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Abstract: The recruitment and selection landscape, therefore, has been the most transformed in recent 

decades due to changes in advancements in technology, globalization, and changing workforce expectations. 

This review paper gives a holistic summary of the developments of the recruitment and selection practice 

overtime, focusing on key trends and challenges identified up to 2015. From its traditional methods like 

newspaper adverts, in-person applications, and manual screening of applicants, recruitment practices have, 

over time, transitioned into more technological ways of Applicant Tracking Systems (ATS), online job 

portals, and social media, LinkedIn, among others. These innovations have been efficient and have opened 

wider talent pools, but it has also brought about a host of complexities, like data privacy concerns and 

algorithmic biases. The paper also points out the increased focus on employer branding, diversity, and 

inclusion, which is a shift towards a more candidate-centric hiring environment. Behavioural assessments 

and psychometric tests have become prominent, providing a more in-depth understanding of candidate 

potential beyond academic qualifications and work experience. The rise of the gig economy has also 

transformed recruitment, accommodating short-term and freelance roles. However, challenges still exist, 

such as fairness in automated systems, candidate experience management, and the ethical implications of 

data-driven hiring. This paper takes a closer look at how these practices have evolved, shedding light on the 

forces shaping the recruitment landscape and the need to balance innovation with ethics. The research hopes 

to inform future study and assist practitioners in negotiating future developments in the field. 

Keywords: Recruitment practices, selection methods, Applicant Tracking Systems, employer branding, 

diversity and inclusion, gig economy, psychometric assessments, data privacy, algorithmic bias, workforce 

trends.  

1. Introduction 

Recruitment and selection are the most critical functions of human resource management that shape the 

workforce that drives an organization's success. These processes are not just operational; they are strategic, 

directly affecting productivity, innovation, and long-term organizational sustainability [1]. Over the years, 

the methods and practices used to attract and evaluate talent have undergone profound transformations, 

driven by technological advancements, global workforce trends, and the evolving expectations of both 

employers and job seekers. By 2015, these changes had become crucial, where organizations began relying 

on digital tools and creative strategies in dealing with the intricacies of modern recruitment and selection [1]. 
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Figure 1. Recruitment Process [Source: Staffingsoft.com] 

 

The landscape for recruitment and selection has never been static. Rather, it keeps changing with external 

factors such as the economic climate, labor market, and technological advances. Traditionally, newspaper 

advertising, walk-in interviews, and manual scanning of resumes were used as the principal means of 

selection. These practices, though efficient at their time, were often labor-intensive and had limited reach 

[2]. However, the early 2000s witnessed the internet and the digital revolution, which started to reshape these 

practices fundamentally. As of 2015, recruitment processes were characterized by online job portals, social 

media platforms, and Applicant Tracking Systems (ATS), which enable organizations to streamline their 

hiring processes and tap into a global talent pool [2]. 

The period leading to 2015 also included a significant shift in attention toward making the hiring process 

more inclusive, transparent, and candidate-centric. Driven by globalization, the increasing gig economy, and 

recognition of diversity and inclusion issues, organizations began to rethink traditional recruitment strategies. 

Social media platforms such as LinkedIn enabled sourcing talent, networking, and building employer brand 

equity in powerful ways. Meanwhile, with better behavioral assessments and psychometric tools, the 

employer gained a better insight into candidates' personalities, skills, and cultural fit than the resume or an 

interview might indicate [3]. 

A 2015 perspective is particularly relevant to understand these changes because it falls at the crossroads of 

the early adoption of digital tools and the more advanced, AI-driven systems that were adopted in later years. 

It captures the period when both traditional and modern approaches converged, giving an excellent insight 

into how organizations coped with changing demands amidst issues like data privacy, algorithmic bias, and 

maintaining efficiency vis-à-vis personalization [3]. 

The main objectives of this paper are to provide a comprehensive historical overview of recruitment and 

selection practices, analyze key trends that emerged by 2015, and identify critical shifts in organizational 

strategies. Through tracing the evolution of these practices, the paper will be able to highlight the factors 

driving these changes and their implications for both employers and job seekers [4]. Moreover, it aims to 

point out challenges and opportunities that surfaced during this revolutionary period. The purpose of the 

research will lay a foundation for further investigation on the future trajectory of recruitment and selection 

practice. To understand these developments is the need of practitioners, researchers, and policymakers to 

understand the complexities in modern talent acquisition in a world of high competition and technology. 
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2. Historical Background 

Recruitment and selection practices have significantly changed over time, but traditional methods remain the 

basis of modern methods. Before technology became the norm and demographics of the workforce changed, 

these practices were manual, localized, and based on personal connections. However, as companies grew 

globally and technology improved, it was necessary to introduce more efficient, scalable, and inclusive 

systems. This section discusses the traditional practices that defined recruitment and selection in previous 

decades and identifies the key drivers of the changes up to 2015 [5]. 

