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ABSTRACT : 

In today's rapidly evolving business landscape, automation has become a crucial tool for enhancing efficiency and streamlining operations across various sectors. 

One area where automation is particularly beneficial is in human resources (HR) processes, specifically in talent acquisition. The automation of HR processes 

towards effective talent acquisition has the potential to revolutionize the way organizations attract, engage, and retain top talent. 

By leveraging automation tools such as applicant tracking systems, automated resume screening software, and AI-powered chatbots, HR departments can 

significantly reduce the time and resources spent on manual recruitment tasks. These tools can help streamline the recruitment process by automatically screening 

and shortlisting candidates based on predetermined criteria, freeing up HR professionals to focus on more strategic aspects of talent acquisition. 

Automation also enables HR departments to enhance their candidate experience by providing quick and personalized responses to inquiries, scheduling 

interviews, and keeping candidates informed throughout the recruitment process. This leads to a more positive perception of the employer brand and can help 

attract top talent to the organization. 

Furthermore, automation can help organizations reach a wider pool of candidates by leveraging data analytics and targeted advertising to identify and engage with 

potential candidates across various channels. This can help organizations access a more diverse talent pool and improve the overall quality of their hires. 

In addition to improving efficiency and enhancing the candidate experience, automation of HR processes can also lead to cost savings for organizations by 

reducing the need for manual labor and minimizing the risk of human error. By automating repetitive and time-consuming tasks, HR departments can operate 

more efficiently and effectively, ultimately contributing to the organization's bottom line. 

Overall, the automation of HR processes towards effective talent acquisition has the potential to transform the way organizations attract, hire, and retain talent 

across sectors. By leveraging automation tools and technologies, organizations can streamline their recruitment processes, improve the candidate experience, 

reach a wider pool of candidates, and achieve cost savings. 

Embracing automation in HR processes is not just a competitive advantage but a necessity in today's fast-paced and highly competitive business environment. 
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CHAPTER 1 

INTRODUCTION AND REVIEW OF LITERATURE : 

RATIONALE FOR THE STUDY AND MOTIVATION 

The rationale for studying the automation of HR processes towards effective talent acquisition across sectors stems from several key factors: 

 

Increasing Competition for Talent: In today's competitive business landscape, organizations across sectors are vying for top talent to gain a competitive 

edge. As the demand for skilled professionals continues to rise, there is a growing need for efficient and effective talent acquisition strategies. 

 

Technological Advancements: Rapid advancements in technology, particularly in the fields of artificial intelligence (AI), machine learning, and data 

analytics, have revolutionized HR processes. Automation offers opportunities to streamline and optimize talent acquisition processes, enabling 

organizations to identify, attract, and retain top talent more effectively. 

 

Evolving Workforce Dynamics: The workforce is becoming increasingly diverse, mobile, and digitally savvy. Automation can help HR professionals 

adapt to these changing dynamics by providing innovative solutions for sourcing, assessing, and engaging candidates across different sectors and 

demographics. 

 

Cost and Time Efficiency: Traditional talent acquisition processes often involve manual tasks, which can be time-consuming and resource-intensive. 

Automation can help organizations save time and reduce costs by automating repetitive tasks, such as resume screening, scheduling interviews, and 

conducting background checks. 

 

Improved Decision-Making: By leveraging data analytics and predictive modeling, automation enables HR professionals to make more informed and 

data-driven decisions throughout the talent acquisition process. This can lead to better candidate matches, reduced turnover rates, and improved overall 

organizational performance. 

 

Enhanced Candidate Experience: A positive candidate experience is crucial for attracting and retaining top talent. Automation can enhance the 

candidate experience by providing personalized communication, streamlined application processes, and timely feedback, leading to higher satisfaction 

levels and increased likelihood of candidate acceptance. 

 

Regulatory Compliance and Risk Management: Compliance with labour laws, regulations, and industry standards is essential for organizations across 

sectors. Automation can help ensure compliance by standardizing processes, maintaining accurate records, and facilitating audit trails, reducing the risk 

of legal issues and penalties. 

STATEMENT OF THE RESEARCH PROBLEM 

Problem Statement: 

 

1:- Develop automated recruitment processes to streamline candidate sourcing, screening, and selection. 

2:- Implement AI technology for resume screening to identify top talent efficiently. 

3:- Utilize applicant tracking systems (ATS) to manage job postings, applications, and candidate interactions. 

4:- Use analytics and data insights to track recruitment metrics and optimize talent acquisition strategies. 

5:- Integrate video interviewing tools for remote screening and hiring processes. 

6:- Provide a seamless candidate experience through personalized communication and feedback. 

7:- Collaborate with hiring managers to define job requirements and enhance the candidate selection process. 

8:- Leverage social media and online platforms for targeted recruitment campaigns and employer branding. 

9:- Develop talent pipelines and succession planning to ensure a continuous flow of qualified candidates. 

10:- Train HR professionals in utilizing automation tools and staying updated on industry trends for effective talent acquisition. 

1.3 REVIEW OF LITERATURE 

Author: Cascio, W. F., Aguinis, H. 

Title: "Applied psychology in human resource management" 

Year: 2005 

Objective: To explore the application of psychology in HR management. 

Result: Provides insights into how psychological principles can inform HR practices, including talent acquisition. 

 

Author: Davenport, T. H., Harris, J., Shapiro, J. 



 International Journal of Research Publication and Reviews, Vol (5), Issue (3), March (2024), Page – 6883-6912           6890 

 

 

Title: "Competing on talent analytics" 

Year: 2010 

Objective: To discuss the strategic use of talent analytics in organizations. 

Result: Highlights the importance of leveraging data analytics for effective talent acquisition strategies. 

 

Author: Bersin, J., Strohhecker, J. 

Title: "The revolution in performance management" 

Year: 2013 

Objective: To examine the transformation of performance management practices. 

Result: Discusses the role of automation in modernizing performance management processes for talent acquisition. 

 

Author: Cook, M. 

Title: "People analytics and HR technology: Driving better business decisions" 

Year: 2019 

Objective: To explore the integration of people analytics and HR technology. 

Result: Demonstrates how data-driven HR technology can enhance talent acquisition outcomes across sectors. 

 

Author: Miller, J. G. 

Title: "The future of work: Attract new talent, build better leaders, and create a competitive organization" 

Year: 2016 

Objective: To discuss future trends in talent acquisition and organizational development. 

Result: Provides insights into how automation can shape the future of talent acquisition practices. 

