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A B S T R A C T : 

Talent Acquisition (TA) Operations is the support function that keeps recruitment structured, trackable and transparent, yet it is seldom studied separately from 

recruiting itself. This paper presents a descriptive, internship-based study of TA Operations at an IT consulting and services organization, carried out by a TA 

Operations intern between 31 March and 20 September 2026. It examines how candidate sourcing on the Naukri portal, AI-based assessment reporting on Xobin, 

a daily onsite and offshore open-position tracker, job posting and employer-branding activity on LinkedIn and Naukri, recruitment documentation, internal referrals 

and post-offer engagement contribute to organised, efficient and transparent hiring. Data were drawn from internal trackers, assessment reports, job-portal activity 

and direct observation, and analysed with simple descriptive measures such as funnel, percentage and status analysis. The findings indicate that TA Operations 

strengthens recruitment governance by improving the visibility of open requirements, supporting structured shortlisting, creating traceable hiring records and 

widening candidate reach, while assessment scores are best treated as decision support rather than a final selection tool. The study is limited by its short duration, 

confidentiality restrictions and the absence of post-hire data. The paper recommends a standard periodic Xobin effectiveness report and a uniform recruitment 

documentation checklist. 
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1. Introduction 

Recruitment is usually described in terms of recruiters finding and selecting people, but a large share of the work that makes hiring reliable is operational: 

keeping requirements current, preparing reports, maintaining records, coordinating job postings and communicating with candidates. Talent Acquisition 

(TA) refers to identifying, attracting, assessing, selecting and hiring suitable employees, and also to building a talent pipeline for future needs [2]. TA 

Operations is the support layer that keeps this process structured, trackable and documented. 

This paper is based on the author’s internship as a TA Operations Intern at an IT consulting and services organization, from 31 March to 20 September 

2026. The role supported, but did not independently run, the end-to-end hiring cycle. The work covered candidate sourcing on the Naukri portal, 

preparation of assessment reports from the Xobin platform, daily updating of an open-position tracker for onsite and offshore roles, job posting on 

LinkedIn and Naukri, flyer design on Canva, recruitment documentation, internal referral communication and post-offer engagement. 

The study uses the lens of recruitment governance, meaning the structured way in which hiring activities are managed, monitored and documented so 

that decisions rest on proper information, standard processes and clear accountability. The remainder of the paper reviews relevant concepts (Section 2), 

states the objectives and method (Section 3), describes the work undertaken (Section 4), analyses the findings (Section 5), discusses challenges and 

limitations (Section 6) and closes with recommendations and conclusions (Sections 7 and 8). 

2. Review of Literature 

2.1 Talent acquisition and TA operations 

TA is broader than filling current vacancies. It spans manpower requirements, job descriptions, sourcing, posting, screening, assessment, interviews, 

selection, offer management and onboarding support [2]. Cappelli [1] argues that many organisations’ hiring practices are poorly designed and that 

disciplined process improvement is needed, which supports giving the operational backbone of hiring its own attention. TA Operations covers the trackers, 

reports, records, tools and communication that let the recruitment team work in a systematic and timely way. 

2.2 Recruitment governance and data protection 

Recruitment governance combines rules, records, accountability and transparency. In practice it is supported by accurate position tracking, proper 

documentation, data-based shortlisting, defined responsibilities, consistent job-posting communication and regular review of hiring progress. Because 

TA teams handle resumes, contact details, assessment scores, interview feedback and offer information, India’s Digital Personal Data Protection Act, 

2023 [4] and the DPDP Rules, 2025 [5] make responsible handling of digital personal data an increasingly important part of governance. 

http://www.ijrpr.com/
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2.3 AI-based assessment in recruitment 

AI is increasingly used in recruitment for resume screening, sourcing, assessments, interview scheduling, candidate communication and analytics. Such 

tools are generally reported to improve screening efficiency and standardisation, while raising concerns about bias, transparency, privacy and over-

dependence on technology; AI should therefore support human decision-making rather than replace it. Xobin is an AI-powered pre-employment 

assessment platform that supports technical, aptitude, psychometric, communication and role-based assessments [6]. 

2.4 Recruitment analytics and position tracking 

Recruitment analytics uses hiring data to improve decisions and efficiency. Commonly used measures include time-to-fill, time-to-hire, offer-acceptance 

rate, source-of-hire, position ageing and movement through the recruitment funnel (requirement, sourcing, screening, assessment, shortlisting, interview, 

offer, joining). An open-position tracker is the simplest operational form of such analytics. 

2.5 Employer branding, referrals and post-offer engagement 

Employer branding is the image of an organisation as a workplace; clear, accurate and attractive job communication on digital platforms influences 

candidate interest. Internal referrals add a further sourcing channel through employee networks, and post-offer engagement (congratulatory messages, 

newsletters, reminders) aims to keep selected candidates connected between offer and joining and so reduce drop-off. 

