findings indicate that there are high positive correlations 

between “Digital Recruitment Practices” (DRP) and recruitment efficiency and digital 

talent engagement, whereas recruitment efficiency and digital engagement are significant 

positive predictors of employer competitiveness. All in all, the research findings summarise 

that DT is a significant contributor to achieving recruitment performance and improving 

the competitive edge of multinational IT businesses in India. 
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CHAPTER I:  

INTRODUCTION 

1.1 Introduction 

One such field is “Human Resource Management” (HRM), where rapid digital 

change has shifted the conventional job role, and the “Recruitment Process” (RP) is 

currently being handled by technology, as opposed to the traditional method, which 

involves human beings. Digitech such as the so-called “Artificial Intelligence” (AI) 

(Guerra, Danvila-del-Valle and Méndez-Suárez, 2023). India Multinational information 

technology companies are changing their recruitment methods to be more efficient, agile, 

and people-focused through “Applicant Tracking Systems” (ATS), “Big Data Analytics” 

(BDA), and cloud-based solutions. This digital development is not only making the RP 

lean (Thangaraj and Prakash, 2025)It is also enabling companies to reach the finest talent 

differently, which is advantageous to their competitiveness in a growing, competitive talent 

market in the world. 

At the same time the level of competition in digital talent (Das and Chowdhry, 

2024). has left employer competitiveness as a matter of life and death among IT 

multinationals. Business organisations are currently using “data-driven talent acquisition” 

(DDTA), EB, and strategic sourcing strategies to distinguish themselves as employers of 

choice (França et al., 2023). A combination of digital interaction with potential candidates 

and optimization of RPes has become the key to maintaining talent pipelines over the long 

term and gaining a competitive advantage. To provide both conceptual and practical 

implications for the future of digital HR practices, this study intends to investigate how 

“Digital Transformation” (DT) is influencing recruitment efforts and the competitiveness 

of employers in IT multinationals throughout India. 
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Digital Transformation and Its Influence on Recruitment in IT Multinationals 

With the emergence of DT, multinational information technology firms are in the 

process of transforming their approach to recruiting individuals in high-speed, skill-in-

demand locations such as India (Faruque et al., 2024).  Through the application of the latest 

technology such as “Cloud Computing” (CC), “Artificial Intelligence” (AI), “Machine 

Learning” (ML), and BDA, companies are now able to automate the hiring process, make 

smarter decisions, and enhance the candidate experience. DT enables IT organisations, 

particularly those operating in the global sectors, to locate, recruit, as well as keep the top 

talent more conveniently (Faruque et al., 2024). Because of this, hiring people is now more 

about helping the organization stay strong and keep growing over time, rather than just 

being a regular business transaction. 

The contemporary business environment is dynamic and to survive in it, 

multinational corporations are forced to adopt DT (Agustian et al., 2023). The emergence 

of digital technologies like AI, CC, and the “Internet of Things” (IoT) has altered the way 

HR is managed in teams located in various locations. Such tools enable businesses to offer 

personalized and immediate HR services, which enables them to be efficient, make better 

decisions, and engage their staff in a better way (Nawaz et al., 2024).  Digital solutions 

would be useful to automate mundane HR processes and give the HR team more time to 

work on critical strategic activities that enable the organization to remain flexible and 

robust. Such initiatives comprise recruitment and retention of good employees and 

ensuring that their needs are addressed. The digital revolution is shifting the way the HR 

functions and concepts in other fields, including management, organizational behaviour, 

information technology, and HR are applicable to elucidate the changes (Zakaria, Hadiyan 

and Lawrence, 2025). Over the last few years, remote work and online teamwork have 

gained popularity as people change their approaches to work and react to the global 
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situation, including the COVID-19 pandemic. Due to such changes, the way companies 

conduct their hiring, new employees, training and performance evaluation should be re-

examined. With the advancement of technology, HR departments must know how to utilise 

technology and how to adjust to the new demands. This directly impacts on the general 

objectives of businesses. This necessity is even stronger by the fact that the modern 

multinational companies employ a well-differentiated variety of individuals who belong to 

diverse locations and cultures. In order to accommodate this multicultural workforce, 

digital HR solutions should be shaped to suit their requirements (Ruiz et al., 2024), To 

make HR practices more equitable, more productive, and more inclusive to all, one should 

be aware of the role of digital tools in various cultural and legislative settings. This also 

comes into consideration of the way different cultures perceive technology and the various 

rules concerning watching employees and ensuring their safety of information. 

Worldwide, family enterprises outnumber all other business models put together 

(Young, 2018; Ratten, 2023), can be greatly involved in stimulating national economies. 

Family businesses provide livelihood to many individuals in the world, and their businesses 

contribute significantly to the economy of the respective countries. The role of a family 

business in the economy is conditioned by traditions and societal mores, whereas the 

traditional notion of a family firm is changed with the impact of technological progress. 

One way to look at families is as social form groups that include more than one individual 

who is related to each other biologically (Cristiano, 2017). Although modern social mores 

have expanded the definition of "family" to include a group of individuals with whom one 

shares a strong sense of belonging and a strong emotional connection (Ramadani and Hoy, 

2015). According to Baltazar et al., 2023, when one or more members of the same family 

possess 50% or more of the company, it is a family business.  Exploring the inner workings 

of a family business, particularly as it pertains to its performance as an organisation, may 
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thus be a challenging and time-consuming endeavour. Modern technological progress has 

far-reaching consequences for many aspects of society, including family businesses. One 

of the major results of technology progress, digitalisation alters both the public and private 

sectors in profound ways (Reis et al., 2018), people's personal and professional life. This 

also influences the job and consumption behaviours of the individuals. Although 

digitalisation is being touted as a way through which institutions and businesses can create 

a shared benefit, it is also becoming a platform that diversifies human behaviours and 

interactions (Payne, Storbacka and Frow, 2008). In line with the trend of technical 

advances, the sports industry, which is ranked among the most important industries in the 

world has also enjoyed the fruits of the DT trend. Improving the management of sports 

services is largely attributable to this transformation process. While Talimciler (2002) 

underlined the social nature of sports and said that, in light of the world's evolving 

economic and social climate, it is critical to reassess this ever-expanding social phenomena 

in cultural and economic institutions. 

From 2006 to 2019, online infrastructure, platforms, and technologies have been 

radically altering society's operational processes (Nambisan, Wright and Feldman, 2019). 

All of these things—technology, rules, infrastructure, businesses, and even culture—are 

impacted by technological shifts. For example, the rise of Digitech like the IOT, 

autonomous robots, and 3D printing has led to a decline in the need for human workers 

with lower levels of competence (Balsmeier and Woerter, 2019). Industry 4.0 was the 

original German Trade & Invest economic development agency's official moniker for the 

Fourth Industrial Revolution (GTAI), which is the product of various technologies that 

enable a link between the actual and virtual worlds in real-time. Businesses become more 

adaptable and faster to react to shifts in the market because of this technological shift. The 

source Pfister and Lehmann (2023) assesses the efficacy and profitability of digital 
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solutions for EMBs. The results show that there are several advantages, such as more 

efficiency, less costs, more productivity, happier customers, and a leg up in the market. 

“Small and medium-sized enterprises” (SMEs) are slow to adopt Digitech, even though 

doing so could have enormous advantages (OECD, 2021; Arbabian, 2022). SMEs are the 

driving forces behind innovation, economic growth, and the creation of new jobs. 

Companies' production, management, marketing, research and development, and 

other operational facets have been radically transformed in this era of the digital economy 

due to the pervasiveness and ongoing invention of computing, AI, and the cloud. To stay 

competitive, more and more businesses are turning to DT (Gao et al., 2025)  There has 

been a shift in focus towards the possible effects on their workforces. Jobs in over two-

thirds of the US are "vulnerable to AI automation to varying degrees," according to a report 

by Goldman Sachs. There is widespread public concern about the potential for 

technological unemployment and massive job losses because of industrial DT. This is 

particularly true because generative AI technologies like ChatGPT are expected to 

significantly impact the traditional labour market. We are suffering from a new ailment 

called "technological unemployment," as the famous economist Keynes had foretold 

(Keynes, 1930), For a long time, the relationship between technological advancement and 

employment has been a contentious and heated topic. Following mechanisation, 

electrification, and informatisation, digitalisation is spearheading the fourth industrial 

revolution. Several studies have focused on the correlation between the spread of “Digital 

Technology” (Digitech) and shifts in the labour market, but their conclusions are still 

unclear and contradictory. Acemoglu et al.,  (2022) discover that industrial robots powered 

by AI have a negative effect on industrial jobs and earnings in the US. In contrast, 

proponents of the idea that widespread adoption of Digitech will lead to widespread 

unemployment fail to account for the fact that these technologies both replace and generate 



 
 

6 

a great number of new jobs. In addition, Brynjolfsson, Mitchell and Rock (2018) study the 

possibilities of using Digitech such as ML in 964 different jobs and discover that the effect 

of these technologies on full-time employment is unclear. 

Simply put, DT has taken recruitment beyond the realms of convention and IT 

multinationals in India can use technology as an engine of operational efficiency and 

strategic competitive advantage(Pelser and Gaffley, 2020). The digital tools and techniques 

in the hiring systems that companies can utilise can assist them in identifying high-potential 

candidates faster, to speed up the hiring process, and to establish a better relationship with 

applicants (Tuttle and Critchlow, 2025). This action indicates the significance of digital 

innovation when hiring as well as in rendering employers more competitive. The following 

paragraph will discuss how direct application of DR tools makes the process of hiring more 

effective in the case of international technology organisations. 

Adoption of Digital Recruitment Technologies for Process Efficiency 

The application of DRT is currently a brand in enhancing the productivity of 

information technology multinational companies that require high number of specialised 

employees in a competitive manner (Bhushan and Shukla, 2024).  The recruitment process 

is becoming faster, more precise and less costly due to ATS and predictive analytics, AI-

based screening, video interviewing platforms, and so on. These technologies do not only 

conserve on the number of manpower and time wasted in hiring but also enhance the 

precision of the selection process to make an accurate match between the organisational 

needs and talent potential (Rathore, 2023). IT multinationals in India have these 

innovations as key to their continued agility and optimisation of resources, as well as the 

capacity to maintain their competitive advantage in the global talent market, which is 

highly competitive. 
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Recruitment and its capacity to hire the finest talents has never been a matter of 

doubt in the success of a firm. In the present day, DT is radically transforming this 

relationship not only the inner workings of organisations but also the HRM practices of 

organisations as well (Keefe, Main and George, 2018). The changes occasioned by the 

COVID-19 pandemic notwithstanding, businesses have remained aggressive in search of 

highly qualified profiles, compelling them to rethink and refine the approaches they employ 

in identifying and recruiting new hire employees. The intense competition in the labour 

market has made the search, recruitment and retention of the finest employees a key issue 

for Moroccan business organisations, especially in the vibrant areas like Tangiers. The 

emergence of DT has drastically changed the organisational practices, professional 

interactions and collaborations (Giles, 2010). DT enables organisations to become lean 

through the incorporation of modern technologies and automation in HR activities, which 

leads to increased efficiency, quicker response time, and smarter decision-making, 

especially in TA and management. Within this dynamic environment, it is strategically 

important to study the most important determinants that affect the effectiveness of e-

recruitment practices in companies that are based on northern Morocco. As the digital tools 

keep getting more dynamic and the HR functions grow increasingly more digitised, the 

dynamics of digital tools in the context of increasing competitiveness and attracting the top 

talent in the digitally driven environment, it has become a necessity to comprehend how 

organisations utilise digital tools to promote the effectiveness of their recruitment practices 

(Phuong et al., 2024), The given work is an attempt at the contextual analysis of the local 

specifics, but it also illuminates the things that can be done with the help of DT to enhance 

the performance of e-recruitment. 

Growing companies cannot operate effectively without recruiting and select the 

appropriate individuals but the traditional selection methods are tedious, inefficient and do 
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not always meet the demands of everyone. The current HRM practices should be 

innovative to be in line with a swift and competitive business environment. Digitalisation 

has significantly affected organisational resource management, customer interaction, as 

well as the integration of sustainability in business models (Manuti and Palma, 2018). The 

emergence of AI and the IOT is transforming the sphere of resource Management of 

resources by making it increasingly open and simplified through the introduction of 

innovative technologies such as the blockchain. The IOT, BD, AI, VR/AR, and digital 

platforms all have a revolutionary effect in this context, changing the way value is created  

(Dragičević, Vladova, and Ullrich, 2023). In response to the need to streamline operations, 

cut costs, and gain a competitive edge, many companies have embraced modern 

approaches to recruiting, selection, and hiring made possible by developments in 

information and communication technology. To make the process more engaging and in 

line with what current candidates demand, gamification has also arisen as a new way to 

increase the efficacy of recruitment techniques (Menawy, 2022). According to Holm 

(2009) research, e-recruitment has a few benefits: it decreases expenses, increases the 

number of applications, and cuts the time it takes to go from posting a job to accepting an 

offer in half. Organisations may enhance the candidate experience and HR process 

efficiency using modern technology that streamlines the selection and recruiting process. 

This makes it possible to make decisions faster, more accurately, and without bias 

(Albassam, 2023). The DT technique, which encourages user-centeredness, creative 

problem-solving, and innovative thinking, is one way to make these processes better. 

An increasing number of companies are discovering that recruiting in a manner that 

contributes to the environment, society, and the economy is a central consideration to the 

sustainability of their long-term interests (Epstein, Elkington and Leonard, 2018). 

Sustainable recruitment refers to hiring that considers the impact of hiring on society and 



 
 

9 

the environment, whilst at the same time assisting a business to perform well in the long 

run. To make the hiring process less damaging to the environment and to make work a 

more inclusive and friendly environment, companies are altering their hiring processes to 

incorporate thoughts regarding sustainability (Koman, Boršoš and Kubina, 2024).  AI is a 

giant opportunity to improve the situation as it could assist in optimising and automating 

various aspects of the hiring process. This is beneficial in saving resources and generating 

more lasting benefits. The AI tools, including such aspects like NLP, and predictive 

analytics, simplify the hiring process, as they involve automated processes of screening 

applicants, matching them with the vacancy, as well as filtering and selecting the most 

suitable candidates (Ujlayan, Bhattacharya and Sonakshi, 2023). Such simplified processes 

render the traditional job practices, including lengthy journeys to interview or paper-based 

records, minimal. The problem of social sustainability can be resolved by AI as well; it can 

enable a more open and diverse hiring process. The AI can assist in the fairness of the 

hiring process by eliminating bias during the process and allowing the companies to 

concentrate on the skills and experience of the candidate rather than their race, gender, and 

other aspects (Albaroudi, Mansouri and Alameer, 2024). AI could change the recruitment 

business completely, yet there are currently no all-encompassing systems to discuss the 

issues of ethical fairness, algorithmic discrimination, and transparency and actively 

implement AI technology in long-term recruiting strategies. Although previous studies 

have been able to identify the potential use of AI in various areas of sustainability and 

recruitment, none of them has developed a cohesive framework of how AI-driven activities 

can be correlated to specific measures of sustainability, such as diversity, inclusion, and 

environmental impact. In addition, the literature of the iterative feedback mechanisms that 

are essential to the improvement of the long-term effectiveness of AI algorithms in 

recruitment is scarce (Vivek, 2023). This research paper bridges this gap in knowledge by 
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providing business organizations with a structure on how to refine their recruitment 

procedures without necessarily compromising on the social and environmental objectives. 

The approach fuses the concepts of sustainability and AI technologies. We would like to 

know more about the current state of sustainable recruitment practices and the issues they 

deal with and how AI could be used to make the process more sustainable and how it can 

be used to the maximum to make the process more efficient and friendly to all the 

candidates. It also desires to address the ethical issues and biases of the AI-driven hiring 

processes and contextualise them within a larger context of the sustainability objectives. 

The level of digitalisation and the DT phenomenon are leading organisations and 

organisations to evolve rapidly and profoundly (Chatterjee et al., 2023; Jedynak et al., 

2021). There are firms that can manage to undergo the process of digitalisation and reap 

the benefits. Instead, others will get out of market or become out of business, losing money 

or at worst, fail to implement or adopt DT. Digitech have the potential of making things 

easier, production per unit of labour, changing and expanding value propositions, but they 

are not flawless. Their distinct characteristics have made most of the so-called small and 

medium-sized businesses (SMEs) reluctant to change and implement them (Eller, Alford, 

Kallmünzer, Peters, 2020). With the above in consideration, digitalisation remains an area 

that is receiving scholarly and practitioner attention. The digital innovation within 

entrepreneurial organisations is experiencing a mass development and transformation as 

presented in their review. Equally, shed light on the complicated connection between 

sustainability, digitalisation, and organisational culture in SMEs, and demonstrate how 

they impact each other and the environment in general. Furthermore, Kraus et al., (2022) 

contributed to the importance of the topic and urgency by offering an in-depth evaluation 

of the current state of DT in management and business research. The digitisation is 

transforming the research scene at a very rapid rate because it has so a strong influence. It 
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is particularly so when it comes to the sphere of the service industry: digitisation is a 

substantial influence on the ways of transforming the business models (Laudien and Pesch, 

2019). 

Overall, the use of DRT has greatly improved the speed and quality of hiring in IT 

multinationals. Automated systems make it easier for administrators to do their jobs, while 

AI tools make it easier to find the best candidates (Alnsour et al., 2024), Cloud solutions 

make it easy and quick for teams in different regions of the world to work together. 

Digitech also let businesses look at a lot of data about candidates in real time (Mwamba 

and Sabrina, 2022) it simplifies decision-making and ensures that organisational 

requirements are met, as well as the skills of the employees. The technologies enable the 

hiring process to be more responsive and flexible by utilising the available resources in the 

most effective way and preventing the possibility of human error. Remarkably, the related 

improvements in efficiency also provide new opportunities to learn more about the 

applicants and keep in touch with them in the course of time (Mwamba and Sabrina, 2022). 

This development shows that technology can be both a strategic resource and an 

operational enabler. This means that more research is needed to see if data-based talent 

management can be effective enough to speed up the hiring process and make it easier for 

people to find work online. 

Role of Data-Driven Talent Acquisition in Recruitment and Candidate 

Engagement 

DDTA is transforming the RP because it allows IT giants to make improved, 

strategic hiring decisions (Tuttle and Critchlow, 2025). With the help of BD, predictive 

analytics, and ML algorithms, organisations can learn about the behaviour, skills, and 

career patterns of their candidates to find the high-potential talent more accurately. In 

addition to the benefits of better selection, data-based recruitment improves candidate 
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interaction, improves job recommendations, and makes applicant experiences more 

streamlined (Alabi, 2024). The skill to utilize information efficiently in the competitive 

Indian IT industry where the key to gaining and keeping digital talent is a crucial point, 

firms can use the power of effective data utilisation to enhance both their efficiency in 

recruitment and their future engagement in digital relationships with potential candidates. 

The TA has entered a new era due to the influence of the technological 

environment, demands by applicants, and the dynamism of the contemporary digital 

ecosystem (Kumar, 2023). The trend is in the growing number of companies around the 

globe utilising intelligent digital strategies to locate, assess, and retain the most exceptional 

staff. This shift does not only involve the adoption of new technology, but it is a shift in 

the way hiring can be done more efficiently using technology. The current TA applies data 

analysis, automation, and AI to make the process of hiring quicker and less laborious. 

Nowadays, AI applications are being employed to sort through large volumes of job 

applications to identify the most appropriate Personnel (Wildan, 2023). Routine tasks, 

although important, like interview scheduling and follow-up email messaging, are also 

performed by autonomous systems. The new technology not only streamlines the hiring 

process but also makes it more precise and impartial as it reduces bias. Moreover, VR and 

AR have transformed the process of candidate evaluation and their performance (Andrade 

and Gonçalo, 2021).  Through the simulation of real-life work situations in VR, recruiters 

can demonstrate to potential employees what it feels like to be an employee in the position. 

Nonetheless, the way the candidates receive the job descriptions and company information 

can be changed with the help of so-called “augmented reality” (AR) where digital data can 

be overlaid on the real-life environments (Chauhan, Singh, and Chawla, 2022). This has 

necessitated DR with the spread of mobile phones. In the contemporary times, applicants 

will demand quick services and simplified procedures in application processes through the 
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use of mobile services. Recruiters are able to advertise job opportunities, carry out virtual 

interviews, and keep in constant contact with the potential candidates, all using the mobile 

applications, and as a result, the process of hiring is easy, convenient, and uncomplicated. 

The use of data to make decisions is one of the key characteristics of contemporary 

recruitment strategies. Businesses break down their mountain of recruiting data to improve 

their TA strategies, predict their staffing requirements and reveal their trends (Hatum, 

2013). Recruiters can use such information to make intelligent choices, reinforce their 

practices through real time responses and performance indicators and target their actions 

on particular groups of prospects. The concept of social media (SM) has altered how 

businesses promote themselves and communicate with potential employees. Through SM 

sites, such as Instagram, LinkedIn, Twitter, companies can demonstrate to people around 

the world how the company values and culture like, and what their employees can say 

about working in the company. SM enables one to communicate directly with candidates, 

enables personalised communication, and fosters community development (Wan and Li, 

2024).  

These days, companies are increasingly employing HR analytics to formulate better 

decisions and manage their workforce in a dynamic and competitive business environment. 

BD, AI, and advanced analytics technologies have replaced intuition-based approaches 

with so-called “data-driven decision-making” (DDDM). This has disrupted the manner in 

which the traditional HR activities are conducted (Bassi, 2010). HR analytics is currently 

a valuable tool to enhance the performance of the whole company, talent management, and 

workforce optimisation. This is highly significant to firms that desire to attain operational 

excellence. HR analytics is a type of combining quantitative and qualitative data to enable 

us to learn more about such aspects as hiring, performance, engagement, retention, and 

productivity. The availability of predictive and prescriptive analytics developed in reaction 
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to the availability of more BD in HR has also enabled HR professionals to be able to predict 

workforce trends and assess the potential of employees more effectively and provide advice 

on how to improve their performance. Applying analytics in HR serves to bridge the skills 

possessed by the employees and the company objectives, and this aids in making superior 

decisions (Edwards, 2016). One of the reasons why HR analytics is effective is technology 

adoption. It assists in collecting, structuring and perceiving data with ease. Hiring, 

performance checks, and employee engagement programs are some of the tasks that 

companies are automating with the help of AI, ML, and cloud-based HR systems. Talent 

analytics enables companies to know which employees are at risk of leaving, how satisfied 

workers are and utilise their employees in the most optimal manner (Fitz-enz, 2010). HR 

analytics is also very significant in aiding in reducing discrimination in hiring and 

promotions, which leads to making the working environment more inviting and 

concentrated on the performance of individuals at work. 

The field of AI has progressed rapidly in numerous fields and one of the fields that 

has undergone the most transformations is Human Resource Management (HRM). 

Artificial intelligence-based solutions were found to be useful in the hiring process, general 

experience of employees, and improved decision-making based on data-driven insights 

(Dima et al., 2024). AI is transforming conventional HR work and assisting organisations 

to better fit the emerging demands of the business. As an example, it can forecast future 

trends to maintain the engagement of employees, automatically review resumes with the 

goal of finding the best candidates, and apply AI during interviews to evaluate job 

applicants (Ekuma, 2024). The application of AI in HRM can be used to reduce unfair 

prejudices in hiring, enhance the job search process of job applicants, enhance work 

efficiency, and develop more personalised training plans for employees. Despite all these 

advantages, the adoption of AI in HRM has posed challenging ethical and managerial 
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issues that require immediate intervention. With the increased use of AI tools by more 

individuals, the HRM practice is subject to new and significant challenges. Although AI 

can automate dull tasks, provide equitable decision-making models, and enhance analysis 

of the workforce, it can be harmful as well. The fact that algorithmic bias is a major issue 

is concerning because AI can continue to discriminate against individuals when hiring and 

promoting them and when making their salaries based on biased historical data (Tuffaha, 

2023). The implicit biases in AI algorithms may generate unfair patterns in hiring, 

according to which some groups of people will become disadvantaged in higher 

proportions. Moreover, the privacy right, sanctity and individual autonomy issues of 

employees have increased through the introduction of AI-based surveillance and 

performance management systems by business organisations to assess productivity and 

behavioural review (Murugesan et al., 2023). 

The search for, evaluation of, and recruitment of new employees is known as TA, 

and it is a vital part of HRM that can contribute meaningfully toward the fulfilment of an 

organisation's ultimate objectives (Opada et al., 2024). Traditionally, recruitment included 

manual resume reviews from applicants, in-person interviews, and referrals from existing 

employees to find potential candidates. With the expansion and development of 

organisations and the intensification of job markets to become highly competitive and 

demanding, the need for more efficient and scalable solutions in recruitment has grown 

more evident over time(Abbas, Sayed and Haji-Othman, 2021). Over the years, technology 

has become a big part of finding and hiring talented people. New tools like ATS, multiple 

job boards, and online hiring platforms have changed how companies used to hire. In recent 

years, AI has made a big difference in how companies find and manage talent. AI tools like 

chatbots that help talk to job seekers during the first important part of the hiring process 

and advanced analytics that help recruiters find the best candidates more precisely are just 
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a couple of examples. These AI-driven tools have made the hiring process faster, more 

accurate, and more open than ever before (Nawaz et al., 2024). “Large language models” 

(LLMs) are the biggest new developments in this quickly changing field. They have a 

powerful ability to transform and improve every part of hiring people. This includes more 

personalised ways to review job applicants, better ways to keep candidates involved during 

their whole application process, and automated tools to evaluate interviews. All these 

things help make the whole hiring process work better. 

In the same way that AI is revolutionising many other parts of company operations, 

it is also changing HR. By using AI in HR processes, companies may make their plans for 

hiring and keeping employees better. AI-powered tools and platforms are making it easier 

to hire people, getting employees more involved, and making career development plans 

more personalised (Rehman et al., 2025). This article explores the ways in which AI is 

revolutionising the processes of attracting and retaining top people. It focuses on key 

features, functions, benefits, and upcoming plans. HR development (HRD) AI and 

automation programs and assessments rely heavily on contextual elements, which a lot of 

researchers have stated openly (Vrontis et al., 2022). Employee competence, ethical and 

legal concerns, organisational ergonomics (culture and preparedness), These studies 

highlight a number of specific issues impacting AI and automation in HRD, including 

human characteristics and scientific expertise, as well as trust in robots and AI (Rehman et 

al., 2025). Several domains are being affected by AI and automation being integrated, 

including knowledge management, planning for the workforce, learning, and managing 

performance and talent development, according to this review article. By analysing the 

current state of AI and automation in these vital HRD tasks, we can identify patterns, 

changes, and optimal approaches to implementing these technologies in the future 

(Vishwanath and Vaddepalli, 2023). 
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HRM and TA are being increasingly acknowledged as critical in today's dynamic 

corporate environment for achieving long-term success and differentiation. In this case, 

data analytics has changed the way people hire and keep employees, as well as how HR 

usually works (Pala, 2021). This first part sets the stage for the rest of the essay, which will 

be about data analytics and how it could change the way HRM and TA work, especially 

when it comes to making better decisions, making organisations more resilient, and getting 

the most out of their workforce strategy (Samal et al., 2024). Data analytics has 

transformed HRM in such a way that there are no longer any gut-based decisions but fact-

based decisions. The sophisticated analytics tools can assist HR managers to perceive a 

good deal of data, comprising such aspects as staff mix, key performance metrics, and 

recruitment patterns. Firms can apply this data-driven method to understand what their 

employees will be in the future, determine what they will have to work on, and make 

strategies to fill those gaps (Vadithe and Kesari, 2025b). Data analytics applied to TA has 

changed the way companies hire people by speeding up the process of finding candidates, 

evaluating their abilities and cultural fit, and reducing bias in the selection process. 