2.1 Traditional Practices 

In the pre-digital world, recruitment and selection were highly manual processes. Job advertisements were 

primarily placed in newspapers, magazines, or physical job boards within community centres or educational 

institutions. This approach limited the talent pool to a localized audience and often relied on word-of-mouth 

or referrals for broader reach. Organizations conducted in-person applications and interviews, which were 

labour-intensive and time-consuming. Resumes were submitted in physical form, and HR personnel had to 

manually screen candidates for suitability [6]. 

Selection methods were also centred on the more traditional techniques of face-to-face interviews, written 

tests, and reference checks. Decisions were largely based on gut feelings and judgments of recruiters. 

Psychometric testing and structured interviews were not very common, and hiring decisions often lacked 

standardization or consistency. These methods were appropriate for smaller, localized businesses but could 

not cope with the demands of rapidly growing and globalizing organizations [6]. 

 

Table 1. Traditional Recruitment and Selection Practices  

Traditional Recruitment and 

Selection Practices 

Description 

Job Advertisements Posted in newspapers, magazines, or on physical job boards, 

targeting local candidates. 

In-Person Applications Candidates submitted applications in person, often involving a 

direct interaction with HR staff. 

Manual Resume Screening HR personnel manually reviewed paper resumes to shortlist 

candidates. 

Face-to-Face Interviews Conducted as the primary evaluation method, often unstructured 

and subjective. 

Reference Checks Relied on verbal or written references from previous employers 

or educators. 

Local Talent Pool Recruitment was primarily limited to the geographical proximity 

of the organization. 

Source: Compiled by the author from various historical HRM practices. 
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Figure 2. Traditional V/s Online Recruitment [Source: Glider]  

2.2 Factors Driving Change 

There are several key factors that have driven the evolution of recruitment and selection practices. These 

drivers reflect the broader social, economic, and technological shifts that transformed the way organizations 

approached talent acquisition [7]. 

 Globalization: The integration of global markets created a need for firms to attract and retain talent 

from diverse geographical locations. As companies began internationalizing their operations, 

methods of recruitment that were typically localized became insufficient. That is when the necessity 

came to develop systems that source and manage talent globally [7]. 

 Technology: Technology had revolutionized recruitment practices and played a transformative role. 

The arrival of internet had given job portals like Monster.com and Indeed, which enhanced the 

targeted reach for employers. The emergence of ATS made it easy to screen resumes and manage 

candidates and reduced the time and effort in the overall process. Employers could now leverage the 

networking opportunity using social media sites such as LinkedIn to source passive candidates [8]. 

 Workforce demographics: Workforce demographics changed dramatically during this time, with 

more youthful and technology-literate entrants into the labour force. These applicants would require 

more accessible, open, and technology-based hiring processes. Moreover, a heightened awareness of 

diversity and inclusion brought to the fore the need for fair hiring practices that could counter biases 

that occur through traditional hiring [8]. 

 Economic Pressure and Competition: As competition in industries grew, organizations wanted to 

minimize their hiring costs while still hiring the best talent. These pressures led to the adoption of 

digital tools that were cost-efficient and innovative strategies for efficiently identifying and attracting 

high potential candidates. 

Table 2. Factors Driving Change in Recruitment and Selection 

Factors Driving Change in 

Recruitment and Selection 

Description 

Globalization Expanded operations required access to a diverse and 

international talent pool. 

Technological Advancements Introduction of the internet, ATS, and social media transformed 

recruitment into a more efficient process. 

Changing Workforce 

Demographics 

Tech-savvy candidates and diversity awareness demanded 

modern and inclusive hiring practices. 

Economic Pressures and 

Competition 

Organizations sought cost-effective and efficient methods to 

secure top talent. 

Source: Adapted from HR industry reports and literature on workforce trends. 
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The traditional recruitment and selection practices formed the foundation for modern approaches but had 

limitations in scalability, efficiency, and inclusivity. With globalization, technological advancements, 

changes in the demographics of the workforce, and economic pressures, organizations were forced to 

innovate and adapt to new strategies. This change is a reflection of the dynamic interplay between external 

factors and internal organizational needs that paved the way for the transformative trends seen by 2015. 

3. Key Trends in Recruitment and Selection Practices 

The recruitment and selection landscape has undergone a significant transformation, driven by the integration 

of advanced technologies, societal shifts, and the emergence of innovative strategies. By 2015, several key 

trends had reshaped how organizations attracted and evaluated talent. This section delves into these trends, 

highlighting the impact of technology, social media, diversity, and other factors on recruitment and selection 

practices [9]. 

 

Figure 3. Stages of Recruitment in HRM [Source: unstop] 

3.1 Adoption of Technology 

Technology revolutionized recruitment processes, enhancing efficiency and broadening access to talent 

pools. Applicant Tracking Systems (ATS) emerged as a cornerstone of modern recruitment, automating 

resume screening, tracking applications, and streamlining candidate communication. These systems not only 

reduced administrative burdens but also improved the speed and accuracy of shortlisting candidates [9]. 