3. Objectives and Research Methodology 

3.1 Objectives 

The study had four objectives: (i) to understand the TA Operations process at the organization; (ii) to study candidate sourcing, Xobin assessments and 

open-position tracking within the recruitment process; (iii) to analyse how TA Operations supports efficient, transparent and organised hiring; and (iv) to 

understand the importance of TA branding, documentation and internal referrals in attracting suitable candidates and reducing the risk of bad hires. 

3.2 Research design and data 

A descriptive research design was adopted [3]. Data came from the internal open-position tracker, Xobin reports, job-portal activity, and interaction with 

and observation of the TA team during the internship. Analysis used frequency, percentage, recruitment-funnel, status and source-wise comparisons, with 

observation-based interpretation. The main metrics are listed in Table 1. 

Table 1. Metrics used in the analysis 

Metric Formula 

Assessment completion rate Completed assessments ÷ invited candidates × 100 

Shortlisting rate Shortlisted ÷ assessed candidates × 100 

Assessment-to-interview conversion Interviewed ÷ assessed candidates × 100 

Offer-acceptance rate Accepted offers ÷ total offers × 100 

Joining rate Joined candidates ÷ total offers × 100 

Referral conversion rate Referral candidates shortlisted or hired ÷ total referrals × 100 

Position ageing Current date − open date (days) 

Source effectiveness Selected from a source ÷ total sourced from it × 100 

 

3.3 Scope, confidentiality and illustrative data 

The study is limited to the operational support activities performed during the internship. Candidate names, contact details, individual assessment scores, 

salary data, client information, internal financial data and detailed hiring-manager feedback are excluded. Because such data are confidential, the 

numerical figures shown in Section 5 are illustrative examples constructed to demonstrate the analytical method; they are not reported statistics of the 

organization. 

4. TA Operations Workflow at the Organization 

The process began when a hiring requirement, for an onsite or offshore role, was received from a business team, hiring manager or project team, with 

details such as job title, skills, experience, location, priority, assigned recruiter and status. The position was added to or updated in the daily open-position 

tracker, a candidate pipeline was built, selected candidates were assessed, shortlisted candidates moved to interviews, and selected candidates received 

post-offer engagement until joining. 

4.1 Sourcing on Naukri 

For each open position the job description was used to run keyword and Boolean searches on Naukri. Profiles were screened for skills, experience, notice 

period, location and role relevance, and suitable profiles were shared with the concerned recruiter to build the pipeline. 

4.2 Xobin assessment reporting 

Candidates who cleared initial screening were sent a role-specific Xobin assessment before interviews. Candidates meeting the defined cut-off moved 

forward, while others were recorded as assessed but not shortlisted. The intern prepared reports on completion status, scores, shortlisting and movement 

to interview, and on the approximate screening time saved compared with manual, resume-based shortlisting. 

4.3 Open-position tracker 

A tracker maintained separately for onsite and offshore roles recorded each position’s stage (sourcing, assessment, interview, offer, on hold or closed), 
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the assigned recruiter and the priority. It was updated daily, so sourcing, assessment and tracking ran in parallel: sourcing fed the pipeline, Xobin filtered 

it before recruiter time was spent on interviews, and the tracker reflected movement on every role at the end of each day. 

4.4 Branding, documentation, referrals and post-offer engagement 

Vacancies were posted on LinkedIn and Naukri in a consistent format, and role-specific flyers were designed on Canva. For each candidate taken forward, 

the assessment result, interview feedback and hiring decision were recorded. Referral opportunities were circulated internally, responses were logged and 

routed to recruiters, and referred candidates followed the same process as external candidates. After an offer, selected candidates received congratulatory 

emails, newsletters and follow-up communication. 

5. Data Analysis and Findings 

5.1 Xobin assessment analysis 

Figure 1 shows an illustrative funnel in which 100 candidates are invited for an assessment. The completion rate would be 80 ÷ 100 × 100 = 80%, and 

the assessment-to-interview conversion would be 20 ÷ 80 × 100 = 25%. 

 

 

 

 

 

 

 

 

 

 

 

Fig. 1. Illustrative Xobin assessment funnel (not actual company data) 

The assessment gives the team a structured screening stage, so that not every sourced candidate has to be interviewed. Its effectiveness can be examined 

along four dimensions: screening efficiency, time saving, cost-effectiveness and quality of shortlisting. For time saving, if a recruiter spends 10 minutes 

screening one profile and 100 profiles must be screened, manual screening needs 100 × 10 = 1,000 minutes; if Xobin narrows detailed review to 30 

candidates, effort is focused on fewer, more relevant profiles. A fair estimate must also count the time taken to send assessments, monitor completion 

and review reports. An assessment score should not be the only basis for hiring; experience, technical background, interview performance, 

communication, availability and hiring-manager feedback also matter. 