Predictive modelling and ML algorithms can be used to find high-potential candidates, 

predict job fit, and personalise the hiring process to enable recruiters to attract more people 

to their jobs and improve the image of their company. Data analytics can also promise a 

lot of better programs in trying to retain and keep staff. Incorporating sentiment analysis 

of the comments posted by the staff Yanamala (2021), will help Companies make the 

workplace a better place to be, by assessing the extent of happiness of their staff, 

understanding what is going wrong, and addressing concerns before they occur. Predictive 

analytics can assist in identifying the risks of flights and developing specific retention 

plans, which can stabilise the workforce and make the organisation more resilient. 
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In the current fast, tech-driven business world, AI is increasingly being employed 

by companies to achieve convenience in hiring new employees. AI has transformed the 

ways of companies locating, luring, and choosing individuals to address antiquated issues 

such as inefficiency, prejudice, and elevated staff attrition (Niranjani, 2020). In a global 

labour market, businesses are struggling to win over the most talented employees, and the 

application of AI is transforming the approach of the latter. Such tools enable faster 

decision-making, enhance the overall process, and make the process more positive to the 

job applicants. AI in recruiting is primarily concerned with chatbots initiating a 

conversation with potential employees, automated machines scanning resumes, and 

algorithms examining previous recruitment data to come up with the most suitable options. 

The technology makes the hiring process simpler and enables the recruiters to concentrate 

more on the long-term and key strategies (Dadheech et al., 2025),  As an example, the 

improvement of the company image and relationship building with the potential 

employees. AI applications can also be implemented in reducing discrimination in the RP 

processes, leading to a more diverse and pluralistic work environment. As a result of the 

increased use of AI in the employment procedure, Businesses should pay significant 

attention to the ethical considerations and problems that accompany it. The concerns that 

companies interested in using these technologies in a responsible way should consider 

include the privacy of data, the bias of algorithms, and how people should be provided with 

the power of choice over the decision of the process (Rodgers et al., 2023). With the help 

of AI, companies can make their hiring process more efficient, fairer, and effective because 

they can identify better employees. Recruitment and search of talent with the help of AI 

will significantly transform the way individuals recruit in the future. AI is a significant 

benefit to any business that is competing to attract the most talented employees. It may 

simplify the process of hiring among job seekers, increase the effectiveness of running a 
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business, and aid in eliminating unjust discrimination (Raji et al., 2024). To achieve 

success in the current dynamic workplace, companies need to considerately involve AI in 

the hiring process in order to grow and perform well in the business world. 

 
Figure 1.1: Role of AI in talent management (Niranjani, 2020) 

HR analytics are increasingly utilised by companies to help them make more 

informed decisions and handle the performance of employees in the modern, fast-paced, 

and competitive business setting. The combination of BD, AI and high-level analysis tools 

has transformed the way HR functions, where DDDM replaces the processes that are based 

on gut feeling (Bassi, Carpenter and McMurrer, 2010). HR analytics has emerged as an 

important instrument of enhancing the performance of the organisation, managing talent, 

and ensuring that the workforce is more productive as the firms strive to improve the HR 

functions (Boudreau and Cascio, 2017). HR analytics applies numbers and text-based data 

to assist you in comprehending more aspects of hiring, the performance of people in their 

jobs, the engagement of the person, retention prospective, and work accomplished (Cascio 

and Boudreau, 2011). HR professionals can now anticipate the future trends of the 

workforce, judge on the potential of the employees and give guidance on ways to improve 
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performance. The latter is occurring due to the fact that predictive and prescriptive 

analytics are gaining greater popularity in the HR domain, as a result of the greater 

accessibility of BD. The application of analytics in HR is assisting in aligning HR to the 

business goals. It also aids in the improved decision-making by individuals (Edwards and 

Edwards, 2019). The adoption of technology is one of the features that can make the 

transition to HR analytics and move on since it facilitates data gathering, processing, and 

interpretation. The simplification of tasks such as hiring, evaluating employee 

performance, and designing programs to engage workers is being achieved with the help 

of tools such as cloud-based HR systems, AI, and ML (Huselid, 2018). With the increasing 

popularity of talent analytics, businesses are now in a better position to predict when 

workers will exit and monitor the level of employee satisfaction and factor in their 

employees more efficiently. Moreover, the application of HR data can decrease the bias in 

hiring and promotion, and this will create a better and fairer working atmosphere (Kapoor 

and Sherif, 2012). 

Concisely, data-driven hiring has transformed the process of selecting people to 

rely on instincts and make decisions based on actual evidence, which makes the process 

more efficient and gives the applicants a sense of participation. With the aid of digital 

footprints and professional networks, by examining numerous kinds of data, such activity 

on SM (Elmobark, Badouch and Abdulhadi, 2025). IT multinationals can proactively 

discover, attract, and connect with individuals of high quality. The strategy assists in better 

aligning talent with organisational requirements, and also in generating genuine online 

dialogue that will ensure a greater bond between the organisations and job applicants 

(Tursunbayeva et al., 2025). With the Indian IT sector increasingly competitive when it 

comes to digital talent, data utilisation is the most important factor in remaining 

competitive in the long term. The following section of this discussion expands on this 
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thought by examining how the digital capabilities of HR can contribute to the recruitment 

of individuals more effectively and retention of digital employees as motivated and 

engaged in the long term. 

HR Digital Capabilities and Their Impact on Recruitment Operations 

In age of DT, HR digital skills have taken on a new significant role in ensuring that 

hiring processes is successful With the introduction of new technological solutions of cloud 

HR, AI-based recruiting and workforce analytics, HR departments of IT multinationals are 

no longer administrative units and begin providing strategy value (Rathore, 2023).  These 

digital features do not only make the process of recruiting simpler but allow HR 

professionals to make decisions according to data, make the experience of the candidates 

more engaging and improve the management of the talent pipeline operations. Under the 

model of the highly competitive Indian IT industry (França, Mamede, Barroso, Santos, 

2023) HR digitalisation helps businesses to be flexible, reactive, and adjust to newly 

appearing market trends, which ultimately enhances their ability to attract and keep the 

most competent talent. 

The profession of HRs has not been left behind in the revolution that BD has caused 

in numerous other fields and industries. Initially, HR decisions were grounded on the 

previous occurrences. However, current HR is applying predictive analytics, which is a 

data-driven approach to forecast trends and stimulate active decision-making (K and  

Prabakaran, 2024). In the case of HRs, predictive analytics is characterised by real-time 

and historical data and the capacity to make predictions with the help of potent ML. Every 

company may now take advantage of the cutting edge of HRM to better connect their 

workforce plans with their long-term business objectives (Alabi, 2024). The result is a 

competitive and agile workforce that can adapt to a constantly changing market. This 

environment is characterised by shifting workforce demographics, evolving employee 
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expectations, rapid technological advancements, and the HR role's shift from 

administrative support to strategic partnerships. In order to improve the accuracy of hiring, 

HR can employ predictive analytics (Bose 2025), save time and money spent on hiring, 

encourage diversity, and bring employees in line with company goals. Concerns about 

privacy, ethical bias, data quality, and integration are among the obstacles. Consequently, 

a competitive advantage is guaranteed by using predictive analytics for TA. 

To reclaim a company's top talent, digitisation is a DT process. Nowadays, this 

tactic is employed by companies' TA teams. An insightful method of disseminating 

information about the significance of digitalisation in TA has been offered by this research 

piece. This is the digital age, and every company is racing to harness the tremendous 

tenacity of technology to speed up the digitisation process (Rossato and Castellani, 2020). 

The talent management team's process for discovering top talent has been thoroughly 

outlined in this study report. Companies constantly strive to attract and retain the best 

employees because they know that doing so will give them a leg up in the marketplace 

(Amelia and Rofaida, 2023). A company's TA team is responsible for handling the 

mountain of talent management tasks associated with the many different positions inside 

the company. 
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Figure 1.2: Digitalisation levels within companies(Begum, Mohanty and Panda, 2024) 

Attracting and maintaining top personnel is an ongoing problem for organisations 

in today's fast-paced and competitive corporate world. Recruitment and selection 

procedures are critical in this endeavour, since they pave the road to assembling a varied 

and talented workforce that propels businesses forward. Conventional approaches to hiring 

may not be able to keep up with the ever-changing needs of TA in today's industries (Cascio 

and Aguinis, 2011). This introductory section lays the groundwork for the rest of the article, 

which will focus on the vital significance of improving TA tactics through enhanced 

recruiting and selection procedures. Awareness of what is required to be innovative, 

efficient, and diverse in acquiring the best talent can be obtained through considering 

various points in the recruitment process, including the source of the talent and its 

acquisition (Kehoe and Wright, 2013). To adapt to the rapidly evolving environment of the 

modern corporate world, companies must reconsider their TA practices on a regular basis. 

With this consideration, the objectives of the paper will be explained in the introduction; 

namely, the paper will review emerging trends, industry standards, and innovative ideas of 

enhancing the selection and recruiting process. In this paper, the research and industry 
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insights will be used to provide practical recommendations to organisations that desire to 

be competitive in the talent environment (Bartram, 2012). The introduction also brings up 

the larger contribution of TA towards the achievement of organisational objectives and 

ensuring long-term growth. It lays stress on the relevance of an effective recruiting and 

selection procedure to fulfil short-term employment needs whilst also developing an 

effective pipeline of talent, which can serve to bring in fresh ideas, efficiency, and 

competitive advantage. The paper contends that technology is changing the nature of 

conducting a recruitment process. The current development in modern organisations is to 

utilise the technological advantages, such as data analytics-driven decision-making models 

and AI-intensified application monitoring tools, to detect, assess, and hire a prospective 

employee. There should be an ethical motivation and practical efficiency to promote the 

need of inclusive practice throughout the TA continuum (Stone and Deadrick, 2015). Such 

an introduction is a road map to the complex business of TA in the contemporary world. 

Assisting in the establishment of the fundamental groundwork for the strategies, 

procedures, and processes that drive personnel towards their optimal performance, HRM 

is crucial to any organisation. AI has changed the way many industries operate and the HRs 

department is evolving naturally as a result of the rapid development of new technologies 

(Babuji et al., 2025). To accomplish this, AI automates routine processes, analyses massive 

amounts of data, and provides actionable insights. This frees you up to focus on strategic 

activities that enhance your organisation's growth and employee satisfaction. This study 

paper seeks to acknowledge the impact of AI on three areas of HRs: learning and 

development, employee relations, and TA. There is a working demo and API for 

ateraterangepicker.js available online, and it also lets you select a year from a calendar 

drop-down (Diyin, 2024). Employee relations, which are foundational to trust and 

cooperation, will also be considered. AI plays a significant role in this area by tracking 
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staff morale, predicting employee turnover, and resolving potential issues in advance. Last 

but not least, AI is changing the way businesses teach their workers to adapt to new 

situations by providing learner-centric platforms with features like personalised training 

modules and immediate feedback (Rodgers et al., 2023).  

Overall, HR digital capabilities have turned recruitment into a more strategic 

initiative rather than a more operational activity. Using Dtgitech and the power of analytics, 

HRs can accelerate the process of hiring, improve the overall experience of the applicants, 

and create a talent pipeline that is both sustainable and efficient (Ruiz, Benitez, Castillo, 

Braojos, 2024). These abilities not only enhance the effectiveness of RPes but also enhance 

the flexibility of the organisation in an ever-changing digital environment. With the 

ongoing high rivalry among IT multinationals in India over access to skilled professionals, 

the HR capacity to embrace digital innovation is a major factor in determining long-term 

competitiveness (Nawaz et al., 2024). However, based on this, the following section covers 

how EB and strategic talent sourcing practices can also assist in attracting digital talent to 

a globalised labour force. 

Employer Branding and Strategic Talent Sourcing in the Digital Era 

Companies and organisations in the marketplace come from all walks of life and 

use a wide variety of strategies to attract and retain employees and consumers. They hope 

to acquire an edge over the competition by standing out, making an impact, and being able 

to choose the top talent. Companies that stand out from the crowd, have a distinct brand 

identity, are price leaders, and generate value are highly valued by consumers and the 

market. Customer confidence in the company is bolstered by this (Mahdiraji et al., 2024). 

Consequently, companies work to establish their brand, which is their reputation in the 

marketplace. As a result, discussions on developing a reputation as an employer are heating 

up. There has been a stampede, and service organisations are not immune. If you believe 
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Berry (Berry, 2000), Since consumers have an easier time visualising and identifying 

intangibles, Powerful service brands make people blind to the apparent monetary, social, 

and safety risks of purchasing these services. By guaranteeing demand from dedicated 

customers and serving as a reliable sign of a top-notch product, strong brands help 

businesses enhance income (Keller, 2013). By boosting productivity, facilitating 

international trade, and encouraging tourism, the aviation industry is a major economic 

driver that significantly impacts the socio-economic development of countries and regions 

(Zhang and Graham, 2020). Airline companies and others in the transportation sector are 

constantly under pressure to generate a positive first impression. Customers need to have 

a lot of faith in the supplier they choose for an intangible product; thus, the aviation industry 

follows the service marketing literature that says branding is important (Sezgen, Mason 

and Mayer, 2023). 

Organisational competitiveness in the global economy is directly correlated to the 

quality of its workforce (Tumasjan et al., 2020). Gaining a competitive edge in the labour 

market and reducing the gap in global talent deficiencies requires a deliberate approach to 

recruitment communication, according to recent research. One tactic that has recently 

attracted academic interest is EB, which provides prospective workers with information 

about the company they may work for. Companies utilise EB to make sure their values and 

standards are in line with what their employees think and feel about the company (Cable 

and Edwards, 2004; Sharma and Tanwar, 2023)via open and honest internal and external 

communication regarding them. Organisational norms and values are continually 

challenged and reviewed against employee norms through the mutual EB feedback loop 

between the organisation and its people. Prospective and current workers do the same thing 

when considering their own personal values and standards in relation to the company's. In 

order to become an appealing employer for qualified candidates, EB is all about sharing 
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and fostering the company culture. Given the value-laden nature of EB, its success in 

implementation will likely hinge on how well it fits with the given context. How a company 

operates is shaped by the cultural norms it is a part of (Hofstede, 2001). In the same vein, 

different cultures and languages may cause different reactions from the same EB strategy 

among employees. Organisations and employees can form stronger bonds when they have 

a common national culture or language. Although there are clear distinctions within 

industries, there are also clear disparities between geographical units (such as countries and 

regions) when it comes to common culture, customs, and language (Maxwell and Knox, 

2009). The usual portrayal of EB is as a one-size-fits-all method, even though there are 

probably contextual variations in the adaption, implementation, and, hence, efficacy of EB. 

However, there is a dearth of research that examines how EB is put into practice. As a 

result, this study delves into the many situations in which EB is utilised by investigating 

its applications in various industries and countries. 

There is a lot of demand on businesses in today's rapidly evolving digital economy 

to innovate, adapt, and stay competitive. The key beneficiary of this shift is one of the 

major ones, people. HRs is becoming more of a strategic value-creating administrative role 

of businesses (Javaid et al., 2024).  Cognitive HR is driving this evolution and is a creative 

approach that involves the use of AI, ML, NLP, and data analytics in optimising and 

automating HR processes. Besides data processing, cognitive HR systems can also learn, 

reason and even provide recommendations (Sahu, Singh, S, Sharma, 2025).  They open the 

way to allow HR to base decisions on the anticipated talent projects as opposed to reactive 

ones. As the labour market is evolving and large corporations are in fierce competition over 

the most talented, the cognitive HR becomes increasingly significant as the organisations 

wish to recruit smarter, faster, and more diversely. The oracle HCM Cloud is one product 

that is leading in this transition (Vaddepalli, 2023),  which is an entire family of HR 
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software that supports the entire lifecycle of employees, such as recruitment, onboarding, 

career development, workforce planning, etc. Oracle HCM Cloud is able to help HR 

managers and optimize their decisions using the latest AI technologies and improve the so-

called “Employee Engagement” (EE) (Khair et al., 2023). There is also a demonstration of 

inventions on the platform, which presents tools to automate tedious processes, analyse 

data in real-time, and offer smart suggestions. This has enhanced the productivity levels 

since businesses are learning more about their employees and how they are recruited. 

Oracle HCM is shaking up the game when it comes to managing personnel in the current 

tech-driven enterprises. 

This concept was first mentioned by President Xi Jinping during the World Internet 

Conference in 2015 and was named Digital China. After that, the construction of “Digital 

China” has become highly necessary. It does not only play a crucial role in the 

“modernisation of China”, but also provides China with a competitive advantage in the 

world (Wai et al., 2024). China has been spending extensively in digitalisation and 

information technology, including constructing 5G and BD centres. Simultaneously, recent 

technologies like artificial intelligence, CC, and blockchain have been implemented in our 

economy and society gradually but have made a substantial positive impact on work 

processes and productivity in various industries (Wang, 2023).The introduction of digital 

products, including technologies based on artificial intelligence (AIGC), has strikingly 

changed the way work and productivity in most industries are organized (Budhwar, 2022).  

This has made it imperative for companies to apply Digitech to their business units to 

enhance competitiveness in their industries. Because of COVID-19, China's economy is 

facing a sustained downturn, and industries are forced to take  cost-cutting  and  efficiency  

measures  to  survive  in  the  awful  economic environment (Chen, 2022). What this means 
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for corporate HR departments is the need to recruit the most suitable candidates with 

minimal cost in terms of time and money (Zhu, 2023), which is a daunting challenge. 

A company's reputation and image are crucial in today's business world when it 

comes to attracting top talent. Indeed, EB and TA have been the subject of substantial 

research (Lievens, 2007; Collins and Kanar, 2013; Lievens, 2007), But now, thanks to fast-

paced technological advancements, the modern economy is interconnected online through 

a variety of informal and official channels, including websites, SM, and networking 

platforms. The proliferation of workplace information on SM has made EB more 

challenging. Companies need to compete for the best employees in a highly competitive 

market, just as they compete for customers. Therefore, in order to recruit and retain talent, 

businesses must establish themselves apart from rivals and work to improve their public 

perception (Lievens and Highhouse, 2003). As a result, numerous businesses have 

established formal “Employer Branding Strategies” (EBS), investing heavily in campaigns, 

ads, websites, and SM. Companies that are serious about hiring should also take the time 

to learn what prospective employees hope to achieve from the position. The requirement 

for workplace knowledge and adaptability, as well as technological developments, the 

growth of the intellectual economy, and international rivalry are all hallmarks of today's 

business climate (Ahi et al., 2022). Additionally, there is a scarcity of qualified candidates 

despite the strong need for their skills and enthusiasm, which is a direct result of the 

difficulties posed by a changing demographic foundation and the rising demand for 

brilliant individuals. On the other hand, businesses can acquire more outstanding 

usefulness out of their selection processes because to the increased mobility and worldwide 

contact of applicants. Research has been conducted in Turkey, India, the UK, and Australia 

on the correlation between SM usage and the attractiveness of organisations (Berthon, 

Ewing and Hah, 2005; Berthon, Ewing and Hah, 2005), however, from a national 
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perspective, they can differ from studies conducted in Vietnam. What makes a company a 

good EB in one country might not be the same in another. Multinational firms would do 

well to research the Vietnamese labour market in order to craft an effective employee value 

offer, given that Vietnam is a youthful and vibrant developing economy (Srivastava and 

Bhatnagar, 2010). 

Implementation of sustainable practices is taking a permanent place in the core 

strategy of most companies, as opposed to a temporary trend. Key success factor in long 

term success and ethical brand positioning. In this emerging business environment, the idea 

of “Sustainable Enterprise Excellence” (SEE) enters the limelight as a crucial framework, 

which assumes that the actual performance of the business is not solely measured by the 

financial indicators, but it is also the one that considers the environmental and social 

governance at the same level (Singh, 2024). The increased competitiveness of the digital 

talent in the IT sector in India means that the effective use of data is important in ensuring 

an effective long-term position. The second aspect of this discussion proceeds with the 

discussion of how the digital skills of HR can be used to support the accelerated hiring 

process and engagement of digital employees over the long run (Rafaqat et al., 2024), The 

study explores one of the primary areas that have not been thoroughly discussed on the 

academic level, which is the connection between the nature of SEE and branding of 

employers. It also connects the strategy, sustainability and HRM and possesses much to 

tell to both scholars and practitioners in the field. The study is based on the comprehensive 

research and the workplace insights (Rafaqat et al., 2024), This study attempts to 

comprehend the impact of governance and strategic performance within the framework of 

SEE on EB and may even enhance it (Maurya, Agarwal and Srivastava, 2021). The 

importance of a good EB in organisational success has become a critical issue in the current 

business world because of the high level of competition and the high rate of business. EB 
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is the way a company perceives itself as an employer, values, beliefs and behaviours that 

it practices in the management of its employees. The literature says it deals with all the 

strategies and initiatives that a company uses to convince its existing and potential workers 

that it is a good, interesting, and pleasant place to work (Mahroum, 2020). According to 

the economists, competition is good since it provides businesses with motivation to become 

more creative and competitive in their development. 

In short, EB and strategic talent sourcing have become important tools for IT 

multinationals that want to stand out in a congested digital job market. A great digital EB 

not only draws in skilled workers, but it also establishes trust and long-term loyalty with 

those who might want to work for you (Francis and Rangasamy, 2024). When used with 

proactive talent sourcing techniques like using professional networks, digital platforms, 

and AI-driven sourcing technologies, companies can always connect with the proper talent 

pools and stay ahead of the competition. For IT companies in India, where there is a lot of 

rivalry for digital skills (Thangaraj and Prakash, 2025), These strategies make the 

organisation more visible and credible, which affects how well they can attract and keep 

top personnel. This easily leads to the next topic about how the combined effects of hiring 

efficiency and engaging digital talent affect how competitive an employer is overall. 

Recruitment Efficiency, Digital Talent Engagement, and Employer 

Competitiveness 

In today's tech-driven corporate world, hiring efficiency and getting digital talent 

to work for you are two of the most important factors that determine how competitive an 

organisation is (Guerra, Danvila-del-Valle and Méndez-Suárez, 2023). For IT 

multinationals in India, where the need for specialised digital skills is still greater than the 

supply, it has become a strategic goal to speed hiring processes while also encouraging 

meaningful interaction with potential applicants. Good recruiting methods do not only save 
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time and money incurred in hiring a person but also ensure that the candidate has a higher 

probability of the skills being more appropriate in the needs of the organization. Businesses 

can relate to talent more powerfully at once through digital engagement activities involving 

interactive platforms, EB campaigns, and personalised communication (Mihalcea, 2017). 

All these combines to ensure that employers become competitive, which allows businesses 

to position themselves as the best place to work in a globalised market as the best place to 

hire the best digital talent. 

Digitalisation allows improving the communication between the partners of the 

business, optimising the business processes, and decreasing the costs of the operations in 

the contemporary global economy. It allows companies to automatize the routine 

operations, make more effective decisions with the help of real-time information, and be 

more productive. However, the implementation of the latest technology is not a guarantee 

of success. The opportunities of DT can be fully realised only in case the companies 

reconsider their business strategies to the full extent (Parida, Sjödin and Reim, 2019). The 

value delivery of companies to clients will change tremendously as they transition to 

business models that are based on innovation. The innovative ability and the rapid 

adaptability to technological changes take on an even greater role in predetermining 

success over time in an ever-digitalised society (Sjödin et al., 2018). DT has entirely 

transformed the way companies think and implement new ideas. Digitech have brought a 

new stage of amazing innovation by facilitating easier international collaboration among 

people, providing more people access to knowledge and enhancing their analytical and 

experimental skills (Cenamor, Sjödin and Parida, 2017). Using these technologies 

effectively in their innovation processes, the companies can stay ahead of the competition, 

transform entire industries, and induce value in ways that were previously believed to be 

impossible. In the digital age, the ability to embrace and accommodate digital change is 
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increasingly gaining relevancy in the speedy and efficient innovation (Urbinati et al., 

2020). Innovation as DT is divided into two main components one being the utilization of 

new technology and the other one being the transformation of the way people collaborate. 

Digitech encourages and promotes the spirit of constant experimentation, tolerance to 

failure, and quick learning, which are promoted by successful organisations. 

Innovations in technology have caused the industrial sector to undergo dramatic 

transformations in recent years, fiercer rivalry, shifting consumer preferences, and growing 

anxiety. Because of this, DT is now an absolute must for any successful business (Kane et 

al., 2015; Omol, 2023). Innovative options abound in the digital realm, allowing businesses 

to tackle problems like quality control, cost reduction, labour utilisation, optimising 

resources, and customer happiness. Businesses can't afford to miss out on digitalization's 

benefits unless they actively use technology to their advantage (Lee, Bagheri and Kao, 

2015; Chirumalla, 2021). The labour costs in the market are becoming smaller thanks to 

digitalization because it is more adaptable and made available to the technical systems, as 

well as productivity and efficiency and integration of the enabling technology. Industrial 

sector has experienced numerous industrial revolutions with the recent one being the fourth 

industrial revolution also known as the industry 4.0. Industry 4.0 makes DT more popular, 

as it contributes to the quality of products, system monitoring, and system efficiency of 

OD (Temel and Ayaz, 2019; Merhar et al., 2019). DT includes a wide range of 

technologies, including the following: the IOT, CC, AI, AR, blockchain, 3D printing, BD, 

and sophisticated simulations. Many businesses are still in the early phases of adopting 

technology, and DT implementation is fraught with difficulties despite the benefits. Lack 

of a strong digital strategy and transformation road map, as well as a hazy grasp of the 

related technology, impede development. various firms have various understandings and 

levels of preparedness when it comes to DT because of its intricacy (Santos and Martinho, 
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2020). In order to stay ahead of the competition, meet evolving consumer needs, and 

increase productivity, businesses must use DT. Disadvantages to adoption include 

expensiveness, technical skill requirements, and a general lack of awareness (Javadi and 

Chirumalla, 2024; Sanders, Elangeswaran and Wulfsberg, 2016). The procedure is further 

complicated by a lack of awareness regarding the technology's functionality and the 

required investment. 