Online job portals like Monster.com, Indeed, and Glassdoor transformed job advertising, making it possible 

to reach millions of candidates worldwide. Automation tools further streamlined repetitive tasks such as 

scheduling interviews and sending follow-up emails, allowing HR professionals to focus on strategic 

activities [9]. 

Table 3. Technological Tools  

Technological Tools in 

Recruitment 

Key Features Impact 

Applicant Tracking 

Systems (ATS) 

Automated resume screening, candidate 

tracking, and communication 

Enhanced efficiency, reduced 

time-to-hire 

Online Job Portals Global reach, easy job posting, and 

application management 

Broadened talent pools, 

improved accessibility 

Automation Tools Streamlined scheduling and 

communication 

Reduced administrative 

workload for HR teams 

Source: Industry analysis reports on HR technology adoption. 
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3.2 Social Media and Digital Footprint 

Social media platforms became powerful tools for talent acquisition, offering organizations new ways to 

connect with both active and passive job seekers. LinkedIn played a central role, serving as a professional 

networking platform where recruiters could post jobs, source candidates, and assess digital profiles. 

Facebook and Twitter also contributed by providing avenues for employer branding and engaging with 

younger, tech-savvy audiences [9]. 

 

Figure 4. Social Media in Recruiting Talents [Source: financesonline] 

Social media allowed recruiters to assess a candidate’s digital footprint, offering insights into their 

professional interests, communication style, and cultural fit. However, this practice raised ethical concerns 

about privacy and potential biases in the evaluation process [9]. 

Table 4. Social Media Platforms in Recruitment 

Social Media Platforms in 

Recruitment 

Primary Use Challenges 

LinkedIn Sourcing candidates, job postings, 

professional networking 

Limited to professionally active 

individuals 

Facebook Employer branding, connecting with 

tech-savvy job seekers 

Overlap with personal profiles 

raised privacy concerns 

Twitter Promoting job opportunities, building 

company image 

Limited character count for 

detailed information 

Source: Compiled from HRM journals and industry practices. 

3.3 Diversity and Inclusion 

By 2015, diversity and inclusion (D&I) had become critical priorities for organizations, reflecting a broader 

societal shift toward equitable workplace practices. Companies increasingly recognized that diverse teams 

drive innovation, improve decision-making, and enhance organizational performance. Initiatives aimed at 

reducing biases in recruitment processes, such as blind hiring, were adopted to ensure fairness [9]. 

Training programs for recruiters to recognize and mitigate unconscious biases also became prevalent. 

Additionally, companies began actively promoting gender diversity and hiring from underrepresented 

groups, supported by policies designed to create inclusive work environments [9]. 
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Table 5. Diversity and Inclusion Strategies 

Diversity and Inclusion 

Strategies 

Objective Impact 

Blind Hiring Removing identifying information to 

reduce bias 

Increased fairness in candidate 

evaluations 

Unconscious Bias 

Training 

Educating recruiters to identify and 

counteract biases 

Improved decision-making and 

hiring inclusivity 

Targeted Hiring 

Initiatives 

Actively recruiting from 

underrepresented groups 

Enhanced workforce diversity and 

innovation 

Source: Reports on D&I initiatives and workforce analytics. 

3.4 Behavioural Assessments 

Behavioural assessments gained prominence as organizations sought deeper insights into candidates’ 

personalities, skills, and cultural alignment. Psychometric tests, personality profiling, and situational 

judgment tests became standard tools for evaluating candidates beyond their resumes. Video interviews, 

supported by AI-driven analytics, allowed for more dynamic interactions and real-time evaluation of soft 

skills [10]. 

These tools helped organizations predict candidate success in specific roles, reducing turnover and improving 

overall team performance. However, concerns about fairness and the accuracy of predictive analytics 

remained. 

Table 6. Behavioural Assessment Tools 

Behavioural 

Assessment Tools 

Purpose Advantages 

Psychometric Testing Assess cognitive abilities and 

personality traits 

Improved candidate-role 

alignment 

Video Interviews Evaluate communication skills 

and presence 

Enabled remote assessments and 

flexibility 

Situational Judgment 

Tests 

Test decision-making in 

hypothetical scenarios 

Better understanding of real-

world problem-solving 

Source: HRM publications on talent assessment trends. 

3.5 Employer Branding 

Employer branding emerged as a strategic tool for attracting top talent. Organizations began investing heavily 

in creating a strong brand image through their websites, social media, and employee testimonials. 

Transparent communication about company culture, values, and growth opportunities became central to 

recruitment campaigns [10]. 