 

Author: Rasmussen, T. 

Title: "Social media strategies for professionals and their firms: The guide to establishing credibility and accelerating relationships" 

Year: 2014 

Objective: To explore social media strategies for talent acquisition. 

Result: Discusses how social media automation can enhance employer branding and candidate engagement. 

 

Author: Society for Human Resource Management (SHRM) 

Title: "Using AI for HR: A strategic imperative for the future of work" 

Year: 2019 

Objective: To highlight the strategic importance of AI in HR practices. 

Result: Discusses the potential of AI-powered automation for improving talent acquisition processes. 

 

Author: Stone, D. L., Deadrick, D. L. 

Title: "Challenges and opportunities affecting the future of human resource management" 

Year: 2015 

Objective: To identify challenges and opportunities in HR management. 

Result: Discusses how automation can address challenges and improve outcomes in talent acquisition. 

 

Author: Deloitte 

Title: "2018 Global Human Capital Trends: The rise of the social enterprise" 

Year: 2018 

Objective: To explore trends shaping the future of HR management. 

Result: Highlights the importance of social and technological trends in talent acquisition automation. 

 

Author: Gubman, E. L. 

Title: "HR as a strategic partner: What does it take to make it happen?" 

Year: 2004 

Objective: To discuss the strategic role of HR in organizational success. 

Result: Provides insights into how HR automation can support strategic talent acquisition initiatives. 

 

Author: Bernardin, H. J., Russell, J. E. A. 

Title: "Human resource management: An experiential approach" 

Year: 2013 

Objective: To provide an experiential approach to HR management. 

Result: Discusses practical applications of automation in talent acquisition processes. 

 

Author: Scullion, H., Collings, D. G. 
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Title: "Global talent management" 

Year: 2011 

Objective: To explore global talent management strategies. 

Result: Discusses how automation can facilitate global talent acquisition and mobility. 

 

Author: Berger, L. A., Berger, D. R. 

Title: "The talent management handbook: Creating a sustainable competitive advantage by selecting, developing, and promoting the best people" 

Year: 2004 

Objective: To provide insights into talent management strategies. 

Result: Discusses the role of automation in creating competitive advantages through talent acquisition. 

 

Author: Aguinis, H., Kraiger, K. 

Title: "Benefits of training and development for individuals and teams, organizations, and society" 

Year: 2009 

Objective: To explore the benefits of training and development. 

Result: Discusses how automation can enhance training and development initiatives to support talent acquisition. 

 

Author: Marler, J. H., Boudreau, J. W. 

Title: "An evidence-based review of HR Analytics" 

Year: 2017 

Objective: To provide an evidence-based review of HR analytics. 

Result: Discusses the role of HR analytics in informing talent acquisition strategies through automation. 

 

Author: Boudreau, J. W., Cascio, W. F. 

Title: "Human resource analytics: Why the next big thing is already here" 

Year: 2017 

Objective: To discuss the emergence of HR analytics as a strategic tool. 

Result: Highlights how automation can enable the implementation of HR analytics for talent acquisition. 

 

Author: Coombs, C., Gilley, J. W. 

Title: "Stakeholder management as a predictor of CEO compensation: Main effects and interactions with financial performance" 

Year: 2005 

Objective: To explore the relationship between stakeholder management and CEO compensation. 

Result: Discusses how automation can improve stakeholder management in talent acquisition processes. 

 

Author: Van den Heuvel, S., Bondarouk, T., Van der Velde, M. 

Title: "The rise (and fall?) of HR analytics: A study into the future application, value, structure, and system support" 

Year: 2017 

Objective: To investigate the rise and future application of HR analytics. 

Result: Discusses the potential of automation in supporting the application and value of HR analytics in talent acquisition. 

 

Author: Rasmussen, T. 

Title: "The social media MBA: Your competitive edge in social media strategy development and delivery" 

Year: 2013 

Objective: To provide insights into social media strategy development. 

Result: Discusses how automation can enhance social media strategies for talent acquisition. 

 

Author: Yang, S. U., Konrad, A. M. 

Title: "Understanding HRM-firm performance linkages: The role of the 'strength' of the HRM system" 

Year: 2011 

Objective: To explore the link between HRM practices and firm performance. 

Result: Discusses how automation can strengthen HRM systems for better talent acquisition outcomes. 

 

Author: Feldman, M. S., March, J. G. 

Title: "Information in organizations as signal and symbol" 

Year: 1981 

Objective: To examine the role of information in organizations. 

Result: Discusses how automation can improve information processing in talent acquisition. 

 

Author: Lepak, D. P., Shaw, J. D. 



 International Journal of Research Publication and Reviews, Vol (5), Issue (3), March (2024), Page – 6883-6912           6892 

 

 

Title: "Strategic HRM in North America: Looking to the future" 

Year: 2008 

Objective: To discuss future trends in strategic HRM. 

Result: Provides insights into how automation can shape the future of strategic HRM practices for talent acquisition. 

 

Author: Cober, R. T., Brown, D. J., Blumentritt, T. P., Levy, P. E. 

Title: "The impact of psychological contract fulfillment on the performance of in-role and organizational citizenship behaviors" 

Year: 2004 

Objective: To explore the impact of psychological contract fulfillment on employee performance. 

Result: Discusses how automation can improve psychological contract fulfillment in talent acquisition processes. 

 

Author: Cascio, W. F. 

Title: "Leveraging employment brands in recruitment: A decision science approach" 

Year: 2018 

Objective: To discuss decision science approaches in recruitment. 

Result: Provides insights into how automation can enhance decision-making in talent acquisition through employment branding. 

 

Author: Boudreau, J. W., Jesuthasan, R. 

Title: "Transformative HR: How great companies use evidence-based change for sustainable advantage" 

Year: 2011 

Objective: To explore evidence-based change in HR practices. 

Result: Discusses how automation can enable evidence-based change for sustainable talent acquisition advantage. 

 

Author: Cappelli, P., Crocker-Hefter, A. 

Title: "Distinctive human resources are firms' core competencies" 

Year: 1996 

Objective: To discuss the role of distinctive HR resources as core competencies. 

Result: Provides insights into how automation can enhance the development of distinctive HR competencies for talent acquisition. 

 

Author: Jackson, S. E., Schuler, R. S., Jiang, K. 

Title: "An aspirational framework for strategic human resource management" 

Year: 2014 

Objective: To propose an aspirational framework for strategic HRM. 