“Recruitment” refers to the process of identifying and attracting top talent in the 

field of HRM. The process boils down to finding and attracting a pool of qualified 

candidates through the use of a number of practical recruitment tactics (Walker and Feder, 

1977). Executive searches, classified ads in newspapers, asking friends and coworkers for 

references, and other traditional hiring methods are still in use today. This process of 

growing, keeping, or resizing their workforce in line with corporate and HR planning 

persists on a periodic basis regardless of regardless of whether the merged or demerged 

company's philosophy, technologies, physical location, or employee resignations occur 

(Ahmad et al., 2023). As sectors throughout the world become more competitive and 

skilled, it is becoming more difficult to locate the right applicants at the right time, and the 

demand to hire talented individuals is on the rise. Traditional methods of finding qualified 

applicants take too long and don't produce adequate results. Many companies have turned 

to intricate recruitment strategies or a mix of recruitment methods to entice them. In the 

early 2000s, many people witnessed the rapid development of internet technology 

(Bagozzi, Davis and Warshaw, 1992). Traditional methods of hiring have been supplanted 

by online recruitment. Some major companies have even begun to implement hiring 

processes directly on their websites, while others have jumped on the bandwagon to 

become e-recruitment service providers. Apart from booking plane tickets, the second 

category of "third-party" e-recruitment agencies experienced rapid growth and became the 
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most popular internet companies in the United States and Europe. The rest of Southeast 

Asia and Asia-Pacific eventually followed suit with these business practices (Bandura, 

1986). Businesses can take advantage of third-party e-recruiters' services to post jobs 

online and review resumes submitted by potential candidates for a fee that is lower than 

that of most conventional recruitment methods. Applicants and job seekers can upload their 

resumes to the databases of most e-recruiters for free. This free publishing will undoubtedly 

lead to an increase of resumes. Despite limited data on their impact on the labour market, 

the rapid growth of third-party recruiting platforms has altered the ways in which 

businesses find and hire new employees (Bauer, 1960). This study examines and makes 

sense of this relatively recent technology adoption for job search by drawing on a number 

of different literatures and applying the widely-used “Technology Acceptance Model” 

(TAM) developed by Davis (1993) for use in conducting the study. It seemed like a good 

idea for the e-recruitment sector to branch out into South Asia, particularly India, to learn 

more about local job seekers' thoughts and feelings about e-recruitment. 

Innovations in technology and new contenders in today's fast-paced digital world 

expectations have triggered a sea change in the TA industry (Kumar, 2023). To attract, 

evaluate and retain the best of the best, an increasing number of organizations worldwide 

are exploring the new digital frontiers. It is not merely the matter of the adoption of the 

new tech; it is a complete reconsideration of how the RP might utilize the tech to be 

effective. In the digital era, talents acquisition processes are time-consuming and labour-

intensive and are simplified with data analytics, automation, and AI. At present, computers 

powered by AI sift through mountains of resumes to find the best candidates (Wildan, 

2023). In addition, automated systems are used to handle such routine operations as 

scheduling interviews, sending follow-up emails. These are technological solutions that 

provide an easy way to conduct interviews in addition to making the procedure more 
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effective, precise and just since bias is minimized. Additionally, the implementation of VR 

and AR has changed the way of interacting with candidates and evaluating them (Andrade 

and Gonçalo, 2021). By simulating real-life work environments in VR, recruiters can show 

potential employees what it's like to be an employee in the role. However, candidates' 

interactions with job descriptions and company information can be transformed by AR, 

which superimposes digital information onto the physical environment (Chauhan, Singh 

and Chawla, 2022). The proliferation of mobile phones has made DR a must. Applicants 

in the modern day expect fast responses and streamlined application processes using 

mobile platforms. Advertising job positions, conducting virtual interviews, and 

maintaining constant touch with prospects are all made possible by recruiters' use of mobile 

applications, making the hiring process simply accessible and simple. One important 

feature of modern recruitment strategies is the reliance on data to guide decisions. To 

improve their TA strategies, anticipate their staffing needs, and identify trends, businesses 

analyse massive amounts of recruiting data (Hatum, 2013). Recruiters may use these data 

to make informed judgements, refine their approach using real-time feedback and 

performance indicators, and target specific types of candidates in their recruitment efforts. 

When it comes to advertising themselves as an employer and communicating with job 

candidates, SM has been a game-changer. Business entities can post their values, culture, 

and employee testimonials to an international audience of potential employees through 

social networking platforms such as Instagram, Linked In, and Twitter. SM make direct 

interaction with candidates possible and allows having personalised communication and 

promoting the development of communities (Wan and Li, 2024).  

Finally, recruitment efficiency and digital talent engagement are linked in terms of 

how both strategies contribute to improving the competitiveness of recruiters in the IT 

multinationals. Efficient procedures in hiring staff and recruiting new employees are 
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facilitated by Dtgitech (Gilch and Sieweke, 2020), enabling organisations to find the 

appropriate talent within a short period of time, and a long-term approach to digital 

engagement generates better experiences and relationships with the candidate. This is not 

necessarily the case because it meets the short-term hiring demand, but rather the opposite 

(Jeske and Olson, 2021), the long-term worth of the company is to make it creative and its 

people appealing to the worldwide market. IT multinationals in India need to find this 

balance to be competitive, especially as the fight for digital talent is only getting stronger. 

1.2 Research Problem  

While research on DT in HRM is growing, there is less understanding of how this 

trend is directly altering recruitment procedures and employer competitiveness among 

information technology (IT) multinationals in India. The literature on the subject generally 

focusses on the operational benefits of digital recruiting technologies, such as automation, 

AI, and online platforms, or on overall organisational results, such as efficiency and 

employee satisfaction. Yet, little is done to examine how these technologies are 

strategically used to achieve competitive advantage in the long-term through RPes. In 

addition, most of the literature is specific to Western economies, the public sector, or small 

and medium businesses, and this has left a gap in the comprehension of the distinct 

challenges that large IT multinationals in India must face. 

The Indian IT is well known as a source of digital talent around the world, but the 

industry is highly competitive, turnover rates are high, and there is a significant skills 

mismatch, as well as a need to adjust to the accelerated rate of technology change. Even 

though there is an adoption of digital tools, there is a lack of empirical evidence on whether 

such initiatives are truly supporting employer competitiveness or simply automating the 

inefficiencies that already exist. Also, the issues of equity, wholeness, data security, and 

the willingness of HR professionals to embrace digital solutions have not been addressed. 
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This ambiguity leaves theoretical and practical gaps: researchers have not developed an 

integrated model that would help to connect DR and organizational competitiveness, and 

practitioners do not have evidence-based approaches to improve the value of “DT in 

recruitment”. 

1.3 Purpose of Research  

The crucial role that DT has had in altering the recruitment policies and promoting 

competitiveness among the information technology multinationals in India. With the rise 

and globalization of the IT industry, there is a growing need to employ highly skilled digital 

talent, so the conventional recruitment techniques are no longer able to support the new 

demands of the workforce. By using digital tools like AI, ML, predictive analytics, and 

cloud-based recruiting solutions, organisations can now make the hiring process faster, 

make better choices about who to hire, and give job seekers more personalised experiences. 

In this research paper, the aim is to explore the opportunities of these digital advances to 

increase efficiency in recruiting processes and at the same time to enhance the relationship 

between the employer and the candidate in such a competitive market. 

The current study aims to investigate the wider strategic definition of DT on HR 

practices especially in helping improve employer competitiveness over the long term. This 

study will focus on the cross-section of DDDM, HR digital competencies, EB, and strategic 

TA that influence the involvement of digital talent and company reputation in the labour 

market. The research will attempt to demonstrate how DT is not only a method by which 

operations can be enhanced, but also a key generator of organisational value over the long 

term by examining the relationship between recruiting and engagement. Lastly, this study 

must add to the academic literature as well as to the practical application of HR practices 

and provide IT multinationals in India with the invaluable suggestions on how to attract, 
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retain, and develop the most talented digital individuals in the ever-changing technological 

world. 

The Aim of the study is to establish the role of DT in informing the recruitment 

strategies and increasing the competitiveness of employers in Indian information 

technology multinationals. In particular, the following sub-objectives are included in the 

study: 

• “To examine the impact of digital recruitment technology adoption on 

enhancing recruitment process efficiency in global technology firms”. 

• “To investigate how data-driven talent acquisition practices influence both 

recruitment efficiency and digital engagement of potential candidates”. 

• “To evaluate the role of HR digital capabilities in supporting efficient 

recruitment operations and enabling sustained digital talent engagement”. 

• “To analyse how employer branding strategies and strategic talent sourcing 

practices contribute to digital talent engagement in a competitive global talent 

market”. 

• “To investigate the combined effect of recruitment process efficiency and 

digital talent engagement on overall employer competitiveness”. 

1.4 Significance of the Study  

The study is important as it explains how Digitech has revolutionized the RPs and 

the competitiveness of the employers in the Indian multinational sector of IT. With the 

world getting more digital in its capabilities and can now move freely across job roles, 

firms that fail to have their HR functions adapt with the times will be left behind. The paper 

fills the gap by evaluating the effect of digital recruiting tools, DDTA, HR digital 

capabilities, and EB on efficiency in recruitment and candidate engagement. In this 
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method, it gives a wholesome view of how DT can assist IT based organisations to achieve 

a sustainable competitive advantage in an ever-evolving job market. 

Practically, make or buy grave research is make or buy grave since it assists HR 

managers, recruiters and business strategists to determine how to automate their hiring 

procedures and their EB online. The paper correlates the efficiency of recruitment and 

digital involvement of talent. It also demonstrates to the IT multinationals in India how 

they can attract, retain and develop the most appropriate personnel. The study has benefited 

the field of research through the development of the literature in digital HRM, combination 

of theoretical models and practices in the industry and provision of a contextualised study 

of the Indian IT industry. Lastly, it is crucial not just due to its assistance in the creation of 

scholarship, but also because it provides organisations that are challenged by the 

digitalisation of news with practical methods to find and recruit the right individuals. 

1.5 Research Purpose and Questions 

This study can provide an answer to this predicament by investigating the 

consequences of DT to the recruitment practices of IT multinationals in India on 

competitiveness of their workforce and business outcomes. By so doing, it seeks to bridge 

the gap between the operational approach to the use of digital tools and how they can be 

applied strategically in supporting TA and organizational success. Particularly, the 

Research Questions are as follows: 

1. “How does digital recruitment technology adoption impact recruitment process 

efficiency in global technology firms?” 

2. “In what ways do data-driven talent acquisition practices influence recruitment 

efficiency and digital engagement of potential candidates?” 

3. “How do HR digital capabilities support efficient recruitment operations and 

promote sustained digital talent engagement?” 
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4. “How do employer branding strategies and strategic talent sourcing practices 

contribute to digital talent engagement in a competitive global talent market?” 

5. “What is the combined effect of recruitment process efficiency and digital 

talent engagement on employer competitiveness in global technology firms?” 
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CHAPTER II:  

REVIEW OF LITERATURE 

2.1 Theoretical Framework 

The study is based on the “Resource-Based View” (RBV) and the “Technology 

Acceptance Model” (TAM) to determine the part played by DT in bolstering employer 

competitiveness and shaping recruitment strategies (Mailani et al., 2024). RBV states that 

competitive advantage occurs when a company can employ unique, valuable and non-

imitable resources. In this case, digital HR technologies like AI-enabled recruiting 

platforms, DDTA, and EB are seen as strategic resources that can make recruiting more 

efficient and help a company stand out in the global talent market.  

It can also use the TAM to help you understand how HR professionals accept and 

use digital tools, depending on how useful and easy they think they are to use (Schorr, 

2023). These are some of the behavioural variables that need to be addressed to make DRP 

work well. The combination of RBV and TAM shows both how crucial digital HR abilities 

are for strategy and how well users accept them. This means that they can be utilised to 

learn more about how they work together to engage digital people and stay competitive in 

the long run. 

2.2 Resource-Based View (RBV) Theory 

Generated RBV idea. He says that a company's internal resources provide it a long-

term lead over its competitors if they are valuable, rare, hard to copy, and not removable 

(VRIN) (Kero and Bogale, 2023). These may be real (such as technology and 

infrastructures) and non-real (such skills, culture and knowledge). The theory does not just 

reflect the external market forces, but it contains the strategic importance of internal 

capabilities in determining organisational success. According to RBV, one can achieve 

sustainable competitive advantage over his or her competitors through the ability to create 
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value that others can hardly imitate by exploiting unique competencies and core 

capabilities. 

This article specifically examines RBV in the context of how digital HR 

technologies and capabilities, such as AI-driven recruitment tools, data analytics, and EB 

initiatives, might serve as strategic advantages for global technology companies  (Vadithe 

and Kesari, 2025a). These tools make the hiring process more successful, keep candidates 

more interested, and make organisations more flexible, all of which are important for 

employers to be competitive. The RBV framework will help the research answer the 

question of how digital recruiting instruments and HR digital skills may give a company 

an edge in a fast-paced digital job market by treating them as important internal resources. 

 
Figure 2.1: Resource-Based View (RBV) Framework (Niloshini, 2024) 

An organization's internal resources are crucial to achieving a sustained competitive 

advantage, according to RBV of strategic management, which is depicted in the figure. In 

this way of thinking it is perceived that companies use both tangible resources (i.e. physical 



 
 

44 

assets, infrastructure, technology) and intangible resources (i.e. brand equity, human 

capital, organizational culture) to propel their performance. Nevertheless, all resources do 

not add the same value to competitiveness. To be strategically important, resources must 

be heterogeneous, that is, they differ across firms, and they must be immobile, which means 

they cannot be easily transferred or replicated by rivals. 

Moreover, these resources should conform to the requirements of VRIN or VRIO 

framework, evaluating whether a resource is Valuable, Rare, Inimitable and Non-

substitutable (or the firm is Organized to take advantage of them in the VRIO version). 

Resources that meet these criteria allow a firm to develop and maintain a competitive 

advantage that can be hard to be weakened by competitors. The theme of this model is the 

concept that it is the internal capability rather than the external market environment that is 

a major contributor to long-term strategic success. 

2.3 Technology Acceptance Model (TAM) 

TAM, developed is a well-known framework for comprehending the process of 

acceptance and use of new technologies by users (Ma and Liu, 2005). The model develops 

two key factors that impact technology adoption: “perceived usefulness” (PU), It is the 

conviction that a specific technological solution will enhance efficiency and the impression 

of how simple it is to operate (PEOU), which is the belief that the system will be easy to 

use. Through these perceptions, users develop attitudes towards the technology and in the 

end are motivated to use it based on the issue of behavioural intention. TAM has been 

widely used in other research studies that involve adoption of digital systems in different 

industries. 

Within the framework of the present study, TAM seems to be especially applicable 

to the study of the tendency of HR experts and recruiters to embrace the use of “Digital 

Recruitment Technologies” (DRT) in global technology companies (Singh, Bhardwaj, 
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Singh, Kumar, 2020). DRP, DDTA tools, and AI tools may not be as successful as 

perceived by the HR practitioners unless they are found useful and convenient to use. 

Implementing TAM, the proposed study would be able to determine the effect of such 

perceptions on the efficacy of the recruiting procedures and the interaction with digital 

talent, which would affect the competitiveness of the employer in a global talent pool on 

the whole. 

 
Figure 2.2: Technology Acceptance Model (Marketing360, 2024) 

The picture illustrates TAM, created by Fred Davis, which acts as a guide for 

comprehending and forecasting user interactions with new technologies. At the very heart 

of TAM lies the two very important views that influence over the decision of a person to 

switch to a system: “Perceived Usefulness” (PU)—the conviction that the technology will 

improve their job performance—and “Perceived Ease of Use” (PEOU)—the notion that 

the technology will be very clear and hassle-free to use. All in all, these views determine 

the directions of people's attitudes towards new technologies, either by welcoming or 

resisting them. These are perception influenced by external factors, like training of the user, 

previous experience or the characteristics of the system. 
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The two core beliefs would determine the attitude of the user towards the use of the 

system, and this has a correlation with the behavioural intention of using the technology. 

It is also interesting to note that Behavioural Intention can be directly affected by Perceived 

Usefulness and not through attitude. Lastly, Behavioural Intention results in actual use of 

the system, which is the result of technology implementation. In short, TAM implies that 

users tend to accept and employ a certain technology more when they find it useful and 

easy to use and therefore an effective instrument that organisations can use to enhance user 

acceptance and user involvement in the digital systems. 

2.4 Digital Transformation in Human Resource Management 

In this study, Zarina, Haider and Suhail (2025) Examine how DT is transforming 

the HRM and bringing growth and sustainability to Haier Group. With the global economy 

shifting towards being more digital, the research emphasises the need for HR to develop 

and incorporate technology to enhance organisational performance. It is a creative 

contrasting of the ethical aspects of the soft and hard models of HRM and the increasing 

role of digital HRM in a globalised world. The study explains how Digitech have improved 

the main HR processes at Haier, such as recruitment, training, performance assessment, 

and EEs, which presents a strategic combination of technology, innovation, and people-

oriented practice of the corporation. Although the paper lists substantial advantages, 

including better employee satisfaction, cost efficiency, and decisions made with data, it 

also recognises difficulties associated with digitalisation. Finally, the paper highlights the 

fact that HRM requires constant technological change to remain competitive and define the 

future of the HR profession. 

Shahiduzzaman (2025). In the present digital age, the amount of digital maturity of 

an organisation's HRM is a vital sign of how well it is doing. This study aims to expand 

the limited literature on HRM's "digital maturity" by delineating emerging trends and 
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essential success factors for HRM in the digital age. This report analyses data from 190 

journal articles published between 2017 and 2024 to delineate three primary themes 

shaping contemporary HRM: (1) Adaptive HRM in the COVID-19 Era, (2) Innovation and 

Performance Management, and (3) DT and Competition. The results reveal that HR digital 

maturity comprises several parts, such as focusing on people and technology, as well as on 

new ideas and handling crises. To improve HR's digital maturity, there are a lot of things 

that need to be done. These include managing HR, leading a company, ensuring safety and 

diversity, getting employees to buy in and have the right skills, getting stakeholders 

involved and resolving disputes, and the skills of HR professionals. To help organisations 

adapt to DT and take use of new technology to investing strategically in these pillars is 

vital for innovation and long-term success in the world after COVID. 

Bindra, Bhattacharya and Bhattacharya (2025) As a result of digitisation and 

technological developments, HRM is undergoing substantial changes in organisations. 

This shift has been expedited by the epidemic, and it is now vital for the competitiveness 

of organisations. Companies which embrace digital HRM solutions early on have a leg up 

in the market, but how this shift will affect their organisations is anyone's guess. Elements 

of HRM digitalisation are examined in this article. Theoretical underpinnings, contextual 

circumstances, traits, and methodological approaches are examined through bibliometric 

analysis and the TCCM framework. Research has progressed from studying simple 

automation (before 2018) to studying complicated interactions between humans and AI 

(2018 and later), according to the results. But there are still some unanswered questions 

about how AI may augment human HR rather than supplant it. So far, no research has used 

the TCCM framework to examine this issue in depth. 

Türkyilmaz (2024) In this article, they looked at how HR is undergoing a DT and 

how new tech is assisting different HR functions as well as HR staff. This descriptive study 
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relies on secondary data culled from sources such as company reports, websites, expert 

blogs, and scholarly articles. This research delves into the idea of "SMACI" THE WEB OF 

TECHNOLOGY, which aims to streamline and improve the fundamental HR processes 

(recruitment, screening, interviewing, and onboarding) using AI, HR chatbots, ML, and 

RPA. The study added to the existing body of knowledge by investigating the several 

methods through which businesses foster the growth and improvement of their HR 

departments. Using examples of innovative Indian enterprises, this article explores the 

benefits of DT in HRM, potential obstacles to transformation, and methods to overcome 

them. 

Zhang and Chen (2024) In light of the rise of the digital economy, this research 

aims to investigate potential avenues for the DT of HRM. The focus of the paper is the DT 

of HRM and its drivers, directions, and impacts. HRM is undergoing a digital revolution, 

according to the report. The five elements that are driving this change are the demands of 

the digital age, digital innovation within the company, digital innovation by rivals, and 

digital innovation regulation. HRM digital procedures, digital workspaces, and digital 

employee services are some of the fundamental ideas explored in this article. The study 

emphasises that modern HRM practices incorporate state-of-the-art digital tools for 

assessment, development, and hiring. The transition from analogue to digital HRM 

systems, as well as the benefits and drawbacks of the new system, are examples of the 

consequences of DT on business growth that must not be disregarded. 

Emran and Elhony (2023) The impact of DT on HRM strategies has become 

increasingly evident, particularly as organisations adapt to evolving technological 

landscapes. As the digital tools and platforms transform the traditional HR practices, there 

is an increasing demand to hone the skills of the employees and to improve their digital 

literacy in achieving organisational goals in an efficient manner. This change requires a 
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strategic redefinition of HR practices, with respect to integrating technology in the 

mainstream HRM systems. This is a strategic change as well as an operational change that 

requires businesses to take the initiative to revise their hiring, talent development, and 

performance management processes to stay competitive. A more recent study indicates a 

fact that DT is a key driver in the transformation and re-organisation of HR strategies, and 

simultaneously, it suggests that the preparedness and responsiveness of the organisation 

are the key that will enable the full benefits of the contemporary technologies to be reaped. 

Consequently, HR executives are increasingly often asked not only to reinvent the old 

models but also to incorporate digital attitudes in their daily practices and to create an 

atmosphere at work where tech innovation is seen as a key factor of long-term competitive 

advantage rather than just an extra that must be accommodated. 

Sharma and Sharma (2021)There has been a dramatic shift in the operating model 

because of the rapid evolution of Digitech, which is influencing both public and 

commercial organisations' approaches to service delivery design. DT has a direct impact 

on the operation of human resource activities and helps to upgrade its operational 

processes. Initially, HR was seen as a support function and is now widely used as an 

essential element of DT in organisations. HR executives are implementing a digital culture 

in their organisations, where digital tools and applications are used to drive DT. The effects 

of DT on HR departments are the focus of this article. Challenges in implementing digital 

HR. And, the various digital tools used in HR. 

Evolution of Digital HR Technologies 

Ghosh and Kabra (2025) discuss the changes in HR technology functions based on 

the popularity of STARA, Smart Technology, AI, Robotics, and Algorithms, as a form of 

analysis based on the research trends of 2011-2024. Based on bibliometric methods, they 

contrast two major epochs, namely pre-pandemic (2011-2019) and post-pandemic (2020-
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2024) to identify how research on HR technology has changed with the world going digital. 

Using co-citation and keyword mapping, they track the shift of HR roles in digital 

capabilities planning and strategic technology integration as the traditional functions of HR 

roles switched to digitally driven ones. Their discussion also brings out the trending themes 

of digital HR change, e-HRM implementation, robotic process automation, and future-

proof STARA skills development. The study provides both theoretical and practical advice 

to organisations planning the future of the HR talent and technology by pinpointing the HR 

roles that match the STARA competencies and connecting it to the framework of career 

capital. 

Bhardwaj, Chopra and Pandita (2025) Examine the digitalisation of contemporary 

HRM, the authors observe that whilst HR systems and day-to-day operations have gone 

through a substantial change, little has been examined regarding the strategic role of HR in 

DT. The analysis based on an integrated review methodology that merged framework-

based analysis with bibliometric methods allowed them to analyse 252 research articles 

published between 2011 and 2024 to find out essential patterns and insights. According to 

them, their results suggest that the digitalisation process has a powerful effect on 

organisational performance, EE, and business outcomes, and the growth depends on remote 

work requirements, automation, AI development, data-oriented practices, and post-

pandemic changes. It is also emphasised in the study that the research on HR digitalisation 

is global and multidisciplinary as it becomes increasingly relevant in various industries. 

Finally, the authors say that HR should adopt the new technologies to not only address the 

current problems but also exploit the opportunities in the fast-changing digital world. 

Verma et al., (2024) Digitech began to have a significant effect on HRM in the late 

20th century since software and computers were being used for HRM tasks increasingly. 

Digitech are quite helpful for strategic HRM. This study examines the effects of 
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diminishing HRM systems due to technology improvements. Its improved efficiency, 

cutting-edge technology, and ease of use were good for both the public and service 

providers. Additional innovations occurred in the 1990s, when the internet completely 

altered the ways in which people shared and received information. It led to the invention 

of web-based HRIS, which made HR activities easier and more efficient. The beginning of 

the Digitech influence on HRM practices, beginning with CC, data analytics, AI and ML, 

and taking off at the beginning of the 2000s, was only the tip of the iceberg since then. 

These technological advancements have made the process of recruiting, personnel 

management, performance reviews, and the EE much easier. The SM has also influenced 

recruitment tactics and EB initiatives. 

Ogba-Amaugo (2024). The development of digital HR technologies has been 

revolutionary and started in the late 20th century with the launch of computer systems and 

software to handle the processing of the basic HR functions. The next big jump was made 

in the 1990s when the internet revolutionised communication, leading to the advent of web-

based “Human resource information system” (HRIS), which improved accessibility and 

efficiency. At the start of the new millennium, new technologies such as CC, data analytics, 

AI, and ML began to shape modern HR practices. The advancements allowed HR 

departments to enhance such processes as EE, performance reviews, talent management, 

and recruitment. With the emergence of SM, a fresh approach to EB and the recruitment 

of the best talents developed. Currently, the digital HR technologies are still developing, 

and the further transformation of organisations is being led by improving the decision-

making process, operational responsiveness, and the overall employee experience. 

Husen, Wahidah and Mustajab (2024) provide an extensive debate of the DT that 

is redefining HRM, especially within the framework of organisational culture, change 

management, and the augmented dependence on technology and data-driven decision-
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making. The effects of digitalisation on EE, experience and strategic development of HR 

in a modern working environment are also in the scope of their research. The researchers 

conducted research in the form of focus groups and semi-structured interviews of the HR 

professionals, managers and employees in various industries to enable them to come up 

with meaningful information. They used thematic analysis to demonstrate trends and 

perspectives that have recurred when it comes to digital HRM initiatives. The outcomes 

reveal that AI technologies and cyber-HRM systems have a positive impact on high HR 

efficiency, accelerate the work process, and improve the level of strategic decision-making. 

Digital solutions give an employee a chance to grow in a personal level, adjust to the 

working schedule and a personalised support system-aspects that have been shown to make 

employees happier, more productive and stay longer. The research notes however that it is 

not only technology that would do it but the availability of a culture of leadership founded 

on permanent learning, adaptability to change, and digital skill. It is evidenced that 

evidence-based decision-making becomes one of the main pillars of modern HRM and it 

is rather similar to the theory of transformational leadership. Besides the role of theory, the 

research also proves to be relevant at the practical level since it is encouraging 

organisations to invest in digital HR systems, achieve flexibility, and create innovative 

leadership approaches that can be beneficial in promoting innovativeness and flexibility. 