Positive employer branding not only attracted candidates but also enhanced retention rates by aligning 

expectations with the actual workplace environment. Glassdoor and other review platforms played a critical 

role in shaping a company’s public perception. 
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3.6 Gig Economy and Freelancing 

The rise of the gig economy introduced new dynamics into recruitment. Organizations increasingly hired 

freelancers and contract workers to address short-term needs and specialized tasks. Platforms like Upwork 

and Fiverr enabled employers to connect with a global pool of skilled professionals [10]. 

This trend allowed organizations to maintain flexibility and reduce costs but raised challenges in managing 

and integrating gig workers into the broader workforce. 

Table 7. Gig Economy Features 

Gig Economy 

Features 

Description Challenges 

Freelancing 

Platforms 

Enabled hiring for short-term and 

specialized roles 

Limited long-term engagement with 

workers 

Cost-Effectiveness Reduced need for full-time hires Potential issues with quality and 

accountability 

Global Access Broadened talent pool to include 

remote workers 

Navigating legal and tax compliance 

internationally 

Source: Research on gig economy trends and freelancing platforms. 

The trends shaping recruitment and selection by 2015 highlight the interplay between technological 

innovation, societal shifts, and organizational strategy. From the adoption of ATS and social media platforms 

to a growing emphasis on diversity, behavioral assessments, and employer branding, these developments 

transformed how organizations approached talent acquisition. The gig economy added a new layer of 

complexity and opportunity, underscoring the need for flexible and inclusive practices. Understanding these 

trends provides a foundation for navigating future advancements in recruitment and selection. 

4. Related Literature Review 

The evolution of recruitment and selection practices has been a focal area of research within human resource 

management, reflecting the broader changes in organizational strategies, technological advancements, and 

societal expectations. A robust understanding of how these practices have developed over time is essential 

for recognizing the factors that drive change and identifying emerging trends. The literature provides 

valuable insights into the historical foundations of recruitment and selection, the impact of technological 

integration, and the increasing emphasis on diversity, inclusion, and behavioral assessments. 

This literature review explores the existing body of research on recruitment and selection practices, with a 

particular focus on developments leading up to 2015. It examines scholarly contributions to the 

understanding of traditional methods and their limitations, the role of technology in reshaping hiring 

processes, and the influence of workforce demographics on organizational strategies. Additionally, the 

review highlights the shift toward candidate-centric approaches, including the rise of social media platforms, 

employer branding, and the gig economy as disruptive forces in recruitment. By synthesizing these insights, 

the literature review aims to identify gaps in the existing research and contextualize the findings within the 

broader framework of HR evolution. It seeks to provide a comprehensive overview of the trends and 

challenges that have defined recruitment and selection practices, serving as a foundation for the analysis 

presented in this paper. Through this exploration, the review underscores the dynamic interplay of 

technology, strategy, and workforce demands in shaping modern hiring practices. 
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Adu-Darkoh, M. (2014)  [11] examined recruitment and selection practices within the construction industry 

in Ghana's Ashanti region. Using data from 62 contractors obtained through questionnaires, the study 

identified 16 methods of recruitment, with newspaper advertisements, internal recruitment, labor offices, 

employee referrals, and internet recruitment being the most frequently used. The research highlighted 

challenges such as poor HR planning, ineffective job analysis, high costs, and lack of HR departments. 

Recommendations emphasized aligning job profiles with actual job requirements. 

Gamage, A. S. (2014) [12] explored HRM practices in Japanese SMEs, focusing on recruitment, selection, 

and their impact on business performance. Data collected from 144 manufacturing SMEs in Aichi prefecture 

revealed a strong positive relationship between effective recruitment practices and improved business 

performance. The study also highlighted HR outcomes as a significant mediator in this relationship, 

emphasizing the need for strategic HRM to address the high failure rates in SMEs. 

Kumar, S., & Gupta, A. K. (2014) [13] investigated recruitment and selection practices in the electronics 

industry in Krishna District, India. The study used statistical tools to analyze data collected through structured 

questionnaires, identifying key recruitment methods such as job portals and employee referrals. The research 

emphasized that effective recruitment strategies lead to better organizational outcomes and provided practical 

suggestions for improvement. 

Begum, S., et al. (2014)  [14] analyzed the influence of recruitment and selection practices on organizational 

citizenship behavior (OCB) in Chinese commercial banks. Data from 57 respondents across six banks 

revealed a significant relationship between recruitment practices and OCB dimensions like courtesy and 

altruism. The study recommended fair recruitment processes and emphasized the role of career growth and 

motivation in enhancing employee behavior and long-term employment. 

Thebe, T. P., & Van der Waldt, G. (2014) [15] conducted an empirical investigation on recruitment 

practices in South Africa’s Department of Justice and Constitutional Development. The study proposed a 

process model for HR recruitment and selection, highlighting macro, meso, and micro-level interrelations. 