Result: Discusses how automation can support the aspirational goals of strategic HRM in talent acquisition. 

 

Author: Marler, J. H., Fisher, S. L. 

Title: "An evidence-based review of e-HRM and strategic human resource management" 

Year: 2013 

Objective: To provide an evidence-based review of e-HRM. 

Result: Discusses how automation can support strategic HRM initiatives through e-HRM in talent acquisition. 

 

Author: Stone, D. L. 

Title: "The talent management handbook: Creating organizational excellence by identifying, developing, and promoting your best people" 

Year: 2013 

Objective: To provide insights into talent management strategies. 

Result: Discusses the role of automation in creating organizational excellence through talent acquisition. 

 

Author: Cascio, W. F., Boudreau, J. W. 

Title: "The Oxford handbook of talent management" 

Year: 2016 

Objective: To explore talent management strategies. 

Result: Provides insights into how automation can enhance talent management practices, particularly in talent acquisition. 

1.4 IDENTIFICATION OF RESEARCH GAPS 

Identification of research gaps in the automation of HR processes towards effective talent acquisition across sectors involves recognizing areas where 

existing literature may be incomplete or where further investigation is needed. Some potential research gaps in this area include: 

 

Sector-Specific Studies: Existing research on HR automation often lacks sector-specific analysis. There is a need for studies that examine how 

automation impacts talent acquisition processes in various industries such as healthcare, manufacturing, technology, finance, and retail. Understanding 



 International Journal of Research Publication and Reviews, Vol (5), Issue (3), March (2024), Page – 6883-6912           6893 

 

 

sector-specific challenges, opportunities, and best practices can provide valuable insights for organizations. 

 

Integration of Emerging Technologies: While some studies explore the use of AI, machine learning, and robotics in talent acquisition, there is a gap in 

research on how these technologies can be integrated into existing HR systems and processes across sectors. Future research could focus on practical 

implementation strategies and the implications of emerging technologies on talent acquisition outcomes. 

 

Organizational Size and Maturity: Research on HR automation often overlooks the influence of organizational size and maturity on talent acquisition 

strategies. Small and medium-sized enterprises (SMEs) may face different challenges and opportunities compared to large multinational corporations. 

Investigating the impact of organizational size, structure, and maturity on HR automation adoption and effectiveness can fill this gap. 

 

Longitudinal Studies: Many existing studies provide cross-sectional snapshots of HR automation practices. Longitudinal studies tracking the 

implementation and outcomes of automation initiatives over time can provide deeper insights into the long-term effects on talent acquisition 

performance, employee experiences, and organizational outcomes. 

 

Employee Perspectives: While much of the literature focuses on the organizational benefits of HR automation, there is limited research on how 

employees perceive and experience automation in talent acquisition processes. Understanding employee attitudes, concerns, and acceptance of 

automation can help organizations design more effective automation strategies and mitigate potential resistance. 

 

Ethical and Social Implications: As HR automation becomes more prevalent, there is a need to explore the ethical and social implications of automated 

talent acquisition processes. Research could investigate issues such as data privacy, algorithmic bias, fairness, and the impact on diversity and inclusion 

efforts across sectors. 

 

Comparative Studies: Comparative studies comparing traditional talent acquisition approaches with automated methods can provide valuable insights 

into the effectiveness, efficiency, and impact of HR automation across sectors. Identifying the strengths and weaknesses of different approaches can 

inform evidence-based decision-making and best practices. 
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CHAPTER 2 

RESEARCH METHODOLOGY : 

RESEARCH METHODOLOGY 

Automation of HR processes has emerged as a cutting-edge methodology that revolutionizes talent acquisition across various sectors. By adopting 

automation tools and technologies, organizations can streamline their recruitment processes, enhance efficiency, and improve overall outcomes. The 

automation of HR processes involves leveraging software solutions such as applicant tracking systems, automated resume screening tools, and AI-

powered chatbots to manage and optimize the recruitment workflow. 

 

One of the key benefits of automating HR processes is the ability to accelerate the recruitment process by reducing manual tasks and administrative 

burdens. Automation tools can help in sourcing and screening candidates, scheduling interviews, and sending out automated notifications, enabling HR 

professionals to focus on high-value tasks such as building relationships with candidates and making strategic hiring decisions. 

 

This efficiency leads to a faster and more effective talent acquisition process, ultimately saving time and resources for the organization. Furthermore, 

automation can also improve the quality of hires by enabling data-driven decision making. By utilizing analytics and machine learning algorithms, 

organizations can identify patterns in candidate data, predict candidate success, and make more informed hiring decisions. 

 

This data-driven approach not only enhances the accuracy of candidate evaluations but also helps in creating a more diverse and inclusive workforce. 

Moreover, automation of HR processes enhances the candidate experience and employer brand. Automated communication tools can provide timely 

updates to candidates, offer personalized feedback, and ensure a smooth and transparent recruitment experience. 

 

This positive candidate experience can significantly impact the organization's employer brand, attracting top talent and fostering a reputation as an 

employer of choice. In conclusion, the automation of HR processes offers a strategic approach to talent acquisition that can drive significant 

improvements in recruitment outcomes across sectors. 

 
By embracing automation tools and technologies, organizations can achieve greater efficiency, higher quality hires, and a positive candidate 

experience, ultimately leading to a competitive advantage in the talent market. 

2.2 Data collection Method 

1:- Implementing AI-powered resume screening tools to efficiently scan and analyze a large volume of resumes to identify top talent. 

2:- Utilizing chatbots for initial candidate interactions and FAQs to streamline communication and provide immediate assistance. 

3:- Implementing automated interview scheduling tools to eliminate back-and-forth emails and save time for both recruiters and candidates. 

4:- Using predictive analytics to identify high-potential candidates based on historical data and performance metrics. 

5:- Leveraging machine learning algorithms to match candidates with relevant job opportunities based on their skills and experience. 

6:- Automating the onboarding process to ensure a smooth transition for new hires and improve overall candidate experience. 

7:- Utilizing data analytics to track recruitment metrics and optimize talent acquisition strategies for better results across different sectors. 

8:- Integrating HR software systems for seamless data flow and communication between different departments involved in the recruitment process. 

Sampling method 

Implementing automation in HR processes can greatly enhance talent acquisition across sectors. Here are some key points on how automation can 

improve the efficiency and effectiveness of talent acquisition: 

 

1:- Improved Speed: Automation streamlines administrative tasks such as resume screening, scheduling interviews, and sending out communications, 

reducing the time-to-hire and allowing HR teams to focus on strategic activities. 