Such approaches can result in the improvements of organisational performance and the 

increased level of satisfied and engaged employees. The authors also suggest that further 

research should be developed to larger sample and employ longitudinal research to develop 

an understanding of the long-term impact and predicaments of digital HRM. Overall, this 

paper is a comprehensive instructional manual to the effective use of the benefits of digital 

HR practices and their full range of strategic potential. 
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Shukla, Mishra and Agnihotri (2023) Digitech has had a big impact on how 

businesses are run, which has led to a lot of change. The primary aim of the study is to 

elucidate the necessary evolution of HRM practices in organisations in response to the 

growth of Digitech. Businesses may keep tabs on employees' assumptions and 

preconceptions, driving appropriate behaviour using cloud, mobile, analytics, and SM 

technologies.  This study's findings show that the information revolution has changed the 

makeup of corporate talent, the number of available employment opportunities, and the 

supply of labour.  In human resource (HR) management, control and management should 

give way to empowerment.  Keeping up with the latest digital advances in HRM-related 

businesses is the objective of this review. Foundational to the review are peer-reviewed 

articles sourced from EBSCO, Emerald, and Sage publications. The study incorporates 

references from organisational reports in addition to academic journals since there are not 

many on the topic of HRM technology and cloud HRM. Organisational performance will 

be enhanced by talent-related decisions, workforce requirement forecasting, and talent 

optimisation through strategic planning and development made possible by HR Digitech. 

HR can also help a company reach its goals by making well-informed decisions. It also 

facilitates management of employees by allowing for qualification-based task assignment, 

training, job satisfaction, and productivity. It also helps in finding valuable employees who 

are leaving and in figuring out why they are leaving. 

Role of Digital Transformation in Global Technology Firms 

Vărzaru and Bocean (2024) Innovation provides a way for businesses to tackle 

social and environmental issues, which is crucial for their survival in today's globalised 

and competitive world. The entire value-creation chain needs to be rethought by managers 

as innovation processes speed. DT is a continual process of organisations adapting to the 

changing society. This study aims to answer the question, among other things. This study 
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analyses how different Digitech influence different forms of social innovation in 

organisations and their level of financial success in terms of innovations. The method 

employed to reach the commonalities between EU member states in this study involves 

cluster analysis on the percentage of businesses that innovate, the total money spent on 

innovation, and the percentage of businesses using Digitech. The findings can help 

managers and policymakers to come to major conclusions regarding the impact of Digitech 

in enhancing innovation and competitiveness. To be able to compete in the dynamic digital 

environment of the EU, such outcomes indicate that enterprises should consider the 

strategic implementation of Digitech. 

Wang and Xia (2024) There are revolutionary digital shifts occurring in the utility 

industry as part of the ever-changing corporate landscape. The purpose of this study is to 

investigate, using exclusive data from Chinese listed utilities, the as-yet-undiscovered 

connection between DT and utility enterprise performance. Empirical results show that DT 

has a positive relationship with better performance. The offered ones consist of budgetary 

constraints and environmental performance. The research gives insights on what can be 

implemented especially to environmentally conscious organisations, which improves the 

knowledge of the economic implications of DT. Further studies could compare the utility 

companies by the level of DT in a more comprehensive way considering the textual 

analysis and limitation of sample size and study this transition in different economies. 

Zhao et al., (2024) New opportunities and improved performance of businesses 

have never been achieved better than with the introduction of DT. The impact of this 

change on the innovation ability of a company is a significant aspect of it. They utilize the 

information about the A-share traded companies in China between 2007 and 2021 to 

research this topic. Their crawler technology helps them to retrieve the keywords, which 

are related to DT, in yearly reports, which present the DT journeys of businesses in a 
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detailed manner. Descriptive statistics and the presence of many covariance tests result in 

establishing a linear relationship between DT and innovative ability. After its 

implementation, a robustness test is done to verify the strength of the benchmark 

regression. Moreover, the moderating effects are researched in the given study. 

heterogeneity, and mechanism. It is found that DT significantly enhances the ability of the 

businesses to be innovative. Meanwhile, the impact of DT on the innovation ability of 

different types of businesses is diverse. With regards to the perspective of effect 

mechanism, DT can enhance innovation output through reduction in agency costs and an 

augmentation in the level of risk-taking by organisations. This, in its turn, can enhance 

their innovation ability. The findings of this paper provide important theoretical support of 

DT of businesses, and of the development of digitalisation strategy by government. More 

importantly, it provides significant information on the means of promoting the DT of the 

Chinese businesses even more. 

Abu-AlSondos et al., (2024) the study explores the future and present of DT to 

explain how it can be used in the modern corporate environment. The essay will start by 

providing a definition of DT and proceeds to discuss the importance of DT to businesses. 

The essay goes on to give a look at the drivers of DT such as the increasing competition, 

data analytics, technical advances, and customer demands. Some of the advantages of 

going digital that the research examines include increased efficiency, improved customer 

service, competitive edge, new sources of income and larger profits. Some of the 

challenges that businesses face to undergo DT include lack of digital literacy, outdated 

infrastructure, data privacy and security concerns, high costs, insufficient labour force, and 

even cultural resistance. 

Li et al., (2023) DT is central to the intensification of innovation in technology 

companies across the globe as it fundamentally changes the ways in which the companies 
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invest and exploit digital capabilities. It has been demonstrated that the digitalization at the 

firm level considerably contributes to the generation of innovations, especially in digital-

service-based industries where a greater number of emerging technologies are 

implemented. Regional digital industrialization also has an interaction with firm 

performance, indicating that although high regional digital maturity can at times diminish 

the marginal benefits of a firm digital investment because of the free-riding effect, it can 

also give rise to competitive advantages in neighbouring firms because of the spatial 

spillover. This underscores the two-fold impact of the internal digital approaches as well 

as external digital ecosystem on innovation. In the case of global technology companies, 

which must work in various digital economies, it is important to know how to adjust to 

these dynamics to continue innovating and being competitive in a digital world that is 

rapidly changing. 

Pereira et al., (2022) The reasons that facilitated the company's entrance into 

foreign markets and the obstacles encountered during this process were the primary foci of 

this study, which was developed as part of a larger Portuguese project examining the 

entrepreneur's view of his company's internationalisation. The significance of DT in 

incorporating technological tools into international corporate strategy and practice, as well 

as the challenges associated with doing so, are the primary foci of this publication. 

Researching the connections between different types of technology and potential 

roadblocks is the primary goal of this project. The end goal is to figure out how these 

company traits affect the economy, broken down by industry, size, and the proportion of 

profits made by becoming global. They used the AICEP database to select 8,183 

organisations across three primary industries, and then they emailed them a questionnaire. 

From the Portuguese enterprises that have expanded internationally, 310 valid responses 

were collected. The smaller sample size is associated with the study restrictions. Managers' 
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ignorance of DT and misunderstanding of its role in the company's internationalisation 

were both revealed by these interviews. The qualitative results may be skewed due to this 

restriction. Along with these restrictions, there was also a lack of uniformity in the quantity 

of responses by industry. This study has important practical consequences for managers 

and top-level executives. It provides valuable insights into how organisations might 

leverage digital tools and potential pitfalls to avoid while expanding internationally. To 

their knowledge, this is one of the earliest scholarly works to examine how digital change 

has affected the internalisation of Portuguese businesses. 

Furr, Ozcan and Eisenhardt (2022) Academics and industry professionals alike 

continue to be baffled by the implications of DT for long-standing businesses. Some have 

oversimplified the effects of digital by saying things like "digital changes everything." This 

is because digital is erasing traditional geographical, industrial, and organisational divides. 

However, although digital alters some aspects, others stay constant. In this article, they 

outline the economics, driving factors, and countervailing forces of Product vs. platform, 

company vs. ecosystem, and people vs. tools are the three core conflicts at the heart of DT.  

Conflicts like this set the stage for a more detailed analysis of potential strategic paths for 

multinational corporations. In sum, they stress that DT is not a fixed condition but rather a 

set of options that executives must strategically select from. 

Impact on Organizational Agility and Innovation 

Pelletier, L’Écuyer and Raymond (2025) investigate the interaction between 

operational and dynamic IT capabilities as a way of manufacturing SMEs becoming agile 

during the digital era. Based on a qualitative comparative analysis of 65 Canadian SMEs, 

the researchers find the complex configurations that support or disrupt organizational 

agility and denote that achievement is not served by one ability but by the prudent 

coordination of at least one dynamic IT capability with an operating one, i.e., IT 



 
 

58 

management, IT infrastructure or e-business. Inappropriate or unsuitable matches of IT 

skills on the other hand result into inflexibility and rigidity. The discovery made by the 

research in the interaction of these capabilities can provide practical advice to SMEs in 

dealing with changing internal and external contexts, and the findings can be useful in 

developing effective IT strategies, as well as informing government policies that enable the 

DT of SMEs. 

Khorsand et al., (2024) The development of the business world is full of uncertainty 

because external factors like the outbreak of a new pandemic, undeveloped geopolitical 

processes, and more catastrophic weather disasters are constantly changing. The sudden 

public events, such as COVID-19, have significantly affected the world economy imposing 

enormous problems on many companies. Crisis management and rising agility and chances 

of survival have become significant research agendas in a complex marketplace. In this 

light, they embarked on carrying out an intensive study of the impact of digitisation on 

organisational agility. It also examines the ESIEC data through a multiple linear regression 

model to examine the impact of digitisation on agility. The findings are further confirmed 

by conducting endogeneity and robustness tests. According to the results, digitally 

transformed companies are better able to respond quickly to crises by adjusting their 

business models. Firm industry competitiveness and the number of participating platforms 

both act as moderators of this effect, albeit in a negative way. This research is a fresh 

approach to bridging the gap between digitalisation studies and organisational agility 

literature. To help organisations become more agile, it provides insightful analysis and 

actionable recommendations. 

Digital Recruitment Technologies and Process Efficiency 

Tursunbayeva et al., (2025) One area of HRM that is seeing a rise in the use of AI 

is recruitment. Most of the previous study has focused on the employer's standpoint of AI 
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usage, leaving little to no exploration of the candidate's perspective. The proposed vignette 

survey experiment aims to bridge the critical gap in knowledge by exploring how AI 

utilisation (particularly when combined with personal and professional digital data of the 

applicants) affects perceptions of organisational attractiveness and intention to apply. The 

study, done in two large EU nations with well-developed regulatory systems including the 

GDPR and the newly proposed AI Act establishing the international benchmark of ethical 

use of AI, provides both context-based and universal information. The results of the overall 

investigation indicate that the candidates observe AI in a positive light, as they see how it 

can enhance innovation and organisational growth. Nevertheless, the perception changes 

when AI starts reading or breaking down personal digital records: what started as curiosity 

and excitement soon develops into hesitation, mistrust and even an outright abandonment 

of the application process in other instances. Among the most unexpected findings was that 

engineering candidates, who would have been expected to be the most tech-comfy, were 

actually more sceptical of AI than business ones which contradicts the previous research 

findings. Finally, the research contributes to the further theoretical, methodological, and 

practical discussion of AI in the RP, as it recognizes major aspects that determine the 

perception of the applicants and provides useful guidelines to the future research. 

Shrivasta (2025) The success of an organization is linked to the strength of its 

workforce; thus, recruitment becomes a major function that directly influences the 

performance of the whole company. The digital and online recruitment boom has 

completely changed the picture of sourcing, assessing, and selecting the best candidates, 

making the traditional methods in today’s business environment obsolete. The article at 

hand discusses the impact of e-recruitment on the hiring landscape with special focus on 

the significant role that the Internet and SM have played in allowing the companies to 

attract and interact with prospective employees in a new way. These days, businesses can't 
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identify competent candidates without using online tools like career portals, job boards, 

and professional SM sites like LinkedIn. These digital solutions let you hire new people 

faster, cheaper, and more easily than the old techniques. Tech Mahindra, Infosys, and 

Awareness are three companies in the information technology (IT) business that use e-

recruitment to discover and hire competent workers, especially those with experience in 

the IT profession that is in high demand. This study examines the advantages of electronic 

recruiting that are entertained by a broader selection process, reduced durations to employ, 

and decreased expenses of employing. It also discusses the advantages and disadvantages 

of employing SM to get new hires, and how organisations can enhance their own processes 

of getting new hires through these sites. The article concludes by discussing potential areas 

where further research can be undertaken and how the HRM role is evolving in a society 

that is increasingly becoming digital. It also emphasizes on the significance of using both 

automated and human-assessed system in hiring new employees. 

Magdalenić and Luić (2025) discuss the possibility of transforming the modern RP 

using the Design Thinking approach, which can help improve employee selection and 

onboarding strategies and analyse the role of communication and Digitech in the modern 

hiring environment. Their study is aimed at enhancing the experience of the candidate and 

culture fit through the integration of technology and empathy-driven practices. Those 

candidates as well as employees and HR professionals are part of the study, which is 

correlated with the main principles of Design Thinking: empathy, problem definition, and 

ideation. To assess the efficiency of these strategies, the authors use new measurement 

approaches including interviews, inquiry-based approaches, diary studies, and P/C matrix 

diagonalization. They conclude that technology (particularly, gamification and online 

tests) can greatly increase the rate of recruitment, the quality of the processes, cultural fit, 

and efficiency. The study also reveals more of the competencies, expectations, and 
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communication styles that are the most important in effective hiring. The work facilitates 

the rising trend of making the recruitment method more personalised and candidate-

centred, by incorporating new media and digital solutions. The authors suggest that 

additional studies are needed to investigate the long-term outcomes and learn more about 

the role of digital hiring tools in promoting recruiting results and effectiveness of employee 

selections in the long term. 

E-recruitment Systems and AI in Talent Acquisition 

Amulya et al., (2025) explores the effects that the AI-based recruitment 

technologies have on the TA process, concentrating on the general effect of AI, though 

discussing some components, including the use of chatbots as the initial engagement, 

automated resume screening and matching, reduction of bias, and enhancing the candidate 

experience. The outcome derived using the multiple regression model indicated that the 

highest factors of AI effectiveness were an amplified candidate experience and reduced 

bias, followed by smart resume matching and interaction with a chatbot. The findings show 

that AI has a disruptive potential in the modern recruitment, making the processes easier, 

more equitable, and highly beneficial to the recruitment of an organization and a candidate. 

Tay et al., (2024) AI has been a large point of contemporary hiring procedures over 

the past several years; since the discovery of new workers in the HR. More and more 

businesses are employing AI-powered algorithms to streamline their hiring process. The 

other advantages of this technology are numerous and one of the best things about this 

technology is the fact that the process of hiring people will be faster and easier. In the case 

of hiring HR, the technology is the most suitable. It has been shown that AI has affected 

HR recruitment in many studies, especially the perceptions of candidates towards AI. The 

independent aspects of complexity in technology, regulatory environment, and others are 

significant. 
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Paramita (2020) Recruiting and selection within HR have not been immune to the 

trend of rapidly evolving technology. It appears that the relationship results are being 

neglected by the different technological solutions that provide advantages to RPes, 

particularly in terms of efficiency. Companies should evaluate their own hiring process to 

determine if a balanced strategy is necessary. Finding out how a company thinks about and 

approaches its recruiting processes is the main goal of this research. The phenomenon of 

AI in recruiting serves as a lens through which many perspectives, mostly those of 

operations and HRM, are examined and debated. As a component of this inductive 

qualitative single case research, eleven HR professionals participated in semi-structured 

interviews. Grounded theory is derived from data analysis by means of theme analysis, 

according to Gioia's technique. In order to gain a competitive edge through operations, 

reimagine customer orientation, and improve processes through teamwork, this study's 

conclusions suggest the TOP framework. 

Applicant Tracking Systems (ATS) and Automation 

Bevara et al., (2025) Traditional ATSs have a hard time matching job descriptions 

(JDs) with resumes because of the complexity and unstructured nature of the data they 

process. They use both qualitative human evaluation and quantitative analysis in several 

fields by applying embedding-based evaluation. Even though the ATS was conventional 

and had slightly better nDCG scores in software testing and operations management, 

Resume2Vec consistently showed a stronger alignment with human preferences in most 

domains, according to the RBO metrics. By addressing the limitations of previous 

algorithms and maintaining a high degree of congruence with human evaluation criteria, 

this study proves that Resume2Vec is an efficient and extensible approach to resume-to-

job description matching. More effective and accurate candidate selection methods are 
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possible with the help of recruitment technology that is based on transformer-based 

approaches, according to the results. 

Impact of Technology on Recruitment Speed, Cost, and Quality 

Shellshear and Oh (2024) This article explores the limitations that organisations 

have when they utilise recruiting firms and must balance the following factors: the time it 

takes to hire a candidate, the amount of money it costs, and the degree to which a candidate 

matches the job requirements across different levels of seniority. Despite these limitations, 

they examine how technological advancements can change the pace and cost of 

employment. A cross-sectional, quantitative, and exploratory study design was used. To 

compare the means of the target class with those of a control group, the researchers used 

an unbalanced two-class ANOVA with interaction effects being applied. the data shows 

that (1) a recruitment agency marketplace’s technological advancement can free businesses 

from their time, money, and quality hiring limitations, cutting costs by more than 12% and 

doubling the time it takes to hire, and (2) these effects are consistent regardless of the 

seniority level of the position being filled. Incorporating the recruitment triangle as it exists 

in project management into the recruitment literature is the first of three ways the findings 

of this study contribute to what is already known. The second point emphasizes the fact 

that new technologies—like recruitment agency marketplaces—can not only overcome 

constraints that were traditionally associated with the recruitment triangle but also help the 

companies to recruit faster and at lower costs. The recruitment triangle entails the most 

important aspect of TA, recruiting, talent sourcing and restrictions of the processes which 

are generally very difficult to surmount. As the paper presents digital solutions as an 

illustration of how to alleviate the challenges, it presents itself as a research report that 

examines not only the structural issues of the recruitment triangle but also the earth-

shattering nature of the modern recruitment technology. 
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Mulla, LambodarSaha and Prabhakar (2023) The process of new technology has 

totally transformed the selection and RP. This is because with these technological 

advancements, businesses can now locate and employ the best personnel in a shorter and 

easier time and they also allow the streamlining of the administration. Due to this, the HR 

professionals can afford to focus on the enhancement of the recruitment process and 

appraisals. CC is a game-changer when it comes to the recruitment of new employees. CC 

allows recruiters to access data more easily and this can be used to aid them in making 

more decisions in a shorter period. It also allows businesses to store very large quantities 

of data in a single location where trends may be more readily identified, areas requiring 

enhancement may be identified, and results may be tracked through the years with ease. 

Another hot issue of the employment industry is AI. AI may help recruiters automate tasks 

that are boring and repetitive, like going through resumes and doing phone interviews. This 

means they can spend more time and energy on tasks that are more valuable. This article 

looks at how new technologies are changing the way people are chosen and hired. The 

study looked at 60 people who work in HR for IT organisations in Pune City, Maharashtra, 

India. Most of the people who answered indicated that the new technology they employed 

made the selection and hiring processes better by making them faster and cheaper. 

Sołek-Borowska and Wilczewska (2018) an operational recruitment and selection 

system is highly essential as it enables organisations to be objective when it comes to the 

process of assessing applicants and eventually get the right talent. The entire impact of e-

recruitment on these processes though, is still somewhat unknown, and by examining how 

technology is transforming the traditional hiring design, their research aims to fill this gap 

by investigating the impacts that technology is having on the conventional hiring models. 

Taking the example of the Itutor Group, the researchers choose a case study approach to 

prove how modern digital tools can be applied in the recruitment workflows. In the case 
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under consideration, the project has been designed by the Work Service personnel 

consultancy in collaboration with the global Itutor Group, in which the video-based 

recruitment was the basis of the hiring process. They find that e-recruitment changes 

traditional recruiting by making it possible to collaborate, eliminating geographical and 

temporal limitations, and organize the tasks in a more flexible and modular order. It also 

transforms the roles, putting managers at the heart of interaction with the applicants, and 

new skills demands on the HR personnel to work with technology-based systems. The 

research finds that DR has benefits that are indisputable, such as the reduction in cost and 

time to hire, but indicates that to make successful implementation, both technological 

adequacy and organisational preparedness are necessary. 

Hadass (2011) Using the Internet to search for jobs is something over a quarter of 

the unemployed have admitted to doing. This article looks at how people and businesses 

have been getting matched up since the advent of online recruiting. In my recruitment 

paradigm, companies use flawed screening technology and job applicants have private 

information about their qualifications for various professions. Companies can improve 

their screening technologies and job applicants can save money by using online recruiting. 

There is evidence that lower application fees for workers encourage fewer eligible 

candidates to apply, which in turn reduces the proportion of qualified new hires. On the 

other hand, this effect could be mitigated if screening technology at companies improves. 

Because of the direct decrease in recruiting expenses and the rivalry among employers for 

quality candidates, firms may implement Internet recruiting tactics. Utilising personnel 

data from a sizable international manufacturing organisation, the model's ramifications are 

empirically investigated. As a stand-in for quality of match, job length is utilised. 

According to estimates using Cox duration models, compared to observationally equivalent 

workers recruited through employee referrals, Internet recruits have a shorter job length. 
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However, their durations are comparable to those recruited by print advertising. 

Occupations whose use of online recruiting is on the rise are predicted to have shorter 

employment tenures than those whose use of online recruiting is on the decline, according 

to propensity score methodologies. A major model prediction agrees with this result. 

Data-Driven Talent Acquisition Practices 

Zimmermann, Kotschenreuther and Schmidt (2016) When determining whether to 

continue the recruiting process with a prospect, recruiters typically spend less than one 

minute reviewing each CV. It is nearly hard to ensure a fair procedure of candidate 

selection when recruiters prioritise keywords. This paper's primary objective is to address 

this problem by presenting a data-driven strategy for automating the resume processing 

process, freeing up recruiters to focus on the most qualified applicants. Additionally, in 

this video, they show you how to use NLP and ML to pull out all the relevant information 

from a CV. After data extraction, a ranking score is determined. Based on their credentials, 

experience, and education, the score indicates how well the candidates match the position. 

This paper goes on to show how recruiters might be more productive with this innovative 

technique by illustrating a prototype application. They can use the app to sort applicants 

according to criteria set by the company in advance of the hiring process. The ranking 

provides recruiters with a framework for delving more into candidate profiles and verifying 

the reasoning behind the application's ranking. By providing objective decision-making 

assistance during the hiring process, this software demonstrates how to enhance the hiring 

process. 
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Predictive Analytics in Recruitment 

Grunenberg et al., (2023) For many years, the main part of hiring processes has 

been looking at candidates' psychological attributes, like their personality traits and job 

preferences. Recent research shows that a person's digital footprints, including their 

Facebook page, tweets, and credit card purchases, can show what kind of person they are. 

instead of using typical questionnaire measurements that candidates fill out themselves. 

There are significant ethical and legal concerns with using external data in the recruiting 

process, even as these models are becoming more accessible through third-party sources. 

In this research, they look at how well models that are taught using information gathered 

while recruiting can forecast character attributes. Specifically, they employ NLP to predict 

job applicants' Big Five personality traits from resume data and free-text answers collected 

during a high-stakes, real-world hiring process (N = 8,313 applications). When they 

compare the predictions made by the models using ML to the self-reported personality 

qualities, they find that they consistently provide reasonable predictive accuracy (average 

r =.25), which is better than the judgements made by recruiters in previous studies. Even 

though the models only account for a small portion of the variation in self-reports, the 

results demonstrate that automated personality predictions are as good as, or even better 

than, evaluations made by the individual themselves regarding the prediction of significant 

external factors for employment matching, including career interests. 

Talent Intelligence and Workforce Analytics 

Zhang et al., (2020) Due to the one-of-a-kind, subjective, and ever-changing 

character of every talent, talent management is both an essential and costly corporate 

strategy. Improving talent management is the goal of “talent intelligence management 

system” (TIMS) by analysing massive amounts of data using AI. While TIMS has made 

talent management more efficient overall, it has introduced several new problems, 
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particularly regarding talent turnover prediction, high-potential talent discovery, and talent 

selection and matching. Common examples of such ethical concerns are how to ensure 

continued equity in TIMS development and implementation. This paper offers eight 

fairness criteria to prevent fairness risks when constructing TIMS, based on a Delphi study 

conducted in a top global AI business. 

Digital Candidate Engagement and Experience 

Zahrudini and Afrianty (2020) There has been a dramatic shift in the employment 

application process towards online platforms. Candidates' perceptions of their prospective 

employers have changed due to the rise of technology in the hiring process, which has 

replaced insufficient physical contact. The results demonstrated that both the applicant 

experience and electronic recruiting had an impact on corporate branding. and electronic 

recruitment influences candidate experience and that candidate experience mediates the 

relationship between the two. The study is quantitative in nature and serves as an 

explanation. Students who completed the online recruitment procedure in 2013 as part of 

Participants in this study were selected from the Business Administration program at the 

University of Brawijaya's Faculty of Administrative Science. The data collection approach 

used purposive sampling to distribute an online questionnaire to sixty participants who met 

the sampling conditions. After that, in order to examine the data, descriptive statistics and 

path analysis were employed. Researchers found that applicant experience mediated the 

relationship between corporate branding and electronic recruitment. 

Bunce (2018) Facebook is a common marketing tool for universities, but how it 

affects recruiting or the student experience is unclear. This research looked at how Oxford 

Brookes University (OBU) students used Facebook to form a group focused on a particular 

academic topic. The hypothesis was that prospective students would be more likely to 

accept OBU's offer of admission and have a more pleasant experience there whether they 
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felt a connection to the university and fellow students through the Facebook page. They 

extended an invitation to join the Facebook group to 116 first-year students who had been 

accepted into a health and social care program. Findings from the analysis of free-form 

responses showed that students had a good time being a part of the group, but most OBU 

students claimed that this had no bearing on their decision to attend OBU since they had 

already accepted their place there before they joined. They think about what this means for 

student recruiting and what it means for students' experiences. 

HR Digital Capabilities and Strategic Enablement 

Ruiz et al., (2024) As they work to fully integrate digitalisation into their 

operations, companies are placing a greater emphasis on the talents, passion, and creativity 

of their employees. Despite technological mediation changing the way labour is designed 

and done, there is minimal evidence of a synergy between HRM and IS in the literature on 

HRM. Based on the sociotechnical viewpoint, they suggest the idea of digital HR strategy 

to get insight into how these interconnected systems provide performance improvements. 

This strategy is an outward manifestation of the merging and integration of HR procedures 

with Digitech. A digital HR strategy boosts organisational performance, as this research 

both theoretically and empirically proves. Archival data from 351 companies is used to test 

the hypothesis empirically. 