The model provided insights for designing effective recruitment practices and served as a best-practice 

instrument for public institutions. 

Zaharie, M., & Osoian, C. (2013)  [16] compared recruitment and selection practices in small and medium 

Romanian organizations. Using survey data, the study found that small firms relied on recommendations, 

while medium organizations emphasized criteria like motivation and skills. The findings revealed less valid 

but cost-effective practices in the short term, with implications for long-term organizational outcomes. 

Kumari, N., & Malhotra, R. (2013)  [17] assessed recruitment practices at SMC Global Securities Ltd., 

finding that job portals and employee referrals were key methods. The study, based on exploratory 

methodology and SPSS analysis, underscored the importance of cost-effective recruitment strategies and fair 

treatment of potential employees to improve organizational outcomes. 

Kang, H., & Shen, J. (2013) [18] examined recruitment and selection practices in South Korean 

multinational enterprises operating in China. The research revealed a mixed approach of polycentric and 

ethnocentric staffing, with localized procedures for host-country nationals. Challenges included insufficient 

attention to expatriate career development and family issues, highlighting areas for improvement in 

international HRM. 

Ash, R., et al. (2013) [19] reviewed challenges in recruiting and hiring effective school principals. Key 

barriers included a shortage of qualified applicants and the complexities of the role. The study emphasized 

critical practices for improving student outcomes, such as data-driven decision-making and fostering student-

focused leadership. 
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Louw, G. J. (2013) [20] investigated recruitment practices in South Africa's Eastern Cape, using structured 

interviews and statistical analysis. Newspaper advertising and recruitment agencies were identified as 

popular methods, while assessment centers were prominent in selection. The study provided strategic insights 

for improving recruitment and enhancing organizational competitiveness. 

Djabatey, E. N. (2012)  [21] assessed recruitment and selection practices at HFC Bank in Accra, Ghana, 

finding that advertising and employee referrals were key methods. Despite the effectiveness of these 

practices, challenges like fairness and consistent employee appraisals were noted. Recommendations 

included improving HR planning and development to address these issues. 

Bryson, J., et al. (2012) [22] examined recruitment and selection trends in the UK and other Anglo-Saxon 

countries. The study critiqued the compliance-driven focus of modern HRM, noting the outsourcing of HR 

activities and the diminished strategic role of recruitment. It called for HR practitioners to address emerging 

concerns and link recruitment to broader organizational goals. 

Table 8. Literature Review Findings 

Author 

Name 

(Year) 

Main Concept Key Findings Approach Used Limitations 

Adu-

Darkoh, 

M. (2014) 

Recruitment and 

selection 

practices in the 

construction 

industry in Ghana 

Identified 16 methods of 

recruitment; newspaper 

ads, internal recruitment, 

and employee referrals 

were most used. 

Highlighted challenges 

such as poor HR planning 

and high costs. 

Questionnaires 

analyzed with SPSS 

Limited to 

contractors in the 

Ashanti region; 

results may not 

generalize to other 

industries or 

regions. 

Gamage, 

A. S. 

(2014) 

HRM practices in 

Japanese SMEs 

Positive relationship 

between recruitment 

practices and business 

performance; HR 

outcomes significantly 

mediate this relationship. 

Structured 

questionnaire 

survey; data 

analyzed 

statistically 

Focused on SMEs in 

Aichi prefecture; 

limited sectoral 

diversity. 

Kumar, S., 

& Gupta, 

A. K. 

(2014) 

Recruitment and 

selection 

practices in the 

electronics 

industry in India 

Job portals and employee 

referrals are key 

recruitment methods. 

Effective strategies lead to 

better organizational 

outcomes. 

Statistical tools, 

structured 

questionnaires 

Narrow focus on 

one industry and 

geographic location. 

Begum, S., 

et al. 

(2014) 

Impact of 

recruitment on 

organizational 

citizenship 

behavior (OCB) 

in Chinese banks 

Recruitment practices 

significantly influence 

OCB dimensions like 

courtesy and altruism. 

Recommendations include 

fair processes and career 

development. 

SPSS analysis of 

data from 57 

respondents 

Small sample size 

and convenience 

sampling limit 

generalizability. 

Thebe, T. 

P., & Van 

Recruitment 

practices in South 

Africa’s 

Proposed a comprehensive 

recruitment process model 

at macro, meso, and micro 

Empirical 

investigation 

Focused on a single 

government 

department, limiting 

http://www.ijcrt.org/


www.ijcrt.org                                                © 2015 IJCRT | Volume 3, Issue 4 December 2015 | ISSN: 2320-2882 

IJCRT1135870 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org 71 
 

der Waldt, 

G. (2014) 

Department of 

Justice 

levels. Provided insights 

for public sector 

institutions. 

applicability to 

broader public or 

private sectors. 

Zaharie, 

M., & 

Osoian, C. 