5.2 Open-position tracker analysis 

Figure 2 shows an illustrative distribution of positions by stage. A larger number of roles in the open, sourcing and screening stages indicates an active 

pipeline, while smaller numbers at the offered and closed stages reflect conversion at later stages. Seen daily, such a distribution lets the team spot 

bottlenecks, flag ageing positions, reallocate sourcing effort and escalate where needed, without each person following up individually with recruiters. 

 

 

 

 

 

 

 

 

 

 

 

Fig. 2. Illustrative distribution of open positions by stage (not actual company data) 

5.3 TA branding and job posting 

Naukri served mainly for profile sourcing and job posting; LinkedIn supported professional networking, visibility and employer branding; and Canva 

flyers made postings more attractive and easier to understand. Accuracy mattered as much as appearance, since incorrect titles, skills, locations or 

experience requirements attract irrelevant applications and weaken candidate experience. 

5.4 Documentation, referrals and post-offer engagement 

Records of approved requirements, job descriptions, candidate source, assessment reports, interview feedback, hiring approval, offer status and joining 

status make it possible to explain why a candidate was shortlisted, what evidence existed and who approved the decision. Documentation cannot guarantee 

that bad hires are avoided, but it ensures that decisions are supported by records and stakeholder feedback. Internal referrals widened the sourcing base, 

particularly for specialised roles, and post-offer communication helped selected candidates feel welcomed before joining. 
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5.5 Summary of findings 

Table 2. Contribution of TA Operations activities to governance 

Activity Contribution observed 

Naukri sourcing Relevant candidate pipelines for open roles 

Xobin reporting Structured pre-interview screening; reviewable assessment outcomes 

Open-position tracker Transparency, recruiter accountability, onsite/offshore coordination 

LinkedIn, Naukri, Canva Clearer communication and wider visibility of vacancies 

Documentation Traceability of assessments, feedback and decisions 

Internal referrals Additional sourcing channel through employee networks 

Post-offer engagement Continued connection with selected candidates before joining 

6. Challenges and Limitations 

6.1 Challenges 

Early on, it was difficult to see how sourcing, assessments, trackers, postings, documentation and post-offer communication fit one process; guidance 

from the TA team and close reading of job descriptions resolved this. On Naukri, many profiles did not match exact requirements, so keywords, filters 

and recruiter feedback were used to refine searches. Xobin scores could not be read in isolation, so reports were structured and scores were read alongside 

recruiter feedback and interview movement. The tracker had to be updated daily while statuses changed quickly, so the latest status was verified before 

each update. Confidentiality of resumes, scores, feedback and offers required handling data only through authorised channels and excluding it from this 

paper. Finally, job posts and flyers required accuracy as well as creativity, so content was checked against job descriptions before posting. 

6.2 Limitations 

The study is limited by the short internship duration, which prevented tracking every candidate to joining; by confidentiality restrictions on candidate, 

assessment, salary and financial data; by a small sample restricted to activities handled during the internship; by the lack of post-hire data on performance, 

retention and quality of hire; by the unavailability of detailed time, cost and recruiter-effort data needed to compute Xobin’s exact time saving, cost saving 

or return on investment; and by the inherent limits of AI-based assessment, which cannot replace recruiter judgment. The findings are therefore descriptive 

and experiential, and should not be generalised statistically. 

7. Recommendations and Future Scope 

Xobin effectiveness report. A standard report, prepared monthly or quarterly, should cover candidates invited, completing, shortlisted, interviewed, 

selected and joined; assessment-to-interview and interview-to-offer conversion; estimated recruiter time saved; and post-assessment drop-off. 

Standard documentation checklist. A common checklist should be kept for every open role (approved requirement, updated job description, candidate 

source, assessment status, interview feedback, shortlisting comments, hiring approval, offer status and joining status) to reduce missing information and 

improve traceability. 

Future work. Later studies could examine quality of hire and early attrition, the correlation between Xobin scores and interview performance, source-

wise candidate quality, time-to-fill for onsite and offshore roles, referral-to-hire conversion, candidate experience and the effect of post-offer engagement 

on joining rates. 

8. Conclusion 

TA Operations is an essential support function in recruitment. In the organization studied, sourcing built relevant pipelines; Xobin reports supported 

structured pre-interview screening; the open-position tracker improved transparency, accountability and coordination across onsite and offshore 

requirements; branding activity improved the visibility of vacancies; documentation made hiring decisions traceable; internal referrals added a sourcing 

channel; and post-offer engagement kept selected candidates connected before joining. Efficient hiring therefore depends not only on recruiters but also 

on the operational systems, data discipline and documentation that support them, with AI-based tools used as decision support under human oversight. 
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