L’Écuyer and Raymond (2023)Previous research has demonstrated several 

outcomes associated with e-HRM adoption and utilisation, but it has taken a universalist 

stance and has primarily focused on big organisations. They take a configurational 

approach and look at this from the viewpoint of manufacturing SMEs; they contend that a 

company's HR function is enabled by its e-HRM and HPWS capabilities to the degree that 

these capabilities are strategically aligned. In addition, because it permits causal asymmetry 

as well, based on the results of this investigation, four different setups are linked to low 
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performance. Both the strategic information technology management and SHRM fields 

benefit from this study's theoretical and practical findings. Theoretically, this study 

demonstrates that, in the unique context of SMEs—which differ significantly from large 

enterprises in terms of HR and IT functional areas in terms of formalisation, specialisation, 

and staff members—a configurational approach is appropriate for assessing the intricate 

interactions between these two departments. In addition, this study's findings suggest that 

industrial SMEs might benefit from e-HRM investments when implementing HPWS 

capabilities, even though HPWS alone is still a significant factor in HR functional 

performance. From a practical standpoint, this study emphasises that SME owner-

managers, consultants, and government agencies should be aware that e-HRM is now an 

essential part of HR functional performance in the manufacturing sector. This is because 

e-HRM enables SMEs to enhance both their HPWS and e-HRM capabilities in a 

complementary manner, allowing them to allocate resources to HR and IT at the same time. 

Digital Skills and Competencies for HR Professionals 

Ponomareva (2020) The purpose of this essay is to examine the digital competences 

necessary for a HR manager to succeed in today's dynamic digital job market. This article 

gives a synopsis of how several economic sectors have recently approached the digital 

competencies portfolio. Results from creating and testing a model of an HR manager's 

digital competency and the digital competency of HR department heads are the primary 

areas of investigation. Managers may learn a lot about how to improve their digital 

competency portfolio by studying the process of creating and using a competency model 

in the context of digital challenges. By combining theory and practice, the authors have 

discovered patterns in the evolution of digital competencies for HR managers and come up 

with several workable solutions for implementing a digital competency portfolio in HR. 

This portfolio has the potential to revolutionise managers' work cultures. Employees' 
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professional digital cultures are falling behind the times; whether they felt a connection to 

the university and fellow students through the Facebook page specific field of work that 

could address the digital challenge, and training for employees and future professionals in 

digital competency is being delayed at a significant rate. 

Integration of Cloud, AI, and Mobile in HR Operations 

Ammupriya et al., (2025) This study proposes a cloud-based HR platform to solve 

some of the problems caused by legacy systems in multinational businesses. These 

problems include data fragmentation, insufficient scalability, and an outdated front-end 

interface. Existing HR systems do not provide real-time visibility, which further 

complicates decision-making. Promising to manage data analytics, automate several 

repetitive procedures, enable fast access to data, and integrate seamlessly to assist decision-

making, the new platform is powered by AI. Utilising the benefits of CC, such as data 

centralisation, scalability, and API connectivity with other business applications. Crucial 

Considerations Concerning Effectiveness of Procedures, Saving Money, Satisfaction of 

Workers, and Correctness of Decisions Case Study in Comparison to Traditional and 

Legacy Systems the suggested solution outperformed the status quo in comparison to more 

traditional methods, with a 25% improvement in process efficiency, a 30% decrease in 

costs, and a 90% satisfaction rate among employees. An HR platform on the cloud that 

helps multinational companies streamline their operations, save money on overhead, and 

better manage their employees. 

Employer Branding in the Digital Age 

Rys, Schollaert and Hoye (2024) Becoming an employer with a positive image is 

what is necessary in the new talent market. Developing internal EB programs is a very 

important role of human resource managers, but most of the existing research has been 

done during times of stability, disregarding the possible transformational impact of 
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disasters. The findings showed that organizations given more importance to EB in the time 

of crisis indicated the strategic thinking in the organization in terms of preserving its 

internal image. The activities were closely oriented at maintaining and improving the 

employee experience despite the operational and organizational limitations caused by the 

pandemic through a properly managed internal EB. In addition, different types of EBs 

encounter comparable difficulties during crises, according to contextual research. 

Nevertheless, the EB is the pivotal element that dictates the response of an organisation to 

the internal dynamics and external uncertainties brought on by the crisis. Important insights 

into the strategic issues are provided by this research. faced by HR managers during times 

of crisis, adding to their complex understanding of the dynamics inside EBs. 

Näppä, Styvén and Foster (2023) In the tourist and hospitality industries, this study 

delves into the two-pronged function of employees as consumers and developers of EB 

equity. There is a dearth of literature on the topic of internal EB, in contrast to the 

abundance of literature on the topic of external EBs. EB equity serves as the theoretical 

prism through which the research challenge is viewed. The purpose of these exploratory 

in-depth interviews was to gather empirical insights into the experiences of sixteen 

employees working in various establishments in Northern Sweden, including hotels, 

restaurants, and retail stores. The target market for internal EB consists of employees, who 

also play a role in creating the company value proposition. As members of the brand, 

ambassadors, advocates, and influencers, employees help spread the word about the 

company both inside and outside the company. Though, service providers appear to care 

more about satisfying customers than they do about keeping their word to their employees. 

By constructing a novel theoretical framework, this research defines and illustrates the 

function of employees within the context of EB. Thus, it contributes to the knowledge of 

co-creation in EB, a neglected field that has the potential to revolutionise the field. 
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Concept and Evolution of Employer Branding 

Singh and Shree (2025)  EB is one of the most vital aspects that can assist 

companies to acquire and maintain the best talent in the present-day competitive job 

market. The paper follows the history of workplace branding and analyses how it affects 

the recruitment of employees, their engagement, and the reputation of the organization. 

The research examines how employees understand and respond to EB using case studies, 

current practices, and a survey of 100 employees, who rated corporate branding extremely 

high with an average of 4.21 out of 5. It also considers the effect of social media and digital 

revolution in first impression creation to the prospective employees. The results highlight 

that a highly recognizable EB is required to ensure the competitive advantage and the 

positive organizational culture, and the role of genuineness, honesty, and compatibility 

with the organizational values are the essential factors of always providing the positive 

impression on employees. 

Mendhe and Ukunde (2025) There is an increasing level of EB in attraction and 

retention of the best talent particularly in the IT sector. SM campaigns are quite significant 

both in recruitment and retention in the talent war. The paper seeks to examine how Tata 

Consultancy Services (TCS), Nagpur, has used SM to brand itself as an employer. The case 

study considers the ways of TCS which employs SM to enhance its EB and to recruit the 

finest employees. The study's results show that to build a good employer image, you need 

to be online all the time, interact with your audience, and manage how people see you. This 

study gathered data from secondary sources and questionnaires to understand how SM 

initiatives affect EB. Key studies show that using SM may considerably increase company 

visibility, employee trust, and the efficiency of hiring new people. The report also explains 

how engagement metrics, content relevance, and quality may help you tell an interesting 

story about your company.  Findings stress the significance of SM policies that are in line 
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with company principles for credibility and authenticity. These findings have important 

implications for HR professionals who are looking for new strategies to boost EB online. 

Some suggestions include implementing staff advocacy initiatives to boost brand 

communication, regularly analysing engagement metrics, and adopting a dynamic content 

strategy. To help organisations stay competitive in the TA landscape, this paper explains 

how to utilise SM platforms strategically to rebrand themselves as an employer. 

Role of Social Media and Digital Channels 

Khrais and Gabbori (2023)  Learning how Jordanian companies used SM to 

promote their products and services was a primary objective. Another objective was to 

study the impact of SM on the expansion of Jordanian online retailers. Fifty SM managers 

from Jordanian companies were polled as part of the quantitative approach employed to 

accomplish the research objective. An important finding from the study was that SM users' 

favourable and substantial word-of-mouth expressions about certain companies greatly 

enhance the marketing impact of those businesses. The study also found that even if a 

company has many devoted followers, it may see a decline in online sales if its offerings 

aren't tailored to their needs. The findings could not be generalized to a greater population 

because the research had a small sample. The authors of this work posit that Jordanian 

companies increase product awareness by inviting satisfied consumers to share their 

experiences with the company's products and services by posting interesting, attractive 

content on SM. 

Karjaluoto, Mustonen and Ulkuniemi (2015)The purpose of this research is to 

examine the role and use of digital channels in business-to-business marketing. To 

investigate the aims and intended applications of industrial marketing communications, 

this study draws on relevant literature. Currently, a multi-case empirical study 

incorporating six different industrial businesses is being conducted to investigate digital 



 
 

75 

marketing communications (DMC). From this investigation, three research insights were 

derived. To start, companies are still missing out on DMC's full potential, even though it 

is a crucial tool for industrial marketing communication. Second, DMC is used by 

businesses to raise awareness, improve sales, and strengthen customer relationship 

communications. Third, unlike more conventional Digitech, companies have not made 

extensive use of SM tools within DMC. The results are consistent with those in the 

literature on DMC and industrial marketing communications, but they highlight the 

importance of DMC in sales assistance and communications pertaining to customer 

relationships. With DMC, there is a chance to achieve many marketing goals, including 

raising consumer awareness of the brand, boosting sales, and strengthening relationships 

with current customers. Each of these goals calls for a unique set of DMC tools. As one of 

the first studies to do so, it examines the growing trend of industrial marketing 

communications through digital platforms. 

Attracting Global Tech Talent through Digital Branding 

Vinyals-Mirabent et al., (2025) In order to increase the allure of the stakeholders 

linked with it, governments spend a lot of money cultivating a positive image of the nation. 

Companies have not been persuaded to employ nation brands to bolster their talent 

recruitment efforts based on the available evidence. To forecast whether brilliant migrants 

will want to move abroad, this study seeks to scientifically demonstrate the impact of nation 

brands' overall image. As a global phenomenon, they want to explain this influence. They 

polled 2,151 people to find out how well they knew and thought about 55 different nations 

throughout the globe. They utilised binomial logistic regression and k-means cluster 

analysis in accordance with a batch-based sampling method. People who have a positive 

impression of a country are twice as likely to move there as those who have a negative 

impression, as shown by the data, which validate the influence of nation image on 
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relocation intentions. Along with that, they broke down the global perception of 55 nations 

and found three groups of nations with different talent attraction capabilities. This data 

supports the government's spending on building a strategic national image and motivates 

businesses to take advantage of this economic opportunity by linking themselves with 

important national brands to recruit top personnel. uniqueness/worth - Case studies have 

been the backbone of this field's research thus far; these have tended to concentrate on 

individual aspects of developed-world cities rather than the place. They broaden the scope 

of these methods by revealing transferable information regarding the usefulness of this 

construct in TA. They go on to explain the worldwide scope of this influence, which will 

help with future comparisons and management choices. 

Mitchell (2019) If aerospace and defence companies want to recruit more top 

engineers, they need to work on their corporate image branding. The executives of an 

aerospace and defence firm employ corporate image branding tactics to entice personnel 

and boost competitive advantage; this case study aimed to examine these strategies. This 

study was conducted using the recruitment equity model as its basis. Five executives in 

marketing and five executives in TA from an eastern U.S. aerospace and defence firm made 

up the sample population. All the people who took part in the research had been involved 

in the branding and recruitment of technical talent for at least five years. A examination of 

the company's talent attraction plan and semi-structured interviews were used to obtain 

data. Data analysis involved coding, finding themes, and using methodological 

triangulation. Having a great work environment, enticing talent through SM, making sure 

the mission is at the centre of TA, and finding untapped talent were the four main themes 

that came out. Aerospace and defence industry executives may be able to use this study's 

findings to their advantage by developing and executing corporate image branding 

initiatives that help them attract and retain top people. Attracting talent to the aerospace 
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and defence industries has the potential to improve innovation and minimise vulnerabilities 

to threats to national security. This could lead to positive societal development. Executives 

in the defence and aerospace sectors will ensure the sector's long-term viability by 

recruiting brilliant engineers to combat sophisticated threats to the United States and its 

allies. 

Recruitment Efficiency, Digital Engagement, and Employer Competitiveness 

Murfat et al., (2025) examine the impact of effective recruitment strategy on both 

“short-term and long-term employee retention” and identify the effective strategies as 

compensation, benefits, the quality of interviews, employer perception, and work-life 

balance programs. Based on a qualitative systematic literature review, the researchers 

examine the available scholarly and industry literature to identify the trends, strengths, and 

gaps in the current hiring models. Their results indicate that properly structured recruitment 

procedures determine employees' engagement and loyalty in the post-onboarding stage. 

Open communication, equitable and systematic selection methods, and well-defined career 

paths, among others, enhance candidate satisfaction and retention. Also, the policies of 

emotional attachment and long-term commitment to the organisation are promoted by 

competitive compensation and workplace cultures that emphasise excellent work-life 

balance. The research suggests that new practices in recruitment should be aligned with the 

wider HR strategy, which means that it is practical for organisations should invest in 

continuous training, work schedule flexibility, and formal onboarding to develop a resilient 

and loyal workforce. Finally, the study points out the value of flexible and holistic 

recruitment strategies that are flexible enough to keep up with ever changing labour 

markets. 

Benabou, Touhami and Demraoui (2024) This study examined the challenges of 

feedback and interaction in the Moroccan job market through the perspective of how e-
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recruitment has transformed the relationship between recruiters and candidates. This study 

found that there is still a feedback gap, especially in Morocco, even though internet 

platforms have made job vacancies more accessible. Response rates and feedback methods 

differ between Moroccan and French organisations, according to comparative research of 

200 job adverts complemented with comments from HR specialists. the research shows 

that cutting-edge tech like AI is underused, which is a shame because it could greatly 

enhance the applicant experience and recruitment efficiency. This paper takes a multi-

faceted approach to making strategic recommendations for how Moroccan companies may 

use digitalisation to reinvigorate their HR practices. It stresses the importance of AI and 

improving digital infrastructure to create a more inclusive and dynamic RP. 

Interrelation Between Recruitment KPIs and Employer Image 

Ghigiu (2024) analyses the role of performance measurement in assisting 

organization that systematically evaluate the effectiveness of their processes, projects and 

strategies, in the case of EB in social economy organization (SEO) in relation to the 

signalling theory. The research will seek to measure the level of employee satisfaction and 

assess organizational communication culture to give an insight into the present state to 

build an effective EBS. The research offers an understanding of the way communication 

strategies and especially digital messaging influence the perception of the EB of an 

organization based on a quantitative survey carried out in Germany. The results show the 

relevance of planned communication in the improvement of those employers and provide 

a practical recommendation to those organizations that are interested in attracting the best 

talent and expertise. 

Heide et al., (2024) consider how performance measurement can help organisations 

to systematically assess the performance of their processes, projects, and strategies, paying 

specific attention to the EB within the social economy organisations (SEOs) in terms of the 
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signalling theory. The research will focus on measuring employee satisfaction and 

evaluating the existing organisational culture of communication to be used to develop an 

effective EBS. The study relies on a quantitative survey conducted in Germany, which has 

revealed the importance of digital communication in shaping impressions of the EB. The 

results emphasize the significance of strategic communication in the increase in 

attractiveness of employers and provides useful suggestions to companies that want to be 

among the winners in the race of the top talent and expertise. 

Candidate-Centric Recruitment and Digital Touchpoints 

Gilch and Sieweke (2021)Recruiting people with the right mix of IT expertise is 

crucial for DT initiatives across a wide range of industries as businesses seek to digitise 

their products, services, and processes. Existing research, however, has paid little attention 

to strategic elements and has instead concentrated concerning the outcomes of using 

Digitech for recruitment. Based on in-depth interviews with 26 recruiters, this study goes 

beyond just looking at how Digitech plays a part in hiring by taking a strategic look at the 

relationship between DT and recruitment. A key component of DT for businesses is the 

function of recruitment, according to the research. They discovered that there are three 

ways in which the organisation undergoes transformation when digital talent is recruited 

as a new target group: To start, the recruitment industry has come to terms with the fact 

that it must modify its methods and metrics to attract the new demographic. The second is 

that recruiters have learnt something new about themselves. The third point is that 

recruiters are now seeing the necessity to play a bridge role to aid the company's DT. The 

two main contributions of their work are: To start, they found two new positions that need 

to be filled because of DT: As a "sensory organ," it improves the organization's ability to 

absorb information, and as a "mediator," it bridges the gap between different groups within 

and outside the company. Analysing the strategic consequences of DT on recruiting is the 
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second contribution of this article. Drawing on prior research in the HR literature, it 

highlights the importance of recruitment in replenishing a company's human resource 

base—a prerequisite for DT. 

Ivanenko and Artamonova (2020) In this age of DT, employees' ability to compete 

hinges on their digital competencies and skills, which beg numerous questions. A primary 

finding is that researchers were unable to agree on a common definition of digital 

competences and skills. As a second step, they need to catalogue the most prominent 

tendencies in Russian Federation digital competences and talents. The third question is how 

to improve workers' digital competence and aptitude to elevate their competitiveness. The 

examination of indicators and analysis of measures for the application of these techniques 

constitute the fourth step. Various methods for defining digital competences and abilities 

are discussed in this article. Next, we'll show you how the state programs are being 

revamped to make workers more competitive, and then we'll review the indicators and 

metrics that have been put in place because of these programs. They conclude by outlining 

the most important developments in the Russian Federation concerning digital 

competences and abilities. 

2.5 Summary 

Chapter 2 will conduct a comprehensive analysis of both industry and academic 

literature regarding the importance of DT in HRM, particularly within global technology 

firms. The chapter begins with a history of how digital HR technology has changed over 

time. It describes how the transition to a digital system has transformed the traditional 

system to an efficient, responsive and scalable HR operation. It discusses how the digital 

change can transform organisations to be more agile and innovative, enabling organisations 

to make decisions in real time, improving HR activities, and providing people with more 

freedom. This article discusses the technological trends that are the most significant in the 
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hiring industry, including e-recruitment solutions, AI in TA, and ATS. These have altered 

the method of people hiring by automating tedious duties, matching the candidates better, 

and accelerating the locating of a worker. The new ideas have not only reduced the 

expenses of operating a business, but they have also enhanced the quality of the new 

employees and made the hiring process more tactical and information based. 

Together with the adoption of technology, the chapter discusses the fact that DDTA 

is becoming increasingly important. It is an analytics-driven predictive, talent intelligence 

and workforce analytics practice that determines what the hiring requirements, talent voids 

and choices will be. Another discussion in the literature is the importance of the 

communication of applicants with one other online and the importance of the unique 

recruitment experiences in building a positive EB. It also emphasizes the necessity to 

acquire digital skills that will assist HR workers to be abreast with emerging technologies, 

such as the ability to use cloud systems, mobile HR systems, and AI-based options. The 

issue of EB in the online world is also examined. It is regarding working on SM and online 

platforms to locate and retain the best IT talent in the world. The final section relates to the 

digital engagement strategy, recruitment “key performance indicators” (KPIs), and overall 

competitiveness of employers. It demonstrates that DT is not simply a means of improving 

the operations anymore; it is a strategic requirement now, and it will transform the nature 

of how the companies identify and retain their employees in the digital era.  
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CHAPTER III:  

METHODS AND PROCEDURES 

3.1 Overview of the Research Problem 

The current business world has put technology companies under pressure to recruit, 

hire, and retain the best employees in the market. Conventional recruitment practices, 

which in most cases are manual, restrict reach and take long periods to be completed, have 

not served the dynamic demands of contemporary organisations (Baxter and Jack, 2010). 

The advent of DT is changing how businesses approach the process of talent recruitment 

by amalgamating novel technologies, such as AI, ATS, SM, and recruitment analytics 

(Rathore, 2023). Though these innovations are suggested to be efficient, offer better 

candidate experiences, and are more strategic than organisational goals, their actual 

implementation and performance in global technological corporations are under-

researched. 

Despite the increasing digitalisation, organisations have remained confronted with 

issues of ethical considerations and data confidentiality, compatibility with existing 

systems and balancing the technology with the human aspect of recruiting. This creates a 

research gap in realising how much transformation in DR has resulted in organisational 

competitiveness as an employer (Shahi and Sinha, 2020). Moreover, the empirical study 

on the benefits, constraints and HR strategic implications of DR is scarce, especially on the 

side of the HR practitioners and decision-makers (Sari, 2024). Findings to address this 

problem are urgent since they can provide viable solutions to enable global-technological 

enterprises to make RPes more efficient, user-friendly, and competitive in the global talent 

market. 
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3.2 Operationalisation of Theoretical Constructs  

The study's theoretical construct is operationalised on the “Technology-

Organisation-Environment” (TOE) framework that provides a rational approach to the 

study of the factors, which influence the DR change (Hassan and El-Shihy, 2023). The 

constructs within the technology environment to gauge to adopt and embrace the use and 

adoption of advanced technologies in the RP are DRTA and DDTA which incorporates AI, 

ATS, analytics, and automation (Zhang, 2024). To ascertain the level of implementation of 

the innovations of technology to enhance effectiveness, precision, and strategic decision-

making of the TA, the variables were applied. 

The constructs include: HR Digital Capability, RPE, EB Strategy, Strategic Talent 

Sourcing Practices and Digital Talent Engagement, which have been operationalised under 

organisational and environmental analyses and incorporates the capacity to capitalise on 

technology within the organisation, and internationally compete (Yu et al., 2022). The 

internal preparedness measures are based on the capabilities and aptitudes of the 

organisation, on the effectiveness of its operations, but the external measures are based on 

the effort to recruit and involve the best talents due to branding, strategic sourcing, and 

digital interaction measures (Guerra, Danvila-del-Valle and Méndez-Suárez, 2023). And 

the last Competitiveness of Employers is the level of effective capitalisation on 

technological resources, organisational resources, and environmental strategies. Any 

construct is transformed into the quantifiable items of the questionnaire, most of which are 

measured by the Likert scale, which not only guarantees that they are applicable to the 

objectives of the study but also allows quantitative analysis to be performed. 

3.3 Research Purpose and Questions  

The study intends to explore the implications of the digital revolution on the RP of 

tech firms across the globe, and also examine how DR instruments can enhance 
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organisational competitiveness and efficacy in getting talents (Elmenzhi et al., 2025). The 

study aims to examine the extent and scope of digital tool usage in recruitment, the 

perceived benefits and implementation challenges, and their effects on recruitment 

efficiency, candidate experience, and alignment with organisational goals (Rathore, 2023). 

Besides, the paper aims to explore the issue of ethics, privacy of data, and strategic 

alignment of digital solutions in the overall HRM. The study aims to offer evidence-based 

projections which, in turn, should help technology companies to optimise the recruitment 

procedures, create a favourable candidate experience, enhance talent management 

decision-making, and reinforce their status as desirable and competitive employers in the 

fast-changing digital environment. 

1. How does “digital recruitment technology adoption” impact “recruitment 

process efficiency” in global technology firms? 

2. In what ways do data-driven talent acquisition practices influence recruitment 

efficiency and digital engagement of potential candidates? 

3. How do HR digital capabilities support efficient recruitment operations and 

promote sustained digital talent engagement? 

4. How do employer branding strategies and strategic talent sourcing practices 

contribute to digital talent engagement in a competitive global talent market? 

5. What is the combined effect of “recruitment process efficiency” and digital 

talent engagement on employer competitiveness in global technology firms? 

3.4 Research Design  

The current study is a “mixed research design”, which is aided by the aspects of 

qualitative research to examine the role of DT in revolutionising technology firms' 

recruitment across the world (Orero-Blat et al., 2024). The only method suitable to this 

study is a quantitative approach since it allows accumulating measurable information 
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regarding a considerably large number of participants and testing the hypothesis, and 

analysing the results (Ghanad, 2023). Simultaneously, the presence of several closed-ended 

questions was guarantee that the study was able to take into account not just the numerical 

trends, but also the contextual perspectives, views, and experiences of the respondents. 

Such a combination of quantitative and qualitative richness offers a balanced framework 

on which to approach the research objectives. 

The main part of the research design is a structured questionnaire survey conducted 

electronically and sent to HR professionals, managers, and decision-makers at global 

technology companies. The survey approach was selected because it is cost-effective, 

efficient, and can be used to collect the data of a sample of 100 respondents in different 

firms and geographical locations (Kuphanga, 2024). By crafting it this way, the study 

allowed making sure that data were collected in a systematic manner within the key areas 

of focus, which were the use of digital recruiting tools, their perceived usefulness, issues, 

and how they relate to the overall organisational goals (Zhang, 2024). It also has the support 

of comparability of responses whereby the same questions are asked to the participants, 

and similar analysis can be made. 

The research design also focuses on the use of statistical analysis on SPSS to 

analyse the data obtained. Descriptive statistics can give a general picture of the general 

tendencies, and the inferential methods like correlation and regression enable the 

investigator to investigate correlations and hypothesis testing about the association 

between digital adoption and recruitment success (Rahman and Muktadir, 2021). The 

reliability and validity of the study are also enhanced by the application of a quantitative 

design because it minimises the researcher's bias and increases replicability (Reed et al., 

2021). In the end, this design was selected to offer objective evidence-based information 
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that can be used to guide recommendations to global technology companies on how to 

improve their RP by undergoing DT. 

3.5 Population and Sample  

The target group includes HR professionals, managers and decision-makers of 

international technology companies directly engaged in TA and recruitment methods. 

These persons are known as key informants since they have the knowledge, experience and 

expertise to give the actual and relevant information about the use of DRT and the 

effectiveness of the employment procedures (Deshpande, 2023). The targeted population 

group believed that the research would go out of its way to make sure that the voice of the 

people who are practically engaged in the development of modalities of recruiting and 

realising the DT programs in the respective organisations is heard. 

The 100 respondents’ sample was chosen using convenience sampling technique. 

It was decided to employ this approach in order to make sure that the respondents meet the 

specifications of the study, including experience in managing the DR procedure and 

prerogative in making decisions concerning talent recruitment (Campbell et al., 2020). The 

sample size is sufficient to perform descriptive and inferential statistical analysis such as 

correlation and regression that would increase the reliability and generalisability of data. 

The article presented a strong evidence on what digital change can entail concerning the 

effectiveness of utilising a specialised and adequately large sample to undertake 

recruitment (Elmenzhi et al., 2025), the experience of the applicants and competitiveness 

of the employers in the world technology firms. 
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3.6 Participant Selection  

The sample of the study will be chosen according to the criteria that the participants 

are directly engaged in the process of recruitment and TA in global technology companies. 

It is focused on the HR professionals, recruitment managers and decision makers who have 

practical experience of utilising the DRT and strategies (Zhang, 2024). The research targets 

individuals that are engaged in such activities, and this implies that the information 

gathered will be pertinent and credible and reflect the real practice and challenges involved 

in the transformation of DR. 

Through the convenience sampling, a sample size is established based on located 

and sampled subjects that have fulfilled the study conditions. This will allow the researcher 

to sample respondents whose expertise is desired hence all respondents will be in a position 

to provide knowledgeable responses to the research questions on digital adoption, 

effectiveness of recruitment, and competitiveness of organisations (Zhang, 2024). It is a 

selective process that is conducted consciously and makes the research more valid and 

closer to the opinions and perceptions of professionals in global technology companies. 