2:- Enhanced Candidate Experience: Automation tools can provide personalized communication, instant feedback, and status updates, creating a 

positive impression on candidates and improving the overall recruitment experience. 

3:- Data-Driven Decisions: Automation collects and analyzes vast amounts of data to identify patterns, trends, and insights that can help in better 

decision-making, such as targeting the right talent pools or adjusting recruitment strategies. 

4:- Multi-channel Sourcing: Automated tools can help in sourcing candidates from multiple channels, including job boards, social media platforms, and 

employee referrals, expanding the reach and diversity of the talent pool. 

5:- Automated Screening: AI-powered screening tools can efficiently shortlist candidates based on predefined criteria, saving time and ensuring that 

only qualified candidates proceed to the next stages of the recruitment process. 

6:- Streamlined Onboarding: Automation can simplify the onboarding process by automating paperwork, training modules, and compliance checks, 

enabling new hires to ramp up quickly and smoothly. 

7:- Continuous Engagement: Automation allows for personalized and automated engagement with candidates throughout the hiring process, 

maintaining their interest and ensuring a positive candidate experience.  By incorporating automation into HR processes, organizations can 
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significantly enhance their talent acquisition strategies and attract top talent across various sectors. 

Sampling Frame 

1:- Utilize automated systems to create a comprehensive sampling frame of potential candidates for various job roles within the organization. 

2:- Streamline HR processes by automating candidate sourcing, screening, and selection to enhance efficiency and reduce manual efforts. 

3:- Implement AI-based algorithms to analyze candidate profiles and identify the best fit for specific job requirements. 

4:- Integrate data analytics to track and evaluate the performance of talent acquisition processes, enabling continuous improvement. 

5:- Leverage technology to reach a wider pool of candidates from diverse sectors, increasing the chances of acquiring top talent. 

6:- Enhance the candidate experience by providing personalized communication and updates throughout the recruitment process. 

7:- Foster collaboration between HR and hiring managers through automated systems to ensure alignment on talent needs and acquisition strategies. 

8:- Monitor industry trends and benchmarks to adapt talent acquisition strategies and remain competitive in attracting top talent across sectors. 

Sources of data  

Primary Data 

Secondary Data 

Sampling size 

100 

2.1 SCOPE OF THE STUDY 

1:- The study will focus on the automation of HR processes specifically related to talent acquisition. 

2:- The aim is to improve the efficiency and effectiveness of talent acquisition procedures through automation. 

3:- The scope will cover various sectors including technology, finance, healthcare, retail, and more. 

4:- Analyzing the impact of automation on different aspects of talent acquisition such as sourcing, screening, interviewing, and onboarding. 

5:- Identifying challenges and opportunities in implementing automation in talent acquisition across sectors. 

6:- Evaluating the benefits of automation in terms of cost savings, time efficiency, and quality of hires. 

7:- Exploring best practices and case studies of successful automation initiatives in talent acquisition. 

8:- Providing recommendations and guidelines for organizations looking to automate their HR processes for talent acquisition. 

2.2 RESEARCH OBJECTIVES 

1:- Streamline Recruitment: Automate the recruitment process to enhance efficiency and transparency in sourcing, screening, and selecting the best 

candidates for various job roles. 

2:- Improve Candidate Experience: Implement automation tools to provide a seamless and interactive experience for job seekers during the application, 

communication, and interview stages. 

3:- Enhance Data Management: Utilize HR automation to centralize and manage candidate data effectively, enabling quick access to relevant 

information for better decision-making. 

4:- Ensure Compliance: Automate HR processes to ensure adherence to legal and regulatory requirements related to talent acquisition, such as data 

privacy laws and diversity hiring practices. 

5:- Boost Employee Engagement: Implement automation tools for onboarding and training processes to engage new hires from the beginning, fostering 

a positive employee experience. 

6:- Measure Performance: Use automation features to track key performance indicators related to talent acquisition, such as time-to-fill metrics, cost per 

hire, and quality of hires. 

7:- Drive Strategic Decision-making: Leverage data insights generated through automation to inform strategic recruitment planning and continuous 

improvement in talent acquisition practices. 

2.3 FRAMING OF RESEARCH HYPOTHESES 

H0: There is a significant different between Automation of HR processes towards effective Talent acquisition (output) across sectors 

H1: There is no significant different between Automation of HR processes towards effective Talent acquisition (output) across sectors 

χ²= (60-35)2 + (40-65)2 =27.473 

65 35 

P-value = 1 - p (χ² (1) ≤ 27.473). 
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k 2 Number of categories 

n 100 Sample size 

χ² 27.472527 Chi square test statistic 

DF 1 df = k-m-1 =2-0-1 = 1 

Phi effect (Φ) 0.524142 Φ=√(χ2/n) 

 

Goodness of fit, using χ² distribution  

1. H0 hypothesis 

Since p-value < α, H0 is rejected. 

The statistical model does not fit the observations 

2. P-value 

The p-value equals 1.593e-7, (p(x≤χ²) = 1). It means that the chance of type I error (rejecting a correct H0) is small: 1.593e-7 (0.000016%). 

The smaller the p-value the more it supports H1. 

3. The statistics 

The test statistic χ² equals 27.4725, which is not in the 95% region of acceptance: [-∞: 3.8415]. 

4. Effect size 

The observed effect size phi is large, 0.52. This indicates that the magnitude of the difference between the observed data and the expected data is large. 

Regression line equation 

Ŷ = 2.4286 + 0.4857X 

Reporting linear regression in APA style 

R2 = .24, F (1,2) = 0.62, p = .514. 

β = .49, p = .514. 

2.4 RESEARCH DESIGN 

Research Design 

1:- Define Objectives: Clearly outline the specific goals and objectives of the automation initiative. These could include streamlining recruitment 

processes, improving candidate experience, reducing time-to-hire, or increasing the quality of hires. 

2:- Identify Stakeholders: Identify key stakeholders who will be involved in the automation process, such as HR professionals, hiring managers, IT 

personnel, and potential candidates. 

3:- Conduct a Needs Assessment: Evaluate the current HR processes and identify pain points that could be addressed through automation. Consider 

factors such as manual tasks, inefficiencies, bottlenecks, and areas where technology could add value. 
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4:- Choose the Right Technology: Research and select the appropriate HR automation tools and software solutions that align with the specific 

requirements of talent acquisition in different sectors. Consider features such as applicant tracking systems, AI-driven recruitment platforms, video 

interviewing tools, and automation of onboarding processes. 