(2013) 

Comparison of 

recruitment 

practices in 

Romanian SMEs 

Small firms rely on 

recommendations; 

medium firms emphasize 

motivation and skills. Less 

valid but cost-effective 

practices noted in both 

types. 

Online quantitative 

survey 

Limited sample size 

of 92 organizations; 

findings specific to 

Romanian context. 

Kumari, 

N., & 

Malhotra, 

R. (2013) 

Recruitment 

strategies at SMC 

Global Securities 

Ltd. 

Job portals and employee 

referrals are key methods. 

Fair practices improve 

outcomes. 

Exploratory study, 

SPSS analysis 

Focused on a single 

organization; 

limited 

generalizability. 

Kang, H., 

& Shen, J. 

(2013) 

International 

recruitment 

practices of South 

Korean MNEs in 

China 

Polycentric and mixed 

approaches used; 

expatriates' career 

development and family 

issues inadequately 

addressed. 

Literature review 

and qualitative 

analysis 

Limited focus on 

South Korean 

MNEs in China; 

findings may not 

generalize to other 

contexts. 

Ash, R., et 

al. (2013) 

Challenges in 

recruiting school 

principals 

Shortage of qualified 

applicants and complex 

job demands inhibit 

effective recruitment. 

Recommended data-

driven practices and 

student-focused 

leadership. 

Literature review, 

case studies, 

interviews 

Focused primarily 

on the educational 

sector; limited scope 

for broader HR 

contexts. 

Louw, G. 

J. (2013) 

Recruitment 

trends in South 

Africa’s Eastern 

Cape 

Newspaper ads and 

recruitment agencies were 

popular methods; 

assessment centers used 

for selection. 

Mixed-methods 

approach, 

structured 

interviews 

Limited to one 

geographic region; 

findings may not 

apply to other 

sectors or regions. 

Djabatey, 

E. N. 

(2012) 

Recruitment 

practices at HFC 

Bank in Ghana 

Job advertisements and 

employee referrals were 

effective methods. 

Highlighted challenges 

like fairness and need for 

consistent appraisals. 

Questionnaires Focused on a single 

bank; results may 

not generalize to 

other industries or 

regions. 

Bryson, J., 

et al. 

(2012) 

Trends in 

recruitment and 

selection in the 

UK 

HRM has shifted towards 

compliance-driven 

practices with some 

outsourcing. Suggested 

linking recruitment to 

broader organizational 

goals. 

Multidisciplinary 

review of HRM, 

labor economics, 

and psychology 

Focused on UK and 

Anglo-Saxon 

contexts; 

applicability to 

other regions is 

uncertain. 
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Discussion 

The studies reviewed highlight the diverse practices, challenges, and outcomes associated with recruitment 

and selection processes across various industries and regions. Adu-Darkoh (2014) emphasized the significant 

role of recruitment methods like newspaper advertisements and employee referrals in the construction 

industry in Ghana, identifying challenges such as poor HR planning and high costs. Similarly, Djabatey 

(2012) noted the effectiveness of job advertisements and referrals in Ghana's banking sector but stressed the 

importance of fairness and continuous appraisals. Both studies underscore the need for better HR planning 

and strategic alignment. 

In the SME sector, Gamage (2014) demonstrated a strong positive relationship between recruitment practices 

and business performance in Japanese SMEs, with HR outcomes mediating this relationship. Zaharie and 

Osoian (2013) echoed similar sentiments in Romania, noting the reliance of small firms on informal 

recruitment methods and medium firms on motivation and skills-based practices. However, the cost-

effectiveness of these practices was questioned due to potential long-term inefficiencies. 

Kumar and Gupta (2014) and Kumari and Malhotra (2013) both highlighted the significance of job portals 

and employee referrals in the electronics and financial sectors in India, respectively, showing how effective 

recruitment strategies lead to improved organizational outcomes. These findings align with those of Kang 

and Shen (2013), who explored international recruitment practices of South Korean MNEs in China, 

emphasizing the need for localized processes and better support for expatriates. 

Begum et al. (2014) provided unique insights into the impact of recruitment on organizational citizenship 

behaviors (OCBs) in Chinese banks, revealing significant influence on dimensions like courtesy and altruism. 

Meanwhile, Thebe and Van der Waldt (2014) proposed a process model for recruitment in South Africa’s 

public sector, addressing the need for structured, multi-level approaches. 

Bryson et al. (2012) and Ash et al. (2013) offered broader perspectives, focusing on recruitment trends in the 

UK and challenges in hiring school principals, respectively. Both studies highlighted systemic challenges, 

including compliance-driven practices and shortages of qualified candidates. Louw (2013) further reinforced 

the importance of tailored recruitment strategies, noting trends in South Africa’s Eastern Cape region. 