The inclusion and exclusion criteria used to ensure that the participants are giving 

out information that is relevant and meaningful is as follows: 

Table 3.1: Inclusion and Exclusion Criteria (Author’s work) 

Criteria Inclusion Exclusion 

Professional 

Role 

HR professionals, recruitment 

managers, and TA specialists 

directly involved in recruitment 

and digital hiring strategies. 

Employees from non-HR departments 

(e.g., finance, IT support, operations) with 

no recruitment-related responsibilities. 

Industry 

Context 

Participants working within 

global technology firms. 

Participants working in non-technology 

sectors or purely local/domestic firms. 
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Experience At least two years of 

professional experience in 

recruitment and TA, with hands-

on experience using DRT. 

Individuals with less than 2 years of 

relevant experience or those without 

exposure to DRP. 

Decision-

Making 

Authority 

Individuals who influence or 

implement recruitment 

strategies, employer branding, 

or TA policies. 

Individuals with no involvement in 

strategic recruitment decision-making. 

Geographical 

Scope 

Professionals engaged in 

recruitment within global or 

multinational operations. 

Professionals limited to local/national 

recruitment contexts without global 

exposure. 

3.7 Instrumentation  

A structured questionnaire was a primary instrument of the present study that 

collected both quantitative and qualitative data on managers, HR specialists, and decision-

makers of multinational corporations working in the technology sphere.  The questionnaire 

had a structured format, and contents were based on theoretical framework, literature 

review and research objectives. It was also in line with the idea of a digital adoption of 

recruitment technology (Ramachandran, 2023). Employer competitiveness, employer 

engagement with digital talents, recruiter effectiveness, EB and HR digital competence. 

To allow the quantitative measure of the attitudes, behaviours, and outcomes, most 

of the criteria were of five-point Likert scales (“Strongly Disagree to Strongly Agree”). 

likewise, to extract ambient knowledge that fixed-response items might not be able to 

capture, closed-ended questions were added. 

Internal consistency metrics, such as “Cronbach's Alpha” Edelsbrunner, 

Simonsmeier and Schneider (2025), were employed to evaluate the instrument's reliability 

and ensure the scales were reliable enough for additional statistical research.  implementing 

statistical methods like regression, correlation, and descriptive statistics, a carefully 
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planned instrumentation approach guarantees that the data gathered is accurate, reliable, 

and appropriate for addressing the research issues. 

3.8 Data Collection Procedures  

The data for this study were collected through a structured questionnaire survey, 

designed to gather both quantitative and qualitative insights on the adoption of digital 

practices in the RP (Creswell, 2014). The survey questionnaire was sent through electronic 

mediums, through emails and professional networking sites to the HR professionals, 

recruitment managers and decision-makers of international technology companies. The 

results were also to be made clear and reliable so the instrument was first pilot-tested on a 

small group of participants after which changes were made in accordance with their 

feedback (White and Branch, 2008). The respondents were given an introductory statement 

which clarified the purpose of the research, the voluntary characteristics of the participation 

and the guarantee of confidentiality and after this was explained to the respondents, the 

survey was conducted. 

The questionnaire consisted of a mix of closed-ended questions with the Likert 

scale and open-ended questions. Respondents' perceptions towards effectiveness, 

efficiency and challenges of DRT were measured using Likert scale questions and their 

views were given in more details using closed questions so that they could share more 

detailed experience and issues, including the ethical aspects and data privacy (Hansen and 

Świderska, 2023). The number of responses collected per given time was 100, ensuring 

that the target population was adequately covered. Once this was done the responses were 

aggregated and tabulated so that they could be further analysed. 

3.9 Data Analysis  

Using SPSS (“Statistical Package for Social Sciences”) software (Watkins, 2021), 

it was through the assistance of the surveyed data that a structured approach towards the 
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processing and assessment of the quantitative data was possible.  The data were analysed 

using both descriptive and inferential methods to examine trends, relationships, and 

deviations in line with the research objectives. Additionally, a statistical test was performed 

to assess the significance of the identified associations, with further details of the test 

discussed separately. Such a systematic approach to the study ensured that the findings 

could be considered reliable and not contradictory to the general idea of the research. 

• Reliability Testing 

Cronbach Alpha was also determined to each of the scales used in the survey to 

make the questionnaire consistent and reliable (Taber, 2018). The coefficient of reliability 

at 0.7 and above was satisfactory and this confirmed the fact that the survey questions are 

reliably measured to measure the intended constructs. The reliability test is conducted to 

guarantee that the descriptive, correlation and regression findings are sound and true. 

• Descriptive Statistics 

The descriptive statistics gave the general picture of the data obtained and assisted 

to generalise the key features of respondents and their attitudes towards DRP (Cooksey, 

2020). The results obtained by calculating the mean scores were aimed at discovering the 

mean expression of the time when the person answered the survey questions, which was 

the general inclination of the sample. In the meantime, the gap between the mean and the 

responses derived was examined with the help of the standard deviation that determined 

the extent of variation in the perceptions of respondents. These tests gave a clear picture of 

the material trends and consistent information that can then be analysed. 

• Frequency and Percentage Analysis 

Categorical variables, such as demographic information, job description, years of 

experience and company size, were characterized using frequency and percentage 

(Hernandez, 2021). This analysis will allow identifying the most frequent patterns and 
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trends and the most frequent characteristics in the sample by means of displaying the 

number and proportion of respondents in this or that category. This will be so to ensure 

that the demographic makeup of the respondents is well known and give some context to 

the more statistical findings. 

• Correlation Analysis 

Correlations analysis was done to determine the relationship among the important 

variables of the study (Janse et al., 2021). In particular, the magnitude and the direction of 

relation between the variables of DR adoption and recruitment outcomes identified as 

efficiency, candidate experience, and employer competitiveness were established by the 

Pearson correlation coefficient (r). Such an analysis can assist in determining whether the 

increase in the digital adoption is associated with the increase in performance in 

recruitment and other benefits to the organisation. 

• Regression Analysis 

The predictive influence of the adoption of DR on the outcomes of organisations 

was evaluated using regression analysis (Pandey, 2025). Within this approach, the research 

can determine the threshold at which the digital tools influence the effectiveness of the 

recruiting process, the degree of satisfaction among the applicants and the overall 

competitive edge as an employer. Regression analysis can also disentangle the potentially 

confounding effect of other independent variables, and therefore, a more accurate estimate 

of a causal relationship can be made. 

3.10 Research Design Limitations  

Like any other empirical study, the research has some methodological limitations 

that can influence the extent and meaning of the results. Although the design makes it 

relevant to the research objectives, the sample selection, data collection procedures, and 
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the breadth of the sample subjects may pose some limitations. The following are the 

limitations that were used to give transparency and context to the results of the study. 

Table 3.2: Research Design Limitations of the Study (Author’s work) 

Limitation Area Description 

Self-reported data Responses may be influenced by personal bias or inaccurate 

recollection from participants. 

Cross-sectional 

design 

Data was collected at one point in time, preventing analysis of changes 

or long-term trends in DR adoption. 

Participant scope Focused only on HR professionals and managers, excluding 

perspectives from other stakeholders such as job candidates or IT staff. 

Sampling method Convenience sampling limits generalizability since participants were 

selected based on relevance rather than randomization. 

Questionnaire 

structure 

Closed-ended questions may restrict depth of responses, leading to 

incomplete qualitative insights. 

Industry focus Restricted to global technology firms, reducing applicability to other 

sectors or smaller organizations. 

Data collection 

mode 

Reliance on electronic surveys may exclude less tech-savvy 

respondents, introducing potential sampling bias. 

3.11 Conclusion 

The strategy that will be used to study the influence of DT on the hiring practices 

and the subsequent improvement of the employer competitiveness of the multinational 

technology companies have been detailed in the section below.  The study design used in 

this case was quantitative in which a structured questionnaire was employed to administer 

the questionnaire to a convenience sample of managers, decision-makers, and HR 

practitioners.  The instrumentation and data collection methods, the selection of the 

participants, and ethical concerns, including voluntary participation, informed consent, and 

privacy, were mentioned in the chapter. 
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Also, data analysis methodology, which involves the use of SPSS software to 

perform both descriptive and inferential statistical procedures which are supported by 

reliability tests to ensure consistency of the measures was explained. These methodological 

decisions provide a solid foundation for addressing the study’s objectives and ensure that 

the findings are both valid and meaningful. This chapter sets the stage for the analysis, 

interpretation, and discussion of the results presented in the following chapter. 
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CHAPTER IV:  

RESULTS 

4.1 Introduction 

The rapid advancement of “Digitech” has flipped over the ways organizations lure 

potential employees, assess their skills, and eventually retain them, mainly in the highly 

competitive area of the Information Technology (IT) sector.  

DT has pervasively impacted the RP, allowing the use of data-driven tools, 

automated processes, and even AI for the better management of hiring and faster 

acquisition of suitable talent.  

For Indian IT multinationals, this transformation has not just been a mere luxury 

but a necessity towards the strategy that builds the employer's reputation, market 

recruitment, and keeps the company in the global talent pool. The application of technology 

in recruiting has become not only a competitive advantage but also the very essence of the 

organization in terms of survival and sustainability. 

This chapter gives an overview of the results chapter, describing the analytical 

techniques that were applied and how the findings are communicated. 

4.2 Reliability Analysis  

Reliability denotes the ability of a measuring instrument to provide the same or 

very close results, no matter the conditions applied, and to do so consistently. A high 

reliability score signifies that the research tool is trustworthy, and through its use, the 

intended variables will be measured correctly in various situations. 
Table 4.1: Reliability Statistics (Author’s work) 

“Cronbach's Alpha” “N of Items” 

.935 29 
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In Table 4.1, the reliability results are shown with a “Cronbach’s Alpha” value of 

0.935 for 29 items, which suggests excellent internal consistency of the measurement 

instrument. The very high reliability score demonstrates that the survey items used for 

measuring different constructs are very much correlated and represent the intended 

variables consistently. Therefore, the instrument is regarded as statistically reliable for the 

purposes of data analysis and interpretation. 

4.3 Demographic Profile of Respondents 

The demographic characteristics of the respondents, including age, sex, educational 

level, and experience in their respective fields, are presented in this section. The mentioned 

facts facilitate a better comprehension of the sample characteristics and an easier 

interpretation of the variations. 
Table 4.2: Demographics Profile of Respondents (Author’s work) 

Demographic 

Profile 

Category Frequency Percent 

Gender Male 58 58 

Female 42 42 

Age Group (years) 18–24 43 43 

25–34 40 40 

35–44 14 14 

45–54 3 3 

Educational 

Qualification 

Bachelor’s degree 47 47 

Master’s degree 37 37 

Doctorate (PhD) 10 10 

Professional Certification / Diploma 6 6 

Work Experience in 

the IT Sector 

Less than 2 years 52 52 

2–5 years 31 31 

6–10 years 13 13 

11–15 years 4 4 
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Current 

Position/Role 

HR Manager/Recruiter 25 25 

Talent Acquisition Specialist 31 31 

Line Manager 11 11 

Senior Executive/Leadership 17 17 

Other 16 16 

Organization Type Indian IT Multinational 70 70 

Foreign IT Multinational operating in India 30 30 

Organisation Size 

(Number of 

Employees in India) 

Less than 500 43 43 

500–1,999 33 33 

2,000–9,999 18 18 

10,000 and above 6 6 

Region of Work in 

India 

North  50 50 

South  18 18 

East  17 17 

West  4 4 

Central  11 11 

 
Figure 4.1: Gender (Author’s work) 

Figure 4.1 presents data indicating the gender distribution of the sample and its total 

number of respondents (100). Males represented 58% and females 42%. Thus, the presence 
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of male subjects was somewhat larger than that of female subjects, and the sample's gender 

composition can be considered moderately imbalanced. 

 
Figure 4.2: Age Group (Author’s work) 

The age distribution of the respondents can be seen in Figure 4.2, which illustrates 

that the most significant part of the sample (43%) was in the age group of 18–24 years, 

followed by 25–34 years (40%), 35–44 years (14%), and 45–54 years (3%). The main 

contribution of young professionals to the sample suggests a young workforce in the IT 

sector. 

 
Figure 4.3: Educational Qualification (Author’s work) 

Figure 4.3 shows that 47% of the participants had a bachelor’s degree, 37% had a 

Master’s degree, 10% had a Doctorate (PhD), and 6% had a Professional Certification or 
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Diploma. This indicates that the respondents were mostly highly educated, as most of them 

had at least a bachelor's or master's degree. 

 
Figure 4.4: Work Experience in the IT Sector (Author’s work) 

As shown in Figure 4.4, most of the respondents (52%) had experience of less than 

2 years, 31% were in the 2–5 years bracket, 13% had 6–10 years, and just 4% had 11–15 

years of experience. This basically means that the participants were mostly from the early-

career professionals’ group, thus indicating the study captured the viewpoints of the 

relatively new entrants in the IT sector. 

 
Figure 4.5: Current Position/Role (Author’s work) 

According to Figure 4.5, the distribution of job roles among the respondents was as 

follows: 31% TA Specialists, 25% HR Managers/Recruiters, 17% Senior Executives or 
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Leadership, 11% Line Managers, and 16% other roles. The distribution of the respondents' 

job roles is diverse, and there is a considerable representation of HR and recruitment 

professionals. 

 
Figure 4.6: Organization Type (Author’s work) 

As you can see in Figure 4.6, most of the surveyed people, that is, 70%, were 

working for Indian IT Multinational Companies, and only 30% were hired by Foreign IT 

Multinationals that are present in India. This scenario indicates greater involvement of local 

IT companies and underlines the significance of Indian multinationals in the sector. 

 
Figure 4.7: Organization Size (Number of Employees in India) (Author’s work) 

Data presented in Figure 4.7 reveal that 43% of the people surveyed were working 

in companies that had less than 500 employees, 33% in firms that had 500 to 1,999 
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employees, 18% in companies that had 2,000 to 9,999 employees, and 6% in organizations 

that had 10,000 or more employees. Thus, the sample was mostly made up of smaller and 

mid-sized IT companies. 

 
Figure 4.8: Region of Work in India (Author’s work) 

As represented in Figure 4.8, respondents were mainly from North India with a 

percentage of 50, while 18% were from South India, East India had 17%, Central India had 

11%, and West India had the lowest percentage of 4%. This shows that the study was 

mostly conducted in the northern region, perhaps due to the IT operations being 

concentrated in that region or the sample being more accessible there. 

4.4 Frequency Analysis  

In this section, the respondents’ tendencies and choices on various factors are laid 

out through frequency and percentage distributions. 

Digital Recruitment Technology Adoption 

The term 'DRTA' upholds the deployment of sophisticated instruments like AI-

based screening systems, applicant tracking software, and online platforms to make the 

hiring process more efficient. This part of the study illustrates how often the respondents 

indicated the use of DR tools in the IT multinational industry. It also provides insights into 
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the precursors and usage patterns of the technologies, such as ATS, AI tools, and 

automation. 
Table 4.3: Digital Recruitment Technology Adoption (Author’s work) 
 Variable  Freq/% SD D N A SA 
Recruitment automation tools (e.g., applicant 
tracking systems, AI screening tools) are 
widely adopted in our hiring process. 

Frequency 9 13 24 36 18 
Percent 9 13 24 36 18 

Digital recruitment technologies have 
improved the speed of candidate shortlisting 
and selection. 

Frequency 5 11 20 38 26 

Percent 5 11 20 38 26 
Adoption of digital technologies has enhanced 
the overall quality of candidates recruited. 

Frequency 5 9 18 37 31 
Percent 5 9 18 37 31 

SD = “Strongly Disagree”, D = “Disagree”, N = “Neutral”, A = “Agree”, SA = “Strongly 
Agree” 

 
Figure 4.9: Recruitment automation tools (e.g., applicant tracking systems, AI screening 
tools) are widely adopted in our hiring process.) (Author’s work) 

Figure 4.9 presents the data that 36% of the respondent’s “A” hiring procedures 

frequently involve the use of recruitment automation solutions, such as AI screening tools 

and ATS, with 18% of them being “SA”. On the other hand, 13% “D”, 9% “SD”, and 24% 

were “N”. This implies that on the one hand, some companies are still very cautious and 
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very limited in their use of automation technology in recruitment, while on the other hand, 

many organisations have accepted the technology. 

 
Figure 4.10: Digital recruitment technologies have improved the speed of candidate 
shortlisting and selection. (Author’s work) 

According to Figure 4.10, out of respondents, 38% agreed, and 26% “SA” that the 

implementation of DRT resulted in quicker candidate shortlisting and selection. On the 

other hand, 20% were of the “N” opinion, 11% “D”, and 5% “SD”. This shows that there 

was a very favourable attitude towards the efficiency advantages that digital tools brought 

to the recruitment operations by streamlining the process. 

 
Figure 4.11: Adoption of digital technologies has enhanced the overall quality of 
candidates recruited. (Author’s work) 
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As per the data presented in Figure 4.11, 37% of survey participants expressed “A”, 

while 31% expressed “SA” that the incorporation of Digitech has improved the overall 

quality of recruited candidates. The “N” response was given by 18% of the respondents, 

while 9% chose “D”, and 5% “SD”. Therefore, one can assume the resumes of these 

findings that most of the respondents do believe that the DRS are a contributing factor to 

the observed improvement in the quality of hires. 

Data-Driven Talent Acquisition Practices 

DDTA practices are about making recruitment decisions backed by analytics and 

candidate information. This part of the survey shows how often organizations have 

accepted data-driven methods, such as making hiring decisions based on analytics and 

getting predictive insights about talent. It gives an idea of the extent to which data is 

incorporated in recruitment strategies. 
Table 4.4: Data-Driven Talent Acquisition Practices (Author’s work) 

 Variable  Freq/% SD D N A SA 

My organisation uses candidate 

data (skills, experience, digital 

footprint) to match talent 

effectively with job requirements. 

Frequency 2 12 19 43 24 

Percent 2 12 19 43 24 

Data-driven insights have 

improved the efficiency of our 

recruitment process. 

Frequency 3 11 26 35 25 

Percent 3 11 26 35 25 

Data analytics tools help us in 

engaging and attracting potential 

candidates digitally. 

Frequency 2 11 22 36 29 

Percent 2 11 22 36 29 
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Figure 4.12: My organisation uses candidate data (skills, experience, digital footprint) to 
match talent effectively with job requirements. (Author’s work) 

Figure 4.12 shows that 43% of the participants believed their company matches the 

right person with the job requirements by considering the candidate's data like skills, 

experience, and online activity; 24% were of the same opinion “SA”; 12% “D”; 19% took 

a “N” position; and 2% “SD”. As a result, it can be inferred that most companies are 

employing candidate data to enhance the precision of their hiring choices. 

 
Figure 4.13: Data-driven insights have improved the efficiency of our recruitment 
process. (Author’s work) 

As depicted in Figure 4.13, a total of 60% of those surveyed reported that data-

driven insights had a favourable impact on the effectiveness of their hiring process, with 



 
 

105 

35% and 25% respectively in the categories of “A” and “SA”. On the other hand, the “N” 

of 26%, “D” of 11%, and the “SD” of 3% formed the minority opinion. The findings 

indicate that most of the people involved see the role of data analytics as a major one in the 

RP and rather decisions being made smooth. 

 
Figure 4.14: Data analytics tools help us in engaging and attracting potential candidates 
digitally. (Author’s work) 

Figure 4.14 illustrates that 36% of the participants were in “A” and 29% were in 

“SA” that data analysis tools are very helpful in the digital way of engaging and attracting 

the future candidates. 22% had “N”, while 11% and 2% expressed their “D” and “SD”, 

respectively. This result draws attention to the fact that the use of analytics tools in 

recruitment strategies has become even more essential in terms of digital outreach and 

candidate management. 

HR Digital Capabilities 

The term 'HR digital capabilities' encompasses the proficiency and expertise of HR 

employees in employing digital resources and platforms for the purpose of hiring and 

managing personnel. This part is dedicated to the digital skills of HR staff, among which 

the adoption of contemporary HR tech and tools is included. It evaluates the level of digital-

savvy HR teams in the process of facilitating the transformation of recruitment. 



 
 

106 

Table 4.5: HR Digital Capabilities (Author’s work) 

 Variable  Freq/% SD D N A SA 

The HR team in my organisation is well-

trained to use digital recruitment platforms and 

tools. 

Frequency 1 11 24 32 32 

Percent 1 11 24 32 32 

My organisation has advanced HR digital 

systems (e.g., HRMS, ATS, AI tools) that 

support recruitment processes. 

Frequency 2 7 28 39 24 

Percent 2 7 28 39 24 

HR professionals in my organisation 

effectively leverage digital technologies to 

attract and engage candidates. 

Frequency 3 8 19 45 25 

Percent 3 8 19 45 25 

Strong HR digital skills have enabled sustained 

engagement with potential and existing digital 

talent. 

Frequency 1 8 27 35 29 

Percent 1 8 27 35 29 

 
Figure 4.15: The HR team in my organisation is well-trained to use digital recruitment 
platforms and tools. (Author’s work) 

As shown in Figure 4.15, 32% of participants were in “A” and another 32% were 

in “SA” that their HR team was adequately educated to use DRT and platforms. Just 1% 

“SD” totally, 11% did “D”, and 24% did “N” position. This indicates the predominant view 
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that HR professionals have adequate digital skills to operate the latest hiring technologies 

effectively. 

 
Figure 4.16: My organization has advanced HR digital systems (e.g., HRMS, ATS, AI 
tools) that support recruitment processes. (Author’s work) 

Figure 4.16 reveals that 39% of the participants “A” and 24% “SA” that their 

company possessed sophisticated digital HR systems like HRMS, ATS, and AI tools for 

recruitment assistance. 28% kept a “N” position, 7% “D”, and 2% “SD” with the statement. 

The inference is that the greater part of the organizations has already put money into the 

powerful digital infrastructures that make the RP not only faster but also based on data. 

 
Figure 4.17: HR professionals in my organization effectively leverage digital 
technologies to attract and engage candidates. (Author’s work) 
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It is indicated by Figure 4.17 that 45% of the people surveyed “A”, and 25% “SA” 

that the use of Digitechs by HR professionals in their company was the effective means of 

attracting and engaging candidates. On the other side, 19% were “N”, 8% “D” and 3% 

totally “SD”. Such results give a clear picture that HR departments are increasingly active 

and competent in using digital tools for candidate engagement. 

 
Figure 4.18: Strong HR digital skills have enabled sustained engagement with potential 
and existing digital talent. (Author’s work) 

As illustrated in Figure 4.18, 35% of participants expressed “A” and 29% expressed 

“SA” with the statement that the possession of robust HR digital skills has contributed to 

the engagement of both current and potential digital talents over the long run. Only 8% of 

the people “D” with the statement, 1% “SD”, and 27% remained “N”. It can thus be 

concluded that the ability to maintain long-term talent relationships in the digital ecosystem 

is primarily dependent on the digital competency of HR professionals. 

Employer Branding 

Building up the EB is the process, which involves the painting of the organization 

in a good light to lure and keep the best people. This part reveals how often the employers' 

branding practices are implemented via electronic means. It shows the way letting the 
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potential employees know about the company's value is done by the firms through the 

internet. 
Table 4.6: Employer Branding (Author’s work) 

 Variable  Freq/% SD D N A SA 

Employer branding initiatives 

(e.g., career sites, social media 

presence) positively influence 

candidates' decision to apply. 

Frequency 4 9 17 37 33 

Percent 4 9 17 37 33 

A strong employer brand helps my 

organisation attract high-quality 

digital talent. 

Frequency 0 12 13 46 29 

Percent 0 12 13 46 29 

Employer branding strategies 

enhance long-term engagement 

with potential candidates. 

Frequency 1 8 23 42 26 

Percent 1 8 23 42 26 

 
Figure 4.19: Employer branding initiatives (e.g., career sites, social media presence) 
positively influence candidates' decision to apply. (Author’s work) 

EB efforts, including career websites and a presence on SM, have “A” on 

candidates' decisions to apply, according to 37% of the respondents, with 33% being “SA”. 

In contrast, 4% were in “SD”, 9% “D”, and 17% did “N”. This indicates that the views and 

application intent of applicants are greatly influenced by corporate branding. 
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Figure 4.20: A strong employer brand helps my organization attract high-quality digital 
talent. (Author’s work) 

According to Figure 4.20, 46% of the participants “A” and 29% “SA” that a strong 

EB is a factor that helps their organization attract high-quality digital talent. A 13% share 

chose “N”, while the opposite of 12% “D”, and no one at all was “SD” this statement. The 

results have underlined the great role played by employee reputation in luring experts 

among the intensely competing field of digital jobs. 

 
Figure 4.21: Employer branding strategies enhance long-term engagement with potential 
candidates. (Author’s work) 
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The chart depicted in Figure 4.21 shows that 42% of those surveyed were in “A” 

and 26% were in “SA” that the strategies related to EB were responsible for increasing the 

long-term engagement with the future candidates. On the other hand, there were 23% “N” 

responses, 8% “D”, and just 1% “SD”. This indicates that if companies keep on branding 

their employers consistently, they will not only attract new candidates but also maintain 

the existing connections with the digital talents of the future throughout the period. 

Strategic Talent Sourcing 

Talent sourcing strategy is a process that aims at the professional candidates who 

possess the skills required to fulfil the organization's long-term objectives. This part of the 

report deals with the question of how frequently companies resort to digital means for 

finding and obtaining candidates. It also gives an account of the effectiveness of the multi-

channel digital sourcing strategy in the development of strong talent pipelines. 
Table 4.7: Strategic Talent Sourcing (Author’s work) 

 Variable  Freq/% SD D N A SA 

Strategic talent sourcing practices 

in my organization help in 

attracting high-quality digital 

talent. 

Frequency 2 4 20 47 27 

Percent 2 4 20 47 27 

Talent sourcing strategies are 

aligned with long-term 

organizational workforce needs. 

Frequency 1 9 20 39 31 

Percent 1 9 20 39 31 

Data and market insights are used 

to identify and target the right 

talent pools. 

Frequency 5 6 13 50 26 

Percent 5 6 13 50 26 

Strategic sourcing practices have 

improved candidate engagement 

and reduced time-to-hire. 

Frequency 1 16 25 32 26 

Percent 1 16 25 32 26 
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Figure 4.22: Strategic talent sourcing practices in my organization help in attracting 
high-quality digital talent. (Author’s work) 

In Figure 4.22, 27% “SA”, and 47% “A” that the strategic talent sourcing 

techniques of their company help in attracting top-digital talent. On the other hand, 4% 

“D”, 2% “SD”, and 20% have “N”. This is a clear indication that most enterprises can 

improve their digital workforce by means of clever sourcing. 