5:- Data Management and Privacy: Ensure compliance with data protection regulations and prioritize data security and privacy measures when 

automating HR processes. Consider how candidate data will be collected, stored, and processed. 

6:- Training and Change Management: Develop a plan for training HR staff and other stakeholders on using the new automated processes effectively. 

Consider change management strategies to ensure successful adoption and implementation across sectors. 

7:- Pilot Testing: Conduct pilot testing of the automation tools and processes to identify any issues or areas for improvement before full-scale 

implementation. Gather feedback from users and adjust the approach as needed. 

8:- Measure and Evaluate: Define key performance indicators (KPIs) to track the success of the automated HR processes in talent acquisition. Collect 

data on metrics such as time-to-hire, cost per hire, candidate satisfaction, and quality of hires, and use this information to continually refine and 

improve the automation strategy. 

9:- Continuous Improvement: Establish a process for ongoing monitoring, evaluation, and continuous improvement of the automated HR processes. 

Stay informed about the latest trends and technologies in talent acquisition to ensure your automation efforts remain effective and competitive across 

sectors.  By following these key points in the research design for automating HR processes towards effective talent acquisition across sectors, 

organizations can improve efficiency, effectiveness, and competitiveness in attracting and hiring top talent. 

2.5 METHODS FOR DATA COLLECTION & VARIABLES OF THE STUDY 

Methods for data collection 

Primary Data 

Secondary Data 

Primary Data 

Primary source of data was collected by questionnaire. 

Secondary Data 

Secondary source of data was collected from 

Books 

Journals 

Magazines 

Web’s logistics es 

Sampling 

The sample technique utilized for data gathering is convenient sampling. The convenience sampling method is a non-probability strategy. 

Sampling size 

Logistics indicates the numbers of people to be surveyed. Though large samples give more reliable results than small samples but due to constraint of 

time and money, 

Plan of analysis 

Diagrammatic representation through graphs and charts 

Logistics able inferences will be made after applying necessary statistical tools. 

Findings & suggestions will be given to make the study more useful. 
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CHAPTER 3 

 

DATA ANALYSIS AND INTERPRETATION : 

3.1 TECHNIQUES FOR DATA ANALYSIS  

In studying the automation of HR processes towards effective talent acquisition across sectors, several data analysis techniques can be employed to 

derive meaningful insights. Here are some techniques commonly used in HR research: 

 

Descriptive Statistics: Descriptive statistics involve summarizing and describing the main features of a dataset. This can include measures such as 

mean, median, mode, range, standard deviation, and frequency distributions. Descriptive statistics provide a basic understanding of the data and help 

identify patterns and trends in talent acquisition processes. 

 

Inferential Statistics: Inferential statistics are used to make inferences and predictions about a population based on sample data. Techniques such as 

hypothesis testing, analysis of variance (ANOVA), regression analysis, and correlation analysis can be employed to test relationships between variables 

and determine the significance of findings. 

 

Predictive Analytics: Predictive analytics involves using historical data to predict future outcomes. Machine learning algorithms, such as decision trees, 

random forests, logistic regression, and neural networks, can be applied to predict candidate fit, attrition rates, and other talent acquisition metrics. 

Predictive analytics help organizations anticipate future talent needs and make informed decisions. 

 

Text Mining and Natural Language Processing (NLP): Text mining and NLP techniques are used to analyze unstructured data, such as resumes, job 

descriptions, and candidate feedback. Text mining algorithms can extract key information, identify patterns, and categorize text data to facilitate resume 

screening, sentiment analysis, and semantic matching in talent acquisition processes. 

 

Social Network Analysis (SNA): SNA is used to analyze relationships and interactions within social networks. In the context of talent acquisition, SNA 

can be employed to map out professional networks, identify influential individuals, and assess candidate referrals and employee referrals. SNA helps 

organizations leverage social connections to attract and recruit top talent. 

 

Cluster Analysis: Cluster analysis is used to group similar entities or observations based on their characteristics. In talent acquisition, cluster analysis 

can be applied to segment candidates into distinct groups based on skills, qualifications, and preferences. This helps organizations tailor recruitment 

strategies and messaging to different candidate segments. 

 

Sentiment Analysis: Sentiment analysis, also known as opinion mining, involves analyzing text data to determine the sentiment or emotion expressed 

within it. In talent acquisition, sentiment analysis can be used to evaluate candidate sentiment towards job postings, employer brand, and the overall 

recruitment experience. This helps organizations identify areas for improvement and enhance candidate satisfaction. 

 

Time Series Analysis: Time series analysis involves analyzing data collected over time to identify patterns, trends, and seasonality. In talent acquisition, 

time series analysis can be used to track recruitment metrics, such as applicant flow, time-to-fill, and offer acceptance rates, over different time periods. 

This helps organizations understand recruitment trends and optimize their hiring processes accordingly. 

3.2 HYPOTHESES TESTING AND METHODS  

Thoughts on Hypothesis Testing Methodology 

Researchers use sample-based statistical tests to evaluate the validity of the null hypothesis. 

Statisticians use data collected from large samples of the population to evaluate hypotheses. 

All analysts employ a randomly selected subset of the population when comparing two hypotheses. 

All population parameters are equal is an example of a null hypothesis, as is the claim that all population mean returns are zero. 

The current paradigm is challenged by a competing theory, or null hypothesis. Only one of these possibilities is valid. Always, one of the two options is 

correct. 

Strategy for Examining Hypotheses 

 When trying to decide between multiple possible explanations, analysts must first present competing hypotheses. 

 Having collected the necessary data, the next step is to formulate an analysis plan detailing the criteria that will be used to evaluate the 

results of the data collection. 

 Third, you'll put into practice what you've learned in the first two steps by performing the required procedures and analysing the sample 
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data. 

 The final step is to extrapolate from the data and decide whether or not the null hypothesis can be rejected 

 DATA INTERPRETATION 

Age  

 

Category Respondents Percentage 

18-30 44 44% 

31-40 23 23% 

41-50 18 18% 

50 above 15 15% 

 

44%

23%

18%

15%

18- 30 31- 40 41- 50 50 abov e
 

 

Interpretation 

The following table takes into consideration a number of different factors in order to provide an accurate estimate of the subject's age. There were 

almost half as many responses who were under the age of 30 as there were who were in their twenties, with 23% in their twenties, 18% in their forties, 

and 15% in their fifties. 