Collectively, these studies reveal that effective recruitment and selection practices significantly influence 

organizational performance and employee behaviors. However, challenges such as cost, fairness, and 

strategic alignment persist across regions and industries. The findings suggest a need for more nuanced and 

adaptive HRM practices to address context-specific issues while leveraging innovative methods to attract 

and retain talent. 

5. Challenges in Recruitment and Selection  

The transformation of recruitment and selection practices has brought significant improvements in efficiency, 

scalability, and precision. However, these advancements have also introduced new challenges that 

organizations must address to ensure effective and ethical hiring processes. By 2015, several key issues had 

emerged, stemming from the widespread adoption of technology and the growing expectations of both 

candidates and employers. This section discusses critical challenges, including algorithmic bias in AI-driven 

recruitment, balancing efficiency with personalization in candidate experiences, and data privacy concerns 

in digital hiring platforms [23]. 
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5.1 Bias in Algorithms 

While artificial intelligence (AI) and machine learning have streamlined recruitment processes, they have 

also introduced the challenge of algorithmic bias. Recruitment systems, such as Applicant Tracking Systems 

(ATS) and AI-based candidate screening tools, rely on historical data to make predictions about candidate 

suitability. However, if the training data contains biases—such as gender, racial, or age preferences—these 

systems may inadvertently perpetuate or even amplify such biases. For example, an AI trained on past hiring 

data that favored male candidates for leadership roles might deprioritize qualified female applicants, 

reinforcing historical inequalities. The lack of transparency in how algorithms operate further complicates 

the issue. Many AI systems function as "black boxes," making it difficult for recruiters to understand or 

challenge their decisions. This opacity can result in unintentional discrimination, reducing the diversity and 

inclusivity of hiring outcomes. Addressing this challenge requires organizations to invest in bias mitigation 

strategies, such as auditing algorithms, using diverse training datasets, and incorporating human oversight 

into decision-making processes [24]. 

5.2 Candidate Experience 

The emphasis on efficiency and automation in modern recruitment has raised concerns about the candidate 

experience. While technology has streamlined many aspects of hiring, such as faster application processing 

and automated communication, it can also make the process feel impersonal and transactional. Candidates 

often report frustration with ATS systems that fail to provide meaningful feedback or acknowledge their 

applications. Additionally, as companies increasingly use standardized tools like automated email responses 

and pre-recorded video interviews, candidates may feel disconnected from the organization’s human side. 

This challenge is particularly critical in a competitive job market, where a poor candidate experience can 

damage an organization’s reputation and discourage top talent from applying. Organizations must strike a 

balance between efficiency and personalization by incorporating human interaction at critical stages of the 

hiring process. Personalized communication, timely feedback, and a transparent application process can 

significantly enhance the candidate experience, fostering goodwill even among applicants who are not 

selected [25]. 

5.3 Data Privacy Concerns 

The digital transformation of recruitment has heightened concerns about data privacy and security. Online 

job portals, ATS platforms, and social media recruitment tools collect vast amounts of personal information 

from candidates, including resumes, contact details, and social media profiles. While this data is essential for 

efficient hiring, its storage and usage present significant privacy risks. Unauthorized access to sensitive 

information or data breaches can expose candidates to identity theft and other forms of exploitation. 

Furthermore, many candidates are unaware of how their data is being used, raising ethical questions about 

transparency and consent. For instance, using AI tools to analyze candidates’ social media activity or 

behavioral patterns without their explicit permission can be perceived as invasive. To address these concerns, 

organizations must adhere to strict data privacy regulations, such as the General Data Protection Regulation 

(GDPR) in the European Union, and implement robust cybersecurity measures. Clear communication about 

data usage policies and obtaining informed consent from candidates are critical steps in building trust and 

safeguarding privacy [26]. 

The challenges associated with modern recruitment and selection practices highlight the complexities of 

balancing technological innovation with ethical and inclusive hiring practices. Algorithmic bias, candidate 

experience, and data privacy concerns represent critical areas where organizations must exercise caution and 

accountability. Addressing these challenges requires a multifaceted approach that combines technological 

advancements with a commitment to transparency, fairness, and personalization. By navigating these 

challenges effectively, organizations can create recruitment processes that are not only efficient but also 

equitable and candidate-friendly. 
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6. Technological Advancement 

Rise of Technology: In 2015, technology was rapidly transforming recruitment and selection. Applicant 

Tracking Systems (ATS) were becoming increasingly sophisticated, automating tasks like resume parsing 

and scheduling. Social media platforms emerged as vital recruitment channels, enabling companies to 

connect with passive candidates and build their employer brands. Mobile technology was gaining traction, 

allowing candidates to easily apply for jobs and interact with recruiters on the go. This technological shift 

streamlined processes, expanded the talent pool, and improved communication throughout the recruitment 

lifecycle.    