 
Figure 4.23: Talent sourcing strategies are aligned with long-term organizational 
workforce needs. (Author’s work) 

Figure 4.23 indicates that 39% of the participants were “A” and 31% were “SA” 

that their talent sourcing strategies were in line with the long-term needs of the 

organization's workforce. 20% “N”, 9% were “D”, and 1% were “SD”. The results point 
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to the fact that strategic workforce planning is being incorporated into the RP of many 

organizations as a means of developing talent sustainably. 

 
Figure 4.24: Data and market insights are used to identify and target the right talent 
pools. (Author’s work) 

As displayed in Figure 4.24, half of the participants (50%) “A”, and one-fourth 

(26%) gave their “SA” that data and market insights are applied to spot and focus on the 

right talent pools. Likewise, 13% took a “N” stance, while 6% “D” stance and 5% 

expressed “SD”. This places emphasis on the growing dependence of organizations on 

analytics and market intelligence for better accuracy in talent sourcing. 

 
Figure 4.25: Strategic sourcing practices have improved candidate engagement and 
reduced time-to-hire. (Author’s work) 
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Based on Figure 4.25, a percentage allocation of 26% for “SA” and 32% for “A” 

was given to the opinion that the implementation of strategic sourcing tactics had resulted 

in the shortening of hiring time and raising of applicant interest. On the opposite side, 16% 

took the position of “D”, 1% “SD”, and 25% held a “N” stance. This justifies the conclusion 

that most companies acknowledging the benefits of strategic sourcing do not still rather 

few depending on their situation to get the most out of the engagement and recruitment 

effectiveness. 

Recruitment Process Efficiency 

The effectiveness and speed of hiring techniques in selecting suitable candidates 

are the factors that determine the efficiency of the RP. This part presents the frequency 

with which the respondents consider digital tools to increase recruitment speed, precision, 

and process efficiency. It points out the advancements in workflow automation and 

applicant filtering. 
Table 4.8: Recruitment process efficiency (Author’s work) 

 Variable  Freq/% S D D N A S A 

The recruitment process in my 

organisation is completed within a 

reasonable time frame. 

Frequency 2 8 21 46 23 

Percent 2 8 21 46 23 

Digital tools have helped reduce the 

time-to-hire in my organisation. 

Frequency 1 9 23 47 20 

Percent 1 9 23 47 20 

Recruitment operations are well-

structured and streamlined through 

technology. 

Frequency 1 9 10 47 33 

Percent 1 9 10 47 33 
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Figure 4.26: The recruitment process in my organisation is completed within a 
reasonable time frame. (Author’s work) 

Figure 4.26 illustrates that 46% of the participants considered and 23% considered 

“SA” with the RP in their company being finalised in a reasonable time. On the other hand, 

21% expressed “N”, 8% “D”, and only 2% “SD”. This indicates that most of the 

organisations are using the proper time for recruitment, thus allowing for the quick making 

of decisions regarding hiring. 

 
Figure 4.27: Digital tools have helped reduce the time-to-hire in my organisation. 
(Author’s work) 
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As depicted in Figure 4.27, 47% of people surveyed “A”, and 20% who “SA”, that 

DigiTech has enabled their company to shorten the hiring time. On the other hand, only 

1% of respondents were “SD” while 9% expressed “D” and 23% took “N”. These findings 

indicate that there is a widespread consensus that the use of Digitech’s has not only 

quickened the process of selecting candidates but also made it easier to recruit them. 

 
Figure 4.28: Recruitment operations are well-structured and streamlined through 
technology. (Author’s work) 

Based on Figure 4.28, 47% of the people surveyed say that recruitment operations 

are well-structured and streamlined with the help of technology – so “A”, while 33% of 

them hold that “SA”. Just 10% were “N”, 9% “D” the statement, and 1% did “SD”. This, 

on the other hand, indicates that technology has been an indispensable factor in arranging 

RP and improving their efficiency in total. 

Digital Talent Engagement 

Engagement of digital talents is a procedure through which the potential candidates 

are attracted, interacted with, and retained by the means of online platforms and digital 

tools. It is a process that maintains communication channels and builds relationships 

throughout the recruiting period. The present part presents the ideas of participants about 
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how often digital engagement activities, such as chatbots, digital communication tools, and 

interactive recruitment platforms, are used to attract and develop talent. 
Table 4.9: Digital talent engagement (Author’s work) 
 Variable  Freq/% S D D N A S A 
My organization actively engages 
with potential candidates through 
digital platforms (e.g., LinkedIn, job 
portals, social media). 

Frequency 4 8 27 40 21 
Percent 4 8 27 40 21 

Digital communication tools (e.g., 
chatbots, email campaigns, virtual 
career fairs) are effectively used to 
connect with candidates. 

Frequency 2 11 15 41 31 
Percent 2 11 15 41 31 

Candidates show higher interest in 
applying due to continuous digital 
interaction with the organization. 

Frequency 2 7 23 42 26 
Percent 2 7 23 42 26 

 
Figure 4.29: My organisation actively engages with potential candidates through digital 
platforms (e.g., LinkedIn, job portals, social media). (Author’s work) 

According to Figure 4.29, most respondents (40%) , plus 21% of them “, SA”, were 

of the opinion that the organisation conducts active engagement via digital platforms such 

as LinkedIn, job portals, and SM with potential candidates. Along with that, 27% were 



 
 

118 

“N”, 8% were “D” and 4% were “SD” against this viewpoint. Thus, it can be inferred that 

the digital presence of organizations is not only for maintaining but also for attracting 

potential candidates. 

 
Figure 4.30: Digital communication tools (e.g., chatbots, email campaigns, virtual career 
fairs) are effectively used to connect with candidates. (Author’s work) 

As illustrated in Figure 4.30, 31% of the survey participants expressed their “SA” 

and 41% expressed their “A” towards the hiring of applicants as a successful use of digital 

communication technologies such as chatbots, email marketing, and virtual career fairs. In 

contrast, 11% were “D”, 2% were “SD”, and 15% took a “N” position. This suggests that 

a large reliance on digital communication methods supports active and effective candidate 

engagement. 
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Figure 4.31: Candidates show higher interest in applying due to continuous digital 
interaction with the organisation. (Author’s work) 

The data represented in Figure 4.31 shows that 42% of those surveyed were in “A” 

and 26% were in “SA” with the statement that permanent digital interaction with the 

organization would bring about the increase in applicants' interest. At the same time, there 

were 23% who were “N”, 7% who “D”, and 2% who “SD” with the idea. All these findings 

highlight that constant digital interaction boosts candidates' excitement and makes the 

employer-candidate bond stronger. 

Candidate Digital Engagement 

Candidate digital engagement is a term that describes the interaction of future 

candidates with a company via digital means during the RP. This part studies candidates' 

interaction with DRT, such as application portals, career sites, and mobile-optimised 

interfaces. It showcases the level of candidate participation in digital presence points. 
Table 4.10: Candidate digital engagement (Author’s work) 

 Variable  Freq/% S D D N A S A 

I am more likely to apply for a 

position when the organisation 

maintains active digital 

engagement. 

Frequency 3 10 19 38 30 

Percent 3 10 19 38 30 

The use of digital platforms has 

improved my overall experience as 

a candidate. 

Frequency 3 11 15 38 33 

Percent 3 11 15 38 33 

Ongoing digital interaction with 

the organisation strengthens my 

interest in future opportunities. 

Frequency 9 6 19 36 30 

Percent 9 6 19 36 30 
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Figure 4.32: I am more likely to apply for a position when the organisation maintains 
active digital engagement. (Author’s work) 

Figure 4.32 shows that, 38% of the respondents were “A”, while 30% were in “SA” 

that they would consider applying for a position in a company that was actively engaging 

with the digital audience. At the same time, 19% were “N”, 10% “D”, and 3% “SD”. This 

reveals that organisations that keep a strong digital presence and interaction are likely to 

receive more applicant interest. 

 
Figure 4.33: The use of digital platforms has improved my overall experience as a 
candidate. (Author’s work) 

As illustrated in Figure 4.33, Digital platforms were seen by 38% of the respondents 

who “A” and 33% who “SA” as having a positive impact on the applicants' overall 
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experience. On the other hand, 3 percent “SD”, 11% “D” and 15% were “N”. The findings 

suggest that DRP have an advantageous effect on candidate satisfaction by enhancing 

transparency and user-friendliness. 

 
Figure 4.34: Ongoing digital interaction with the organisation strengthens my interest in 
future opportunities. (Author’s work) 

From the data presented in Figure 4.34, it can be noted that 36% of the respondents 

responded positively with “A” and 30% with “SA” on the matter that continuous digital 

interaction with an organisation increases their interest in future opportunities. In contrast, 

19% of the respondents maintained “N” positions, 6% expressed “D”, and 9% showed 

“SD”. It can be concluded, therefore, that regular digital interaction keeps the candidates 

engaged for a long period of time and makes the organisation more attractive for future 

hiring. 

Employer Competitiveness 

Competitiveness of employers consists in the ability of the company to attract, 

recruit, and retain the best personnel more efficiently than its rivals. This part assesses the 

role of DT practices in improving the employer's competitive position in the talent market. 

It shows the opinion of the respondents about the company's attractiveness and being a step 

ahead strategically. 
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Table 4.11: Employer Competitiveness (Author’s work) 

 Variable  Freq/% SD D N A S A 

Digital recruitment strategies have 

improved my organisation's position 

in the talent market. 

Frequency 1 14 18 45 22 

Percent 1 14 18 45 22 

My organisation is more 

competitive than others in hiring 

high-quality candidates. 

Frequency 3 12 13 40 32 

Percent 3 12 13 40 32 

Effective use of digital tools in 

recruitment has strengthened my 

organisation's employer brand. 

Frequency 2 6 21 40 31 

Percent 2 6 21 40 31 

 
Figure 4.35: Digital recruitment strategies have improved my organisation's position in 
the talent market. (Author’s work) 

Figure 4.35 reveals that 45% of the participants were “A” and 22% were “SA” in 

favour of the view that the implementation of DRS has given their company a better 

position in the talent market. Besides, 18% took a “N” position, 14% went in “D”, and 

merely 1% was in “SD”. In other words, it seems that the use of DR methods has been a 

factor of competitiveness and visibility in the market that has benefited the majority of the 

organisations. 
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Figure 4.36: My organisation is more competitive than others in hiring high-quality 
candidates. (Author’s work) 

As depicted in Figure 4.36, 32% and 40% of the respondents respectively, “SA” 

and “A” that their company was more competitive than others in hiring qualified people. 

Conversely, 3% were “SD” of the opinion that the company was least competitive, while 

12% and 13% were “N” and “D” respectively. Based on these results, it can be said that 

DR measures have enhanced the ability of several companies to attract and hire the best 

talent successfully. 

 
Figure 4.37: Effective use of digital tools in recruitment has strengthened my 
organisation's employer brand. (Author’s work) 

As seen in Figure 4.37, 40% of the survey participants “A” and 31% of them were 

“SA” about stating that their EB had been enhanced due to the efficient use of digital tools 
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in recruitment. At the same time, 21% took a “N” position, 6% were “D”, and 2% “SD”. 

This reveals that the use of technology in recruitment not only increases the effectiveness 

of hiring but also creates an attractive employer image in the digital job market that is 

competitive. 

4.5 Descriptive Analysis  

This section showcases the typical values and variances in the form of descriptive 

statistics for all core constructions. It presents a numerical summary of the respondents' 

general views on DR and competition. 
Table 4.12: Descriptive Statistics (Author’s work) 
 N Mean Std. 

Deviation Statistic Std. Error 
Gender 100 1.42 .050 .496 
Age Group 100 1.77 .080 .802 
Educational Qualification 100 1.75 .087 .869 
Work Experience in IT Sector 100 1.69 .085 .849 
Current Position/Role 100 2.68 .143 1.428 
Organization Type 100 1.30 .046 .461 
Organisation Size (Number of 
Employees in India) 

100 1.87 .092 .917 

Region of Work in India 100 2.08 .135 1.353 
Digital recruitment technology adoption 100 3.9900 .10492 1.04924 
Data-driven talent acquisition practices 100 4.0800 .08000 .80000 
HR digital capabilities 100 4.2000 .07654 .76541 
Employer branding 100 4.2300 .08147 .81470 
Strategic talent sourcing 100 4.2300 .07366 .73656 
Recruitment process efficiency 100 4.2400 .07670 .76700 
Digital talent engagement 100 4.1600 .08613 .86129 
Candidate digital engagement 100 4.1600 .08254 .82536 
Employer competitiveness 100 4.2100 .08077 .80773 
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The statistics shown in Table 4.12 offer a clear picture of the respondents’ opinions. 

All major constructs indicate high mean scores; thus, it could be interpreted as a very 

positive view of the DRP and its impact on organisational performance. The mean values 

for the principal factors - DRTA (M = 3.99, SD = 1.049), DDTA Practices (M = 4.08, SD 

= 0.800), HR Digital Capabilities (M = 4.20, SD = 0.765), EB (M = 4.23, SD = 0.815), 

Strategic Talent Sourcing (M = 4.23, SD = 0.737), RPE (M = 4.24, SD = 0.767), Digital 

Talent Engagement (M = 4.16, SD = 0.861), Candidate Digital Engagement (M = 4.16, SD 

= 0.825), and Employer Competitiveness (M = 4.21, SD = 0.808)—all exceeds the 

threshold of 3.9, thereby showing a mostly positive attitude towards the DT in the RP. The 

low standard deviations additionally point at a strong uniformity in the respondents’ 

answers. To put it simply, these first results led the researchers to discard the null 

hypothesis of no significant correlation between DRS and organisational competitiveness, 

while the alternative hypothesis of a significant positive impact is accepted, thus 

concluding that DRT, when properly put into practice, not only improve recruitment 

efficiency but also the competitiveness of employers in the IT sector. 

4.6 Hypothesis Testing 

The statistical tests performed to verify the study's hypotheses are revealed in this 

section. It comprises the correlation, regression, or other tests as well employed for 

assessing the variables' interrelationships. 

Hypothesis 1 

• H₀1: “Adoption of digital recruitment technologies does not have a significant 

influence on “recruitment process efficiency” (RPE) in IT multinationals in 

India”. 

• H1: “Adoption of digital recruitment technologies positively influences 

recruitment process efficiency in IT multinationals in India”. 
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Table 4.13: Correlation between Digital Recruitment Technology and Process Efficiency 
(Author’s work) 

Variables Digital Recruitment 

Technology Adoption 

Recruitment 

Process Efficiency 

“Digital Recruitment Technology 

Adoption” 

1.000 0.625** 

“Recruitment Process Efficiency” 0.625** 1.000 

Statistical Details 

“Sig. (2-tailed)” — 0.000 

“N” 100 100 

In Table 4.13 a Spearman’s rho of 0.625 with a p-value of 0.000 is pointed out. 

This is a pairing that indicates a very strong relationship at the 0.01 level (2-tailed). A 

significant positive correlation of this kind means that hiring processes are along the same 

lines of being more effective as organisations move towards the full usage of DRT. In other 

words, the greater the amount of AI-based screening tools, ATS platforms, and automated 

communication systems, the smoother, faster, and more effective the recruitment 

outcomes. This relationship being positive and statistically significant, “the alternative 

hypothesis H1—is thus accepted, and the null hypothesis H01, which states no significant 

relationship, is therefore rejected”. 

Hypothesis 2 

• H₀₂: “Data-driven talent acquisition practices do not have a significant 

influence on recruitment efficiency and candidate digital engagement in IT 

multinationals in India”. 

• H2: “Data-driven talent acquisition practices positively influence both 

recruitment efficiency and candidate digital engagement”. 
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Table 4.14: Correlation among Data-Driven Talent Acquisition, Recruitment Efficiency, 
and Candidate Digital Engagement (Author’s work) 

Variables Data-Driven Talent 

Acquisition Practices 

Recruitment 

Process Efficiency 

Candidate Digital 

Engagement 

“Data-Driven Talent 

Acquisition Practices” 

1.000 0.575** 0.543** 

“Recruitment Process 

Efficiency” 

0.575** 1.000 0.648** 

“Candidate Digital 

Engagement” 

0.543** 0.648** 1.000 

Statistical Details 

“Sig. (2-tailed)” – 0.000 0.000 

“N” 100 100 100 

The results of Spearman's ρ presented in Table 4.14 show the existence of 

significant positive correlations among the three variables, namely, DDTA Practices, RPE, 

and Candidate Digital Engagement. The correlation coefficient for DDTA Practices and 

RPE is 0.575 (p = 0.000), which is significant at the 0.01 level, while that for DDTA 

Practices and Candidate Digital Engagement is 0.543 (p = 0.000), which is also significant 

at the 0.01 level. Furthermore, the correlation between RPE and Candidate Digital 

Engagement is even stronger at 0.648 (p = 0.000). The above results imply that data-driven 

organisations not only gain an RP that is more efficient but also that their candidates are 

more digitally engaged. Hence, the null hypotheses H02, which claimed no association 

between the studied variables, are rejected and the alternative hypotheses H2, which 

posited significant relationships, are accepted. This means that these data-driven 

recruitment practices are contributing to process efficiency and lasting candidate digital 

interaction during hiring through online channels. 
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Hypothesis 3 

• H₀₃: “HR digital capabilities do not have a significant effect on recruitment 

process efficiency and sustained digital talent engagement in IT multinationals 

in India”. 

• H3: “HR digital capabilities positively support efficient recruitment operations 

and sustained digital talent engagement”. 
Table 4.15: Correlation among HR Digital Capabilities, Recruitment Efficiency, and 
Digital Talent Engagement (Author’s work) 

Variables HR Digital 
Capabilities 

Recruitment Process 
Efficiency 

Digital Talent 
Engagement 

HR Digital 
Capabilities 

1.00 0.715** (p = .000) 0.643** (p = .000) 

Recruitment Process 
Efficiency 

0.715** (p = .000) 1.00 0.624** (p = .000) 

Digital Talent 
Engagement 

0.643** (p = .000) 0.624** (p = .000) 1.00 

Note: 
• N = 100 
• “Significance level: p < .01 is indicated by .00 (two-tailed)” 
• “Strong positive correlations are observed between all three variables”. 

Table 4.15 shows that through the Spearman rho analysis, it is obvious and 

significant that there is a relationship between Digital Talent Engagement, RPE, and HR 

Digital Capabilities. The correlation between the HR Digital Capabilities and RPE (0.715, 

p = 0.000) is strong and positive implying that with the increase in digital HR skills, the 

recruitment systems become much more efficient. In the same way, the correlations of HR 

Digital Capabilities and Digital Talent Engagement (0.643, p = 0.000), and RPE and Digital 



 
 

129 

Talent Engagement (0.624, p = 0.000) also indicate that digital maturity in HR does not 

only increases internal efficiency but also improves the potential of an organisation to 

recruit and engage digital savvy talent. Because all correlations are not less significance at 

the 0.01 level, “the findings reject the null hypothesis (H03) and support the alternative 

hypothesis (H3), as the HR digital capabilities are the key to the improvement of recruiting 

results and developing effective digital levels of engagement”. 

Hypothesis 4 

• H₀₄: “Employer branding and strategic talent sourcing do not have a significant 

influence on digital talent engagement in IT multinationals in India”. 

• H4: “Employer branding and strategic talent sourcing positively influence 

digital talent engagement in IT multinationals in India”. 
Table 4.16: Model Summary and Fit Statistics (Author’s work) 

“Category” “Statistic” “Value” “df” “Sig.” 

“Model Fitting 
Information” 

“-2 Log Likelihood (Intercept Only)” 133.866 — — 
“-2 Log Likelihood (Final Model)” 36.045 — — 
“Chi-Square” 97.821 2 .000 

“Goodness-of-Fit” 
“Pearson Chi-Square” 10.601 22 .980 
“Deviance” 10.337 22 .983 

“Pseudo R-Square” 
“Cox & Snell” .624 — — 
“Nagelkerke” .691 — — 
“McFadden” .419 — — 

The combined model summary and fit statistics show that the final model is much 

more effective in the sense that it fits the data much better as the Chi-square value of 97.821 

is significantly high with the significance level of p =.000. “Goodness of fit” outcomes also 

indicate that the model is adequate since both Pearson (2 = 10.601, p =.980) and Deviance 

(2= 10.337, p =.983) tests yield high “p-values”, indicating that the model is suitable and 

there are no significant differences between the observed and predicted values. Also, the 
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pseudo-R-Squared values (“Cox and Snell .624, Nagelkerke .691, and McFadden .419”) 

suggest that the model explains a high percentage of the variance of the outcome variable, 

consequently a high level of predictive power. Overall, the results indicate that the model 

is statistically powerful, robust, and helpful in the elaboration of relationships in the 

dataset. 
Table 4.17:  Parameter Estimates (Author’s work) 

 Estimate Std. Error Wald df Sig. 95% Confidence Interval 

Lower 

Bound 

Upper 

Bound 

Threshold [DTE = 2.00] 10.499 1.726 37.023 1 .000 7.117 13.881 

[DTE = 3.00] 13.543 1.993 46.185 1 .000 9.637 17.448 

[DTE = 4.00] 17.365 2.354 54.420 1 .000 12.751 21.979 

Location EB 1.681 .394 18.176 1 .000 .908 2.453 

STS 2.180 .441 24.393 1 .000 1.315 3.044 

As per the table 4.17 The findings reveal that both EB and Strategic Talent Sourcing 

(STS) impact Digital Talent Engagement (DTE) strongly and positively as evidenced by 

their respective parameter estimates: EB = 1.681, p = .000; STS = 2.180, p = .000. This 

means that companies that invest in good EB and have excellent sourcing strategies are 

more likely to attract, engage, and retain digital talent. The validity of these predictors is 

furthermore reinforced by the high Wald statistics and the tight confidence intervals. 

“Thus, the null hypothesis H04 gets rejected, while the alternative hypothesis H4 gets 

accepted, which means that EB and STS have a significant positive effect on DTE, thereby 

improving overall recruitment results through DT”. 

Hypothesis 5 

• H₀₅: “Recruitment process efficiency and digital talent engagement do not have 

a significant impact on overall employer competitiveness in IT multinationals 

in India”. 
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• H5: “Recruitment process efficiency and digital talent engagement jointly have 

a positive impact on overall employer competitiveness”. 
Table 4.18: Model Summary and Fit Statistics (Author’s work) 

“Category” “Statistic” “Value” “df” “Sig.” 

“Model Fitting 

Information” 

“-2 Log Likelihood (Intercept Only)” 119.441 — — 

“-2 Log Likelihood (Final Model)” 49.008 — — 

“Chi-Square” 70.433 2 .000 

“Goodness-of-Fit” 
“Pearson Chi-Square” 20.552 28 .844 

“Deviance” 17.728 28 .933 

“Pseudo R-Square” 

“Cox & Snell” .506 — — 

“Nagelkerke” .567 — — 

“McFadden” .317 — — 

The evaluation of the merged model demonstrates a clear improvement over the 

intercept-only model, with a highly significant Chi-square value of 70.433 (df = 2, p = 

.000). Goodness-of-fit tests further confirm the model’s adequacy, as both the Pearson Chi-

square (20.552, p = .844) and Deviance (17.728, p = .933) indicate no significant 

discrepancies between observed and predicted values. The pseudo-R-square measures—

Cox and Snell (.506), Nagelkerke (.567), and McFadden (.317)—suggest that the model 

captures a substantial portion of variance in the dependent variable, reflecting moderate to 

high explanatory power. Overall, these results highlight that the model is statistically 

robust, provides an excellent fit, and effectively maps the relationships within the data. 
Table 4.19: Parameter Estimates (Author’s work) 

 Estimate Std. Error Wald df Sig. 95% Confidence 

Interval 

Lower 

Bound 

Upper 

Bound 

Threshold [EC = 2.00] 6.718 1.494 20.221 1 .000 3.790 9.646 

[EC = 3.00] 9.008 1.562 33.248 1 .000 5.946 12.070 
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[EC = 4.00] 12.586 1.891 44.301 1 .000 8.879 16.292 

Location RPE .884 .344 6.596 1 .010 .209 1.558 

DTE 1.928 .347 30.792 1 .000 1.247 2.609 

Table 4.23 displays the findings of the study which show that on one hand, RPE 

and on the other hand, digital talent engagement (DTE) proved to be the two most essential 

contributing factors to the employer competitiveness (EC) in the statistical sense, the 

positive correlation among them being very strong. The Wald values of 6.596 for RPE and 

30.792 for DTE together with p-values of .010 and .000 respectively provide verification 

for the robustness and reliability of these predictors within the model. The positive 

coefficient estimates (0.884 for RPE and 1.928 for DTE) indicate that a shift towards more 

digital interaction and recruitment would make the organization more competitive in the 

eyes of digital talent both in terms of attracting and retaining them. This conclusion is 

further supported by the fact that the confidence intervals for both predictors do not include 

zero, which speaks volumes about the stability of these relationships. As a result, it can be 

inferred that companies which are using digital RP that the technology has made easier and 

are also actively engaging potential employees through virtual means are more likely to 

win the war for talent in the market. Thus, the null hypotheses H05 are dismissed and the 

alternative hypotheses H5 are accepted, thereby determining that both RPE and digital 

talent engagement have exerted a significant and positive impact on employer 

competitiveness. 

4.7 Summary of Findings 

The summary of findings points to the fact that the DT is still regarded as a key 

factor in changing hiring methods and making Indian IT multinationals very potential 

employers. The use of such technologies, as data-driven recruitment, and the training-up 

of HR staff to be more technically skilled has led to a considerable rise—both in terms of 

efficiency and engagement. Apart from that, it was also found out that the employer's image 
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and smart sourcing of talent were two things that the digital talent engagement could 

manage to derive from, whereas the combined effect of RPE and digital engagement made 

the employer's competitiveness overall stronger. The results provide evidence to the claim 

that, in cases of organisations implementing Digitech and data-driven strategies, these 

companies, in addition to improving their performance, gain a competitive advantage in 

the ever-changing talent market. 
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CHAPTER V:  

DISCUSSION 

5.1 Discussion of Results 

The conclusions drawn from the research point out that DT is the main factor that 

is pushing the change in recruitment strategies of IT multinational firms in India. It appears 

several Indian IT companies are increasing their activities to other continents. According 

to the feedback, it is evident that digital hiring solutions have become more a part of the 

RP of numerous companies. These technologies are regarded as enhancing the efficiency 

of the RPs. The digital revolution has revolutionised the RP. Numerous respondents have 

indicated that they concur that digital platforms, automated screening systems, and online 

application tracking have become the workflow of recruitment tasks, delays have been 

lessened, manual workloads have been minimised and hiring teams have been supported 

to handle large applicant pools more effectively. Basically, it shows that the utilisation of 

Digitech’s is not simply for the operational level, but they have reached the strategic level 

where organisations can reduce the time-to-hire and, at the same time, maintaining the 

candidate selection process as being consistent and transparent. 