Gender   

 

Category Respondents Percentage 

Male 67 67% 

Female 33 33% 
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67%

33%

Male Female
 

 

Interpretation: 

You will find a table at the very top of the page that organizes the information according on gender for your own personal convenience. In all, there are 

67 males and 33 women. 

1. Occupation   

A. Business 

B. Services 

C. Students 

D. Others 

 

Category Respondents Percentage 

Business 12 12% 

Service 28 28% 

Students 47 47% 

Others 13 13% 

 

 

12%

28%

47%

13%

Business Service Students Others
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Interpretation 

The following table provides a condensed explanation of the term "Occupation." The one immediately behind it is the next in line after this one. The 

situation may be broken down as follows: 12% of revenue comes from product sales, 28% from service revenue, 47% from student enrolment, and 13% 

from other sources. 

 

4. Are you familiar with the concept of automation of HR processes for talent acquisition? 

CATEGORY  No. of respondent  Percentage (%) 

Very familiar 20 20% 

Somewhat familiar 46 46% 

Not familiar at all 34 34% 

Total  100 100% 

   

20%

46%

34%

Ver y  f ami l i ar S omewhat  f ami l i ar

Not  f ami l i ar  at  a l l  
 

Interpretation 

The following chart Are you familiar with the concept of automation of HR processes for talent acquisition? shows that 20% IS Very familiar, 46% is 

Somewhat familiar, 34% is Not familiar at all. 

 

5. Do you agree that automation can streamline the talent acquisition process? 

Impact  Frequency % 

Agree 10 10% 

Neutral 40 40% 

Disagree 50 50% 

Total 100 100% 
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10%

40%

50%

Agr ee Neut r a l Di s agr ee
 

 

 

Interpretation 

The above graph is Do you agree that automation can streamline the talent acquisition process?  respondent's 8% agree, with 42% neutral  50% 

disagree. 

 

6. Do you consider automation of HR processes to be extremely significant for talent acquisition? 

Category  No. of respondent  Percentage (%) 

Extremely Significant 50 50% 

Significant 40 40% 

Somewhat Significant 10 10% 

Total  100  100% 
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Interpretation 

From the table above Do you consider automation of HR processes to be extremely significant for talent acquisition? that around 50 percent Extremely 

Significant and 40% of the Significant and 5% is somewhat Significant. 

 

7. Have you witnessed an improvement in recruitment efficiency since implementing HR automation? 

Advertisement you saw  No of Respondents Percentage 

Yes 20 20% 

No 80 80% 

Total 100 100% 
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20

80

Yes No
 

 

Interpretation 

The above table and graph Have you witnessed an improvement in recruitment efficiency since implementing HR automation?  represents that 20 

percent of the respondents are yes and the remaining 80 percent of the respondents are no.  

 

8. Do you think automation can improve the quality of hires in talent acquisition? 

Category  No of Respondents Percentage 

Often 20 20% 

Occasionally 50 50% 

Rarely 30 30% 

Total 100 100% 
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20

50

30

Of t en Oc c as i onal l y Rar el y
 

 

Interpretation 

The above table and graph analysis Do you think automation can improve the quality of hires in talent acquisition? represents that 20 percent of the 

respondents are often and the remaining 50 percent of the respondents are occasionally and 30 percent is rarely. 

 

9. In your experience, how effective is automation in improving candidate sourcing and screening?  

Category  No of Respondents Percentage 

Very effective 25 25% 

Somewhat effective 45 25% 

Ineffective 30 30% 

Total 100 100% 
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25

45

30

Ver y  ef f ec t i v e S omewhat  ef f ec t i v e I nef f ec t i v e
 

 

Interpretation 

The above table and graph analysis In your opinion, In your experience, how effective is automation in improving candidate sourcing and screening? 

represents that 25 percent of the respondents are Very effective and the 45 percent of the respondents are Somewhat effective and 30 percent is 

Ineffective. 

 

10. Do you believe automation is crucial for staying competitive in talent acquisition? 

Category  No of Respondents Percentage 

Crucial 25 25% 

Somewhat Crucial 45 25% 

Not Crucial 30 30% 

Total 100 100% 
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25%

25%

30%

Cr uc i a l S omewhat  Cr uc i a l Not  Cr uc i a l
 

 

Interpretation 

The above table and graph analysis Do you believe automation is crucial for staying competitive in talent acquisition? represents that 25 percent of the 

respondents are Crucial and the 45 percent of the respondents are somewhat Crucial and 30 percent is not Crucial. 

SCOPE FOR FUTURE RESEARCH 

Comparative Studies: Future research could conduct comparative studies across multiple sectors to examine the impact of HR automation on talent 

acquisition effectiveness. Comparing sectors with different characteristics, such as industry regulations, workforce demographics, and technological 

readiness, can provide insights into sector-specific challenges and opportunities. 

 

Longitudinal Studies: Longitudinal studies could track the implementation and outcomes of HR automation initiatives over time to assess their long-

term effectiveness and sustainability across sectors. Examining how HR automation evolves and adapts to changing organizational needs and external 

factors can inform future best practices. 

 

Qualitative Research: Qualitative research methods, such as case studies and in-depth interviews, can provide nuanced insights into the human 

experiences and organizational dynamics associated with HR automation in talent acquisition. Exploring stakeholders' perceptions, attitudes, and 

experiences can shed light on the social and cultural factors influencing HR automation adoption. 

 

Cross-Cultural Studies: Cross-cultural studies could investigate how cultural differences influence the adoption and effectiveness of HR automation in 

talent acquisition across different sectors and regions. Examining cultural norms, values, and preferences can help identify cultural barriers and 

facilitators to HR automation adoption. 

 

Emerging Technologies: Future research could explore the potential of emerging technologies, such as artificial intelligence, machine learning, and 

predictive analytics, in enhancing HR automation for talent acquisition. Investigating how these technologies can augment traditional HR processes and 

improve recruitment outcomes can offer valuable insights for future practice. 

 

Ethical and Legal Implications: Research could examine the ethical and legal implications of HR automation in talent acquisition, particularly 

concerning data privacy, algorithmic bias, and fairness in decision-making. Addressing ethical considerations and regulatory compliance is crucial for 

ensuring responsible and equitable HR automation practices across sectors. 