Focus on Candidate Experience: With the rise of social media and online review platforms, candidates 

gained more power and influence. They were actively sharing their experiences, both positive and negative, 

with potential employers and the broader public. Organizations began to recognize the importance of 

providing a positive and engaging candidate experience. This involved streamlining the application process, 

providing timely feedback, and fostering open and transparent communication throughout the recruitment 

journey. A positive candidate experience not only improved employer branding but also increased the 

likelihood of attracting and retaining top talent.    

Data-Driven Decision Making: The availability of data was increasing, and organizations were starting to 

leverage analytics to make more informed recruitment decisions. Key metrics like time-to-hire, cost-per-hire, 

and candidate source were tracked and analyzed to identify areas for improvement. Data analysis helped 

organizations understand the effectiveness of their recruitment strategies, identify the most successful 

channels, and optimize their processes for better outcomes. This data-driven approach moved recruitment 

beyond intuition and towards a more scientific and evidence-based approach.    

Employer Branding: As the competition for top talent intensified, employer branding became a critical 

component of successful recruitment strategies. Organizations invested in building strong employer brands 

to attract and retain the best candidates. This involved showcasing company culture, highlighting employee 

testimonials, and actively engaging with potential candidates on social media platforms. A strong employer 

brand helped organizations differentiate themselves from competitors, attract a larger pool of qualified 

candidates, and ultimately build a high-performing workforce.    

The Emergence of AI and Machine Learning: While not yet fully mainstream, machine learning 

algorithms like Support Vector Machines (SVM), Decision Trees, and K-Means clustering were beginning 

to show promise in revolutionizing recruitment and selection. 

 SVM: Sinha, R. (2013). This algorithm could be used to analyze resumes and identify the most 

qualified candidates based on specific criteria and keywords [27]. 

 Decision Trees: Sinha, R. (2014), These algorithms could help visualize the decision-making process 

in resume screening, identifying the most important factors for candidate selection [28]. 

 K-Means Clustering: Sinha, R. (2015), This technique could be used to segment candidates into 

different groups based on their characteristics, allowing recruiters to tailor their recruitment strategies 

and messaging to specific candidate segments [29].    

These early applications of machine learning in 2015 laid the foundation for the AI-powered recruitment 

solutions that are now transforming the industry. 

7.  Conclusion 

The evolution of recruitment and selection practices has been a journey shaped by technological 

advancements, globalization, workforce demographics, and societal shifts. From traditional methods rooted 

in manual processes and localized talent pools to the adoption of sophisticated AI tools, online platforms, 

and behavioral assessments, the landscape of hiring has undergone a remarkable transformation. This review 

has explored the key trends, challenges, and driving forces behind these changes, providing a comprehensive 

understanding of how recruitment and selection practices have adapted to meet the demands of a dynamic 

and complex world. 
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One of the most significant developments has been the integration of technology into recruitment. Applicant 

Tracking Systems, social media platforms, and digital tools have not only streamlined processes but also 

enabled organizations to reach diverse and global talent pools. However, these advancements come with their 

own set of challenges, such as algorithmic bias and data privacy concerns, which underscore the need for 

ethical considerations and robust regulatory frameworks. The shift toward digitalization has also brought to 

light the importance of balancing automation with human interaction to ensure a positive candidate 

experience. 

Diversity and inclusion have emerged as central themes in modern recruitment, reflecting a growing 

awareness of the need for equitable hiring practices. Organizations now recognize that fostering diverse 

teams is not only a moral imperative but also a business advantage, driving innovation and enhancing 

decision-making. Despite this progress, achieving true inclusivity remains a work in progress, requiring 

continuous efforts to address unconscious biases and create supportive environments for all employees. 

Employer branding and the gig economy represent other pivotal shifts in recruitment. The emphasis on 

building a strong organizational image to attract top talent has reshaped how companies approach candidate 

engagement, with transparency and authenticity becoming key differentiators. Simultaneously, the rise of the 

gig economy has introduced new opportunities and challenges, requiring organizations to rethink traditional 

employment models and adapt to the needs of a flexible, freelance-driven workforce. 

The review has also highlighted the challenges that accompany these advancements. Issues such as the ethical 

use of AI, safeguarding candidate data, and managing the expectations of a tech-savvy workforce remain 

critical. Addressing these challenges requires a nuanced approach that combines technological innovation 

with ethical decision-making and human-centric strategies. 

In conclusion, the evolution of recruitment and selection practices is a testament to the adaptability of 

organizations in response to changing times. As we look beyond 2015, the trends and challenges identified 

in this review continue to influence the future of talent acquisition. Organizations must remain agile, 

leveraging technology responsibly, prioritizing diversity and inclusion, and fostering meaningful candidate 

experiences. By doing so, they can build recruitment systems that not only meet their strategic goals but also 

contribute to a more equitable and inclusive workforce. This journey of evolution is far from over, and the 

lessons learned from the past will serve as a foundation for the continuous improvement of recruitment and 

selection practices in the years to come. 
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