The study’s outcomes point out that the use of data-driven recruitment insights has 

led to a significant improvement in the internal operations and communication with the 

candidates of the organisations. Data-driven recruiting enables hiring companies to have a 

more targeted and absolute view of the candidates’ profiles, skills, and job-role fitment. 

Such an approach heightens the quality of recruitment interactions as well as their 

relevance, which in turn helps to build a strong and professional bond with the candidates. 

Most importantly, the research shows that the digital HR features play a major role in the 

RP effectiveness; however, the presence of Digitech alone is not enough to reap the 
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benefits. The success of the recruiting activities is largely influenced by the HR staff's 

ability, self-assurance, and IT skills in the use of these systems. Digitally skilled HR teams 

are able to streamline the process of talent management, keep the talent pool engaged all 

the time, and even change the recruitment strategies according to the market demand; 

hence, the close relationship between human skills and technology is emphasised. 

Also, the research reveals that EB and strategic talent sourcing are the pivotal 

factors that support candidate engagement in the digital RP. TA costs are lower for those 

organisations that have a clear digital identity, communicate their values, and encourage 

positive workplace culture. Such organisations also have a long list of candidates waiting 

to be hired, especially the high-quality ones. On the other hand, the companies that are 

applying the strategic sourcing methods, such as building digital networks, spotting the 

right talent pools, and recruiting per project, align with corporate goals, are raising their 

profile and becoming more attractive and more competitive.  

5.2 Discussion of Research Question One 

RQ1: How does the adoption of digital recruitment technologies influence 

recruitment process efficiency in IT multinationals in India? 

The study shows that IT multinational companies use DRT as the main tools in their 

hiring processes. The respondents depicted how the online ATS, resume screening 

software, and automated communication platforms in initial phases of recruitment have 

transformed the processes of recruitment and made them more efficient. These inventions 

will allow HR pros to take a significant amount of applications in a very brief period, 

thereby allowing them to shortlist more quickly and saving the twin labour of manually 

recording the data in the same context (Rožman, Oreški and Tominc, 2023). Many of the 

people who participated in the survey have said that the use of such digital solutions leads 

to workflow transparency, better arrangement of candidate information, and smooth 
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cooperation of recruitment personnel. Thus, the hiring process has been made more 

systematic, and there is a lesser probability of it being postponed, particularly in those firms 

that often hold large-scale hiring. 

However, in the same field Pandey (2022) author is reconsidering his work that of 

the AI examines the change-making influence of AI on recruitment from the larger 

perspective of HRM. It investigates the particular phases of the conventional hiring process 

where AI can be introduced smartly to boost both overall effectiveness and efficiency. 

Similarly, Úbeda-García et al., (2025) consider the overall implications of integrating AI 

enlistment and capability to transform the traditional HRM practices is among the largest. 

In addition to making the process faster, these digital tools have been instrumental in the 

most just, precise and sage-like processes. The automatic systems eliminate the prejudice 

that human judges possess; hence, it is these systems that are likely to pick the candidates 

who best qualifies the job description. The interviews are scheduled, the follow-up process 

is more active, and the tracking of the status is also intensive, thus, offering the applicants 

a more comfortable and straightforward experience. According to the feedback from the 

respondents, such modifications not only support the HR department's efficiency but also 

improve the company's image among the applicants. As a result, the adoption of DRT is 

not viewed any longer as a mere step towards modernisation, but rather as a strategic 

facilitator of operational excellence and recruitment professionalism in the organisation. 

5.3 Discussion of Research Question Two 

RQ2: How do data-driven talent acquisition practices influence recruitment 

efficiency and candidate digital engagement? 

The results demonstrate that the deliberate application of data and insights has a 

huge positive effect on the quality of recruitment decisions. A lot of respondents stated that 

the analysis of the candidate's profiles, skills history, performance trends, and the 
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availability of the market talent enables HR teams to identify the best-suited candidates 

right from the start of the recruiting cycle. Thus, this will abolish the trial-and-error that 

comes with the selection process and make sure that the candidates who are going to the 

next stage are the ones who really meet the job requirements. In addition to that, data-

driven practices are very helpful in predicting workforce needs, planning the talent 

pipeline, and clarifying which positions require filling the most. As a result, the RP is 

becoming more strategic, proactive, and responsive instead of being merely reactive and 

administrative.  

Similarly, Odionu, Bristol-Alagbariya and Okon (2024) The use of data to make 

decisions in HR has been a major theme of the study, which has also indicated the 

continuing requirement for the analytics infrastructure and expertise investments to be 

made in this direction. HR managers and personnel who are taking advantage of a data-

centric approach will find it easier to deal with the difficulties of management and thus will 

be able to develop a livelier and more reactive workforce. Ravesangar and Narayanan 

(2024) also states that data analysis should not be left out of the HR practices, as it will not 

only increase TA and retention but will also lead to organisations being successful and 

competing in the market. 

Consistent with the present study, Karwa (2025) the technological designed 

recruitment model that can be scaled and are efficient and data-driven models were found 

to provide solutions that can keep pace with the evolving demands of the creative sectors, 

particularly in design education institutions, where they are seeking to streamline their 

placement operations and make them more contemporary and efficient. Altogether, the 

findings clearly show that, when data are used in TA, both the efficiency of the process of 

recruitment and the digital engagement of the candidates are significantly increased 

(Balakrishnan, 2025). By implementing data-driven methods in their hiring, companies can 
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spend less time and money on the entire RP, be more strategic in how they approach it and 

align more to the needs of the workforce by creating faster, more modern, and more 

responsive designs through accurate decision-making, increased talent mapping and 

responsive and personalised hiring courses. 

5.4 Discussion of Research Question Three 

RQ3: How do HR digital capabilities support recruitment efficiency and 

sustained digital talent engagement?  

The research points out that digital mechanisms alone will not do the work unless 

there are people who know how to properly manage them. Most respondents stated that to 

see a significant change in saving time using DRP, HR professionals should be very sure 

and well-trained in the usage of such devices that are meant for the recruitment of the 

digital sector. The report of the organisation states that their HR teams, when trained in 

digital platforms, communication tools, and analytics dashboards, were seen as skilled in 

performing recruitment tasks. Thus, HR teams, through their expertise, can easily follow 

data, manage candidate interactions and even change recruitment strategies in line with 

hiring goals. However, the situation where digital capability is still a challenge, and the 

existence of advanced tools is still there has not resulted in improved recruitment outcomes. 

Echoing these results, Elmenzhi, et al., (2025) concludes that digital tools and 

competencies are needed to maximize the results of recruitment in a digital environment 

With respect to the practical implications, the findings offer much information to the HR 

managers and decision-makers who are willing to optimize their recruitment image through 

digital approaches, and it indicates that the need to invest in digital skills and interaction 

with the stakeholders to achieve the benefits of the recruitment of talents. To put it 

concisely, the study has indicated that digital proficiency is the primary determinant behind 
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the transformation of recruitment technologies into effective and high-impact tools. Things 

are steady, firm, and secure when HR professionals have digital skills in their equipment. 

Parallel to these outcomes, Navaneethaa, Lavanyab, Thavvac  (2025) explores the 

intersection of DT and HR technologies, highlighting how the development of digital tools 

and platforms is transforming the functions and strategies of the HR. The HR practices 

(executing recruiting, employee participation, performance appraisal and training and 

development) are being improved significantly because of the convergence of technologies 

(Sari, 2024). To conclude, the outcome of RQ3 indicates that HR digital capabilities are 

the foundation for both recruitment effectiveness and continuous digital talent engagement. 

Noteworthy is that the professionals in the HR department who are well-trained and highly 

skilled in using digital platforms, data dashboards, and communication tools create such 

organisations with smooth workflows, fast decision-making, and more personal candidate 

interactions.  

On the contrary, the most sophisticated technology cannot produce any significant 

improvement in the presence of a shortage of digital skills. Therefore, the commitment to 

the ongoing development of capabilities, digital literacy, and stakeholder alignment is 

critical for the release of the strategic value of DRS. 

5.5 Discussion of Research Question Four 

RQ4: How do employer branding and strategic talent sourcing practices 

influence digital talent engagement? 

The report shows that EB has a potent influence on how candidates see and connect 

with an organisation. The survey participants mentioned that just a powerful digital 

presence, a very clear communication of the organisational culture, and a bright visibility 

on job and professional networking platforms are what attract most candidates. The 

organisations that actively broadcast their work environment, values, innovation culture, 



 
 

140 

and employee success stories are considered to be more trustworthy and attractive. Besides 

that, the image of the employer influences the way prospective employees see themselves 

as members of the organisation, thus making their engagement more personal and deeper. 

In a similar vein, Singh (2025) The study has identified the importance of online 

platform, employee advocacy, and workplace transparency in raising brand popularity and 

trust. Through such an extensive analysis of the current trends in the industry and case 

scenarios, the paper underlines the argument that those companies, which are dedicated to 

the actual, employee-oriented branding, stand in a significantly better position to acquire 

and maintain high-performance tech professionals, in an industry that is quite competitive. 

The primary inference made by the researchers is that EB, along with strategic sourcing of 

talent, is the most efficient, if not the only, way of engaging digital talent, and they are also 

very much interdependent (Mihalcea, 2017). Provided a company is very transparent about 

its character, has a strong online presence, and picks up talent via precise and tailored 

channels, the candidates will feel more connected, valued, and thus more likely to apply 

for the job. If the company applies this methodology, it will not only be able to keep the 

candidates engaged during the initial stages of the RP but will also be able to make them 

interested in a long time by creating a bond of trust, credibility, and emotional attachment 

with the organisation that is deep and very meaningful. 

Likewise, Bano and Singh (2025) discuss how SM can be a powerful ally for 

employers in terms of branding and retaining employees in the tech industry. The websites 

LinkedIn, Instagram, and Glassdoor give companies the opportunity to display their 

culture, values, and what it is like to work for them. Sharing honest, authentic content, such 

as testimonials and team-building events, helps build trust and a strong brand image. 

Besides, SM makes it possible for the employees to be more engaged since their 

achievements and development are celebrated, thus, the emotional connection and loyalty 
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towards the company are fostered (Pincus, 2023). In a sector characterised by competition 

and the need for constant innovations, the strategic application of SM not only lures the 

best but also helps in their retention (Ghazwani and Alzahrani, 2024). In the end, it not 

only fosters a transparent and lively workplace that is conducive to long-term 

organisational success but also cultivates such a work environment. To sum up, the findings 

regarding the research question are unequivocally in favour of EB and strategic talent 

sourcing practices being the main pillars of the whole digital talent engagement shaping 

process. When a company is visibly strong in its identity, has an equally strong and reliable 

digital presence, and attracts potential candidates through selective sourcing channels, it 

builds connections, trust, and collaboration that are closely aligned with the digital 

professionals' needs (Chakraborty and Jain, 2022). Such activities not only increase the 

involvement of the candidates during the initial recruitment phase but also create their 

continued interest through the channels of credibility, emotional resonance, and a long-

term position fit between the candidate and the organization. A well-functioning branding 

and sourcing strategy eventually provides recruitment and retention with equal strength 

and leads the organisation to a competitive position in the digital talent market. 

5.6 Discussion of Research Question Five 

RQ5: How do recruitment efficiency and digital talent engagement jointly 

contribute to employer competitiveness? 

The assessment points out that the two factors, recruitment efficiency and talent 

engagement, which are also the main challenges for an organisation, are directly related to 

the organisation's ability to compete for skilled workers. An efficient RP gives 

organisations the opportunity to be the first ones in the market to take advantage of the new 

high-quality candidate, since usually the hiring process takes too much time and the talent 

is lost to the competitors. The respondents highlighted that candidates who have smooth 



 
 

142 

and organised hiring experiences get positive impressions of the organisations, thus 

becoming professionally, prompt, and attractive organisations. Such a reputation is 

particularly important in the IT industry, where highly skilled talents usually have multiple 

employment options. 

Similarly, Madhur, et al., (2024) explained that organisations have to face such 

problems as skills deficits and need of diversity and inclusion in the workforce. It will be 

an organisation having a tremendous talent management system when it evokes flexibility 

and strength. The consciousness of talent management as an element to long-term survival 

and success is a requisition to organisations that demand to be the best in the constantly 

changing environments. The HR people were also approached to provide their opinion on 

the Innovative Talent Management Practices in the Digital Era and the consequent impact 

on the organisation's performance; it was noted that these practices had a significant impact 

on the organisation's performance (Madhur, et al., 2024).  

The study has concluded stating that the recruitment efficiency, together with the 

digital talent engagement as a joint effort, are good factors of the employer's 

competitiveness. There are, however, various options that an organisation can take to 

attract the best talent. For example, if a company simplifies its hiring process, views the 

candidate's appointment positively, and gives the candidate a quick response, it will be able 

to attract those high-quality, up-to-date, and soon-to-be professionals right away. At the 

same time, weaving strong digital engagement that takes open communication, impactful 

interactions, and constant EB together, makes the candidates feel even more attached to the 

company both emotionally and professionally. The reasons cited earlier do not simply 

make the organisation more appealing in a difficult-to-compete market; they also improve 

long-term performance by developing a dedicated, well-trained, and future-ready 
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workforce. Ultimately, those organisations that will be good at both attracting the digital 

talent and being the preferred employers will be the ones that excel in both areas. 

5.7 Conclusion 

The research's main results point out that DT has taken over as the primary factor 

driving recruitment strategy in Indian IT multinational corporations. DRT have 

transformed, to a great extent, the structure, speed, and framework of the hiring process in 

the organisation, thus making it more efficient and transparent for both HR teams and 

candidates. However, the benefits are not attributable solely to technology; it has been 

found by the study that the digital aptitude of HR personnel is the prime factor that 

facilitates the full functioning of recruitment systems. Once HR departments have the 

digital tools, are digitally confident, and are digitally skilled, recruitment can be more 

aligned with strategy, proactive, and centred around candidates. 

Another point of the study is how recruiting goals will be achieved mostly depend 

on the enterprises' ability to interact continuously with the potential talent pool. Initiating 

DDTA practices, improving EB, and strategic talent sourcing are some of the ways through 

which enterprises can maintain authentic and lifelong digital relationships with candidates. 

These measures result in candidates getting to know, trusting, and having a positive 

perception of the company, which is very important for the attraction and retention of 

skilled digital talents in a labour market that is tightly competitive. Therefore, engagement 

is a step beyond application and is an ongoing relationship facilitated by communication, 

visibility, and value alignment. 

In the end, the conversation points out that the main elements which deeply 

influence the competitiveness of an employer are recruitment efficiency and digital talent 

engagement. The firms that can effectively use digital tools, pay for the skill development 

of HR in digital, create a strong EB and keep on engaging talent are in a better position to 
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attract high-quality candidates and remain winners in the talent market. Therefore, the 

digitization of recruitment goes beyond being an operational upgrade, it is a required 

strategic step to be able to keep pace with the fast-changing IT industry and be competitive. 
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CHAPTER VI:  

SUMMARY, IMPLICATIONS, AND RECOMMENDATIONS 

6.1 Summary 

The main aim of this research is to understand the effect of DT on recruitment 

strategies in IT multinational companies in India. In this study, we assumed that IT 

recruitment digital revolution was the main reason for changes, via using tools like AI and 

data-driven decision making became the most significant contribution. As a result of 

investigative survey responses and recent publications, the researchers understand that DT 

is a far cry from being just an instrument for updating the old recruitment methods; it is a 

strategic change that pervades the whole process of how firms attract, select, and engage 

the talent pool. 

The study focuses on the DRT, such as the example of web-based ATS, 

automatically screening, and AI-based communication tools, which have played a crucial 

role in making the RPs efficient, and the great impact of most things has been modified. 

These differences have given the HR staff an opportunity to be able to closely monitor a 

large number of applicants, reduce the manual labour, and ensure that the hiring processes 

are not only quick, but also a better organised way. This has made the RP within the IT 

multinationals more equitable and precise, and shorter than before, thus increasing both 

organisational efficiency and the experience of the candidate. 

A survey conducted recently also indicated that using data-driven methods for 

locating new employees is considered one of the most potent ways for achieving better 

hiring results. Companies have been able to make sensible hiring decisions and even 

predict their workforce needs through the usage of candidate analytics, skill profiling, and 

labour market insights. The major factor that changed the RP from being a reactive one to 

a fully proactive approach is the use of data analytics in recruitment. Consequently, HR 
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departments can now forecast the trends, source strategies to their advantage, and keep 

potential candidates engaged continually. Besides that, data is being heavily used for 

personalising the interactions, which have resulted in increased levels of digital interaction 

and positive candidate perceptions. 

Another significant point to ponder over, when placing the HR department in the 

correct position, was the way the digital skills of HR were compatible with the challenge.  

However, technology without help does not make recruitment effective; instead, it is the 

human skill behind the digital tools that gives their homes their effectiveness and strategic 

utility. HR professionals who have expertise with computers, can think critically, and know 

how to use tools can easily handle complex hiring processes, get in touch with applicants, 

while making sure that recruiting methods are in alignment with the organisation's overall 

goals. Hence, being capable in digital skills in the HR sector has been one of the most 

significant factors of success in contemporary talent management. 

The research also stressed that company branding and strategically finding talent 

are two of the most important things that have changed how people interact with digital 

media.  Companies that not only have a strong online presence but also clearly convey their 

culture, beliefs, and commitment to innovation have had more success in finding and 

keeping the best applicants. Strategic finding through digital networks, online 

communities, and talent mapping for the long term enables administrations to be noticed 

and remain viable in the labour market that is highly competitive. 

 The interdependence between EB and sourcing activities results in the 

establishment of a continuous engagement channel with the candidates, thus, it is also 

creating long-term relations with digital talents. 

In addition to that, the poll has found the efficiency in recruitment and involvement 

of digital talents as two mutually dependent conditions that drive the competitiveness of 
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employers. The enterprises that not only complete the task of recruiting new employees in 

an effective way, but also digitally interact with the workforce are, undoubtedly, the 

strongest ones in the talent market. Well-organized RP are those which has the fastest 

hiring of the best candidates is achieved, while continuous engagement is the way that can 

maintain relationships, which, consequently, lead to retention and referrals. In a sector as 

volatile as IT, this combination, among other things, is organizational agility, innovation 

capability, and long-term success. 

Undoubtedly, the paper has demonstrated that DT cannot be observed as the 

operational change, but it is a strategic necessity. In their endeavours to attract, engage and 

retain digital talent, IT multinationals in India who digitally apply recruitment tools, 

develop data-driven systems and invest in developing HR digital skills are miles ahead of 

the rest. The article further notes that the two areas, which are now known as tech and 

human skills, must be the two sides of a coin where the former acts as the facilitator and 

the latter is the provider of empathy, fairness, and coordination. 

6.2 Implications of the Study 

The paper presents a real-time situation along with its practical applications, while 

concurrently providing a semantic contribution to academic discourse.  Additionally, the 

study's findings may serve as a vital source of unlawful information for IT firms. 

Basically, the findings of the research indicate the view that digitizing of business 

using technology is an ongoing strategic decision, not only a technological intervention. 

Indian multinational IT companies should understand that sustainability of the RP will 

never rest on the ability in the multinational firms to respond to changes in technology. 

Screening that is machine-learned, predictive analytics, and a virtual recruitment platform 

can be rather effective only when they are used together with human intervention. 

Therefore, organizations should introduce training sessions that will not only enable the 
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HR professionals to upgrade their skills, but also, introduce them to different analytical 

systems, an automation platform, and data visualization systems. 

Additionally, the study shows that digitally driven change is the factor that is 

causing organizational liveliness. The ease of recruitment procedures and the application 

of data to make decisions enabled organizations to be more adaptable and therefore respond 

promptly to changes in the market, skills shortage and workforce disposition. Therefore, 

there is the emergence of strategic human capital management where recruitment is 

becoming more prescriptive, according to the long-term objectives of the organization, and 

capable of providing access to the finest talents in the competitive digital economy. 

Additionally,  the contemporary study has some theoretical implications that help 

to comprehend the theoretical framework which is based on the link between digitalization 

and HRM, as well as organizational behaviour and strategic completeness. The paper 

underlines these concepts as the guiding principles for this research the first one is to make 

use of the second is to build digital third is tube aligned which in fact leads to HR 

digitalization as the main driver of business victory. 

Fundamentally, this research provides a substantial ground for the argument that 

HR-powered organizations are the major enablers of efficient recruitment, EB, and gaining 

a competitive advantage, which consequently make India the best place for IT to play the 

role of the chief innovator and globalizer. 

Other than that, the findings of the study lead to the conclusion that the 

collaboration between human beings and machines will introduce a significant advantage 

soon. The theoretical framework of the study focuses on the relationship between 

technology and the human value proposition; meanwhile, it admits that in case technology 

becomes the sole generator of value, it still needs to be enhanced with the knowledge, 

imagination, and ethical sense of humans. Automation topped with human intelligence is 
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the new model of the recruiting industry, where efficiency and empathy co-exist, thereby 

enabling fairness and transparency in acquiring talent. 

6.3 Recommendations and Limitations for Future Research Directions 

Recommendations for future studies 

Based on the research findings, a wide range of recommendations are suggested for 

multinational IT companies, HR professionals, and policy makers: 

1. Continuous Digital Upskilling: 

To upskill HR professionals the companies should set up digital learning and 

development programs for the HR department in a well-planned manner. It is a must to 

include AI-driven recruitment tools, data analytics, cybersecurity, and digital 

communication platforms in the training curriculums. Illimitable contact with innovations 

in technology will enable the HR departments to quickly adapt to the changes in 

recruitment through the use of technology and stay at the level of competitive standards. 

2. Data-Driven Decision Making: 

By means of data analytics frameworks, companies can manage recruitment 

metrics such as time-to-hire, cost-per-hire, and candidate engagement scores. HR teams 

can utilise predictive analytics and dashboards not only to anticipate talent needs, find the 

areas where their workforce is lacking, but also to create more concise recruitment 

strategies. Apart from improving the company’s accuracy in doing its operations, adopting 

this practice leads to the implementation of strategic workforce planning. 

3. Enhanced Employer Branding: 

One of the main thing’s organizations need to do is to put money into digital 

storytelling and branding, which tell the company’s culture, vision, and employee success 

stories through channels like SM, professional networks, and career portals. Being 

transparent and authentic online attracts people’s trust and, therefore, the company’s image 
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as a great place to work gets stronger. The uniformity in digital brand presence is one of 

the ways that top-quality candidates are reached who share the same values with the 

organisation. 

4. Sustainable Talent Sourcing: 

To keep a constant influx of talent, companies must create digital engagement 

ecosystems that not only mirror the same idea but also extend it. Fundamentally, online 

communities, webinars, and virtual career fairs which have Potentials-to-apply 

relationships can thus become their platform. An efficient sourcing model may be likened 

to a recruitment seasonal support system through which companies succeed in employing 

the most qualified candidates to the maximum extent. 

5. Human-Technology Balance: 

While it is true that computer systems can make the job of administration easier, 

companies have still been advised to keep the hiring process as a human process. HR 

employees are expected to see the new technology as a means that still requires - not less, 

but more - of their personal interaction and judgment. Besides recruitment, these qualities 

should have been in the staff: empathy, understanding of culture, and choosing the right 

thing. The equilibrium between these two elements functions as a protection from complete 

reliance on algorithms at the same time as a move towards inclusion and equal 

opportunities. 

6. Integration with Organizational Strategy: 

Implementing advanced technology and data management in recruitment ought not 

to be considered as a different layer from the organization's business strategy but as its 

extension. As firms strategically incorporate DR in their plans, they are almost able to 

declare that TA is turning into one of the major leads to the company objectives of 

innovation, market expansion, and organizational growth.  
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7. Policy and Governance Frameworks: 

On the institutional level, it is necessary to have definite policies and governance 

frameworks put in place so that the use of AI and data analytics in hiring could be handled 

ethically. The areas covered are leaves for data privacy laws to be observed, algorithmic 

bias to be avoided, and transparency in candidate evaluation activities ensured. 

Limitations for future studies 

The limitations of this study should be considered despite it providing significant 

insights concerning recruitment DT in the Indian IT sector. 

Firstly, the research dealt only with multinational companies in the IT sector in 

India, so the results may not be valid for other industries or for small local companies. 

Thus, the IT sector being more advanced and tech-savvy is probably going to have a 

different degree of digital adoption than sectors such as manufacturing, healthcare, or 

education which are more traditional ones. 

Apart from that, this research is dependent on data that are reported by the 

participants themselves and therefore, it may be influenced by the biases of the respondents 

and their overestimation of the level of digital adoption. Further investigations may 

consider various methods such as qualitative, quantitative, or a combination of both. 

Observing, system auditing, and interviewing the candidates can find out the real extent to 

which the recruitment has been changed.  

Moreover, the existing study with its cross-sectional design can only show the 

present trends and is not able to provide insight into the long-term impact of DR on 

employee retention, performance, and satisfaction. Consequently, there is a need for 

research that follows changes over time to understand the effect of digital tools on the 

labour market and organisational performance in the long run. 
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More work could also investigate differences in online recruitment methods in two 

types of economies - a developing country vs. a developed country - and eventually, 

compare the levels of digital maturity and their influence on recruitment strategies. In 

addition, comparative research across sectors would pinpoint the unique challenges and the 

best practices of each sector in digital talent management. Finally, researchers may decide 

to explore the ethical and psychological facets of AI-driven hiring, even including 

candidates' perceptions of fairness, worries about data privacy, and the impact of 

automation on diversity and inclusion. 

6.4 Conclusion 

The paper has concluded by highlighting a very crucial fact that the digital shift has 

been the primary factor that contemporary recruitment tactics have employed to make them 

more efficient, an example of the Indian IT business, specifically. The integration of digital 

tools, data analytics, and human intervention has completely transformed the whole 

ecosystem of the organization to attract, retain and develop talents. Digital efficiency in the 

RP is one of the channels through which operational excellence can be realized, the 

ongoing digital communications is an avenue through which relationships can be built 

between the job seekers and the employers. 

The paper describes the digital shift as one of the primary aspects which transcends 

beyond the technological fashion and is, therefore, a strategic facilitator of competitiveness 

in organizations. Globally operating IT companies that use digital means to implement 

solutions, provide HR professionals with the necessary digital skills and foster the deep 

engagement of the talent pool are those that will have the upper hand in the digital labour 

market. 

The present study also implies that the hiring of new employees will be just if the 

use of machines is going to save time and the human side will be the emotional connection. 
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So, companies will be able not only to raise the outcome of the RP but also to generate the 

above-mentioned advantages of loyalty, inclusion, and innovation, which will remain 

among employees for quite a long time and, therefore, by their nature, will be long-term. 

If we simplify things, using digital methods in TA is a clear case of going beyond 

the change by radically changing the work instead of just adjusting to it. The companies 

that comprehend and react accordingly to this fact will be the ones to shape the future of 

recruitment and be the winners in the global digital economy with a sustainable competitive 

advantage. 
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