 

Organizational Change Management: Research could focus on organizational change management strategies to facilitate successful HR automation 

implementation and adoption across sectors. Examining factors such as leadership support, employee training, and stakeholder engagement can help 

organizations navigate the challenges associated with HR automation initiatives. 
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CHAPTER 4 

FINDINGS AND RECOMMENDATIONS : 

4.1 RESEARCH OUTCOME AND FINDINGS 

1:- Streamlining Recruitment: Automation can help in streamlining the recruitment process by automating job posting, candidate sourcing, screening, 

and scheduling interviews. 

2:- Improved Candidate Experience: Automation can enhance the overall candidate experience by providing timely updates, feedback, and 

communication throughout the recruitment process. 

3:- Enhanced Data Analytics: HR automation can provide valuable insights and analytics on recruitment metrics, candidate profiles, and hiring trends, 

improving decision-making and talent acquisition strategies. 

4:- Time and Cost Savings: By automating repetitive and time-consuming tasks, HR can save time and resources, allowing recruiters to focus on 

building relationships and finding the best talent. 

5:- Increased Efficiency: Automation can help in reducing manual errors, improving the efficiency of recruitment processes, and ensuring a quicker 

turnaround in hiring qualified candidates. 

6:- Integration with AI and Machine Learning: By leveraging AI and machine learning technologies, HR automation can assist in identifying patterns, 

predicting candidate success, and optimizing recruitment strategies. 

7:- Compliance and Reporting: Automation can ensure compliance with regulations and streamline reporting processes, reducing the risk of errors and 

ensuring transparency in talent acquisition practices. 

FINDINGS : 

 The following table takes into consideration a number of different factors in order to provide an accurate estimate of the subject's age. There 

were almost half as many responses who were under the age of 30 as there were who were in their twenties, with 23% in their twenties, 18% 

in their forties, and 15% in their fifties. 

 You will find a table at the very top of the page that organizes the information according on gender for your own personal convenience. In 

all, there are 67 males and 33 women. 

 The following table provides a condensed explanation of the term "Occupation." The one immediately behind it is the next in line after this 

one. The situation may be broken down as follows: 12% of revenue comes from product sales, 28% from service revenue, 47% from student 

enrolment, and 13% from other sources. 

 The following chart Are you familiar with the concept of automation of HR processes for talent acquisition? shows that 20% IS Very 

familiar, 46% is Somewhat familiar, 34% is Not familiar at all. 

 The above graph is Do you agree that automation can streamline the talent acquisition process?  respondent's 8% agree, with 42% neutral  

50% disagree. 

 From the table above Do you consider automation of HR processes to be extremely significant for talent acquisition? that around 50 percent 

Extremely Significant and 40% of the Significant and 5% is somewhat Significant. 

 The above table and graph Have you witnessed an improvement in recruitment efficiency since implementing HR automation?  represents 

that 20 percent of the respondents are yes and the remaining 80 percent of the respondents are no.  

 The above table and graph analysis Do you think automation can improve the quality of hires in talent acquisition? represents that 20 

percent of the respondents are often and the remaining 50 percent of the respondents are occasionally and 30 percent is rarely. 

 The above table and graph analysis In your opinion, In your experience, how effective is automation in improving candidate sourcing and 

screening? represents that 25 percent of the respondents are Very effective and the 45 percent of the respondents are Somewhat effective and 

30 percent is Ineffective. 

 The above table and graph analysis Do you believe automation is crucial for staying competitive in talent acquisition? represents that 25 

percent of the respondents are Crucial and the 45 percent of the respondents are somewhat Crucial and 30 percent is not Crucial. 

4.2 RECOMMENDATIONS: 

Implement Applicant Tracking Systems (ATS): Utilize ATS software to streamline the recruitment process by automating tasks such as resume 

screening, candidate tracking, and interview scheduling. ATS systems help in identifying top talent efficiently, reducing manual efforts, and ensuring a 

standardized approach to candidate evaluation. 

 

Utilize AI and Machine Learning Algorithms: Leverage AI-powered tools and machine learning algorithms to analyze candidate data, predict candidate 

fit, and match candidates with job requirements. These technologies can help HR professionals make data-driven decisions, improve the quality of 

hires, and enhance the overall recruitment process. 

 

Implement Chatbots for Candidate Engagement: Integrate chatbots into your career portal or recruitment platforms to provide immediate assistance to 

candidates, answer FAQs, and guide them through the application process. Chatbots can offer personalized interactions, improve candidate 
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engagement, and provide a seamless experience for applicants. 

 

Develop Talent Pools: Create and maintain talent pools or talent communities of potential candidates who have expressed interest in your organization 

but may not be immediately suitable for current openings. Automate communication with talent pools to nurture relationships, stay engaged with 

passive candidates, and reduce time-to-hire for future vacancies. 

 

Use Predictive Analytics for Succession Planning: Leverage predictive analytics to identify high-potential employees within the organization who are 

suitable for future leadership roles. By analyzing employee performance, skills, and career aspirations, HR can proactively identify and develop talent 

pipelines for key positions, ensuring continuity and succession readiness. 

 

Streamline Onboarding Processes: Automate onboarding processes using HRIS (Human Resource Information Systems) or onboarding software to 

facilitate paperwork, orientation, and training for new hires. Automated onboarding workflows ensure a consistent and efficient onboarding experience, 

reducing administrative burden and improving employee engagement from day one. 

 

Implement Video Interviewing Platforms: Adopt video interviewing platforms to conduct virtual interviews with candidates, especially for remote or 

geographically dispersed roles. Video interviews save time and resources, enable greater flexibility in scheduling, and provide HR teams with the 

ability to assess candidate communication skills and cultural fit effectively. 

 

Leverage Social Media and Digital Platforms: Harness the power of social media and digital platforms for talent sourcing, employer branding, and 

candidate engagement. Automate social media posting, content sharing, and targeted advertising to reach a wider audience of potential candidates and 

showcase your organization as an employer of choice. 

 

Monitor and Optimize Recruitment Metrics: Use HR analytics tools to track recruitment metrics such as time-to-fill, cost-per-hire, and source-of-hire. 

Analyzing recruitment data allows HR teams to identify bottlenecks, optimize recruitment processes, and allocate resources more effectively to 

improve overall recruitment efficiency and effectiveness. 

 

Invest in Continuous Learning and Development: Provide training and upskilling opportunities for HR professionals to enhance their knowledge of HR 

technologies, automation tools, and best practices in talent acquisition. Continuous learning ensures that HR teams are equipped to leverage automation 

effectively, adapt to evolving recruitment trends, and drive innovation in talent acquisition strategies. 

4.3 LIMITATIONS OF THE STUDY : 

Generalizability: The findings of the study may not be universally applicable across all sectors due to variations in organizational structures, workforce 

demographics, and industry-specific recruitment practices. The study's conclusions may be limited to the sectors or industries examined and may not be 

fully transferable to other contexts. 

 

Sample Size and Representation: The study's sample size and composition may affect the generalizability of the findings. Limited sample sizes or 

biased participant selection may result in findings that are not representative of the broader population of organizations across sectors. Moreover, the 

study may focus on specific industries or organizations, leading to potential biases in the results. 

 

Scope and Depth of Analysis: The study may be limited in its scope and depth of analysis, potentially overlooking certain aspects of HR automation or 

talent acquisition processes. For example, the study may focus primarily on technology adoption without considering other factors such as 

organizational culture, leadership support, or regulatory constraints that influence the effectiveness of HR automation initiatives. 

 

Time Constraints: Time constraints may limit the study's ability to comprehensively assess the long-term impacts of HR automation on talent 

acquisition across sectors. The study may focus on short-term outcomes or immediate effects, overlooking potential changes or challenges that may 

emerge over time. 

 

Data Availability and Reliability: The study's findings may be constrained by the availability and reliability of data sources. Limited access to 

organizational data or reliance on self-reported information from participants may introduce biases or inaccuracies in the findings. Moreover, the study 

may face challenges in obtaining longitudinal data or historical trends necessary for assessing the evolution of HR automation practices. 

 

External Factors and Contextual Dynamics: The study may not fully account for external factors or contextual dynamics that influence HR automation 

and talent acquisition across sectors. Factors such as economic conditions, market trends, technological advancements, and regulatory changes may 

impact the effectiveness of HR automation initiatives but may not be adequately addressed in the study. 

 

Lack of Comparative Analysis: The study may lack comparative analysis across sectors, hindering the ability to identify sector-specific differences or 

best practices in HR automation and talent acquisition. Comparative analysis could provide valuable insights into variations in adoption rates, 

implementation strategies, and outcomes across different sectors. 
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Bias and Subjectivity: The study may be susceptible to researcher bias or subjectivity in data collection, analysis, and interpretation. Preconceived 

notions or researcher preferences may influence the study's conclusions, potentially leading to skewed or incomplete understandings of HR 

automation's impact on talent acquisition across sectors. 

SUGGESTIONS : 

1:- Implement Applicant Tracking System (ATS) software to streamline candidate sourcing, screening, and tracking processes, reducing manual tasks 

and enabling HR teams to focus on strategic activities. 

2:- Utilize AI-powered recruitment tools to analyze resumes, screen candidates, and conduct preliminary interviews, saving time and ensuring a more 

efficient talent selection process. 

3:- Integrate video interviewing platforms for remote candidate evaluations, facilitating a flexible and convenient assessment process for both HR teams 

and candidates. 

4:- Leverage data analytics and predictive modeling to identify skills gaps, forecast future talent needs, and develop targeted recruitment strategies 

tailored to the specific requirements of different sectors. 

5:- Use social media and job boards automation tools to automate job postings, target passive candidates, and engage with potential talents through 

personalized messaging and content. 

6:- Implement onboarding software to automate the induction and training processes, ensuring a smooth and consistent experience for new hires across 

different sectors. 

7:- Develop a central talent management system that consolidates employee data, performance evaluations, training records, and career development 

plans to nurture talent and promote internal mobility within the organization.  By embracing automation technologies in HR processes, organizations 

can enhance their talent acquisition capabilities, improve recruitment efficiency, and ultimately drive business success across various sectors. 

4.4 CONCLUSIONS : 

Automation of HR processes has become a crucial strategy for organizations aiming to enhance their talent acquisition efforts across various sectors. 

By leveraging technology, companies can streamline and improve the efficiency of their recruitment processes, ultimately leading to a more effective 

hiring process. One of the key benefits of automating HR processes is the ability to attract top talent from a wider pool of candidates. 

 

Through the use of automated job posting platforms and candidate sourcing tools, organizations can reach a larger audience and identify potential 

candidates more effectively. Automation also helps in reducing manual errors and biases in the recruitment process, enabling a fair and merit-based 

selection of candidates. 

 

Furthermore, automated HR processes can significantly reduce the time and resources spent on administrative tasks such as resume screening, 

scheduling interviews, and sending out communication to candidates. This allows HR professionals to focus more on strategic decision-making and 

building relationships with candidates, ultimately leading to a more positive candidate experience. 

 

In addition, automation enables data-driven decision-making in talent acquisition by providing valuable insights and analytics on recruitment metrics. 

With access to real-time data, organizations can continuously improve their recruitment strategies and ensure they are targeting the right candidates for 

specific roles. Overall, the automation of HR processes in talent acquisition has the potential to revolutionize the way organizations approach 

recruitment across sectors. 

 

By leveraging technology to streamline processes, reduce manual workload, and improve decision-making, companies can stay competitive in today's 

fast-paced and dynamic job market. 
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ANNEXURE : 

1. Age  

a) 18-30 

b) 31-40 

c) 41-50 

d) 50 abov 

 

2. Gender   

a) Male 

b) Female 

 

3. Occupation   

a) Business 

b) Services 

c) Students 

d) Others 

 



 International Journal of Research Publication and Reviews, Vol (5), Issue (3), March (2024), Page – 6883-6912           6912 

 

 

Are you familiar with the concept of automation of HR processes for talent acquisition? 

a) Very familiar 

b) Somewhat familiar 

c) Not familiar at all 

 

5. Do you agree that automation can streamline the talent acquisition process? 

a) Agree 

b) Neutral 

c) Disagree 

 

6. Do you think automation can improve the quality of hires in talent acquisition? 

a) Often  

b) Occasionally 

c) Rarely 

 

7. Have you witnessed an improvement in recruitment efficiency since implementing HR automation? 

a) Yes 

b) No 

 

8. Do you consider automation of HR processes to be extremely significant for talent acquisition? 

a) Extremely Significant 

b) Significant 

c) Somewhat Significant 

 

9. In your experience, how effective is automation in improving candidate sourcing and screening? 

a) Very effective 

b) Somewhat effective 

c) Ineffective 

 

10. Do you believe automation is crucial for staying competitive in talent acquisition? 

a) Crucial 

b) Somewhat Crucial 

c) Not Crucial 

 


