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Abstract: This paper provides a systematic and conceptual review of the nascent influence of AI on the transformation of 

recruitment and onboarding from HRM angle. Drawing on academy research, industry expert opinions and theoretical 

models, this study investigates how AI-powered technologies (e.g. predictive analytics, natural language processing, and 

intelligent automation) enhance recruitment efficiency by reducing time-to-hire, enhancing candidate match, and decreasing 

cost-per-hire. The paper also looks at how AI impacts on the efficacy of onboarding, highlighting how it can further 

personalise learning, streamline processes and increase early staff engagement. The research underscores critical concerns 

of algorithmic bias, privacy, loss of human touch and stakeholder trust. The report points to the need for hybrids that move 

AI functions around in a way that responsible governance is applied and there’s an empathetic human in the loop. Lastly, 

the research urges the ethical and inclusive integration of AI to HR practices to ensure a transparent, fair and safe 

recruitment and retention in a new world of work. 
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I. INTRODUCTION 

 

Recruitment and selection are by now for some time 
noted as critical activities associated with the HRM function, 

and (instrumental) effects on organisational competitiveness, 

culture and employee performance have been (frequently) 

established in prior research (e.g., Breaugh, 2008; Barber, 

1998). Traditionally, employment hire was made through 

labour intensive activities such as placing a job advertisement 

in the newspaper, relying on referrals from employees and 

conducting face-to-face interviews (Newell, 2005). However, 

HRM in digitalization has given a new meaning to such 

practices especially in case of knowledge intensive and 

dynamic industry like IT where talent acquisition becomes a 

strategic need and competitive edge (Aithal & Aithal, 2016, 
Upadhyay & Khandelwal, 2018). 

 

Recruitment & Selection Recruitment and Selection in 

the age of technology has made extensive use of technology 

i.e the use of Social Media platforms such as; LinkedIn, 

Facebook, and Twitter as a candidate source, for screening, for 

reaching out and engaging with candidates (Melanthiou, 

Pavlou, & Constantinou, 2015; Nikolaou, 2014). Using social 

media, but also on other new sourcing possibilities (eg a 

broader tap into talent), can be useful too, and employer 
branding and candidate experience -especially if joined with 

data based recruitment-allow to do this (Bondarouk & Olivas-

Luján, 2013). This shift has great implications for the way I-

O psychologists conceive of and study the ways in which 

organizations acquire and retain employees, and has 

implications for key employee-level outcomes such as job 

satisfaction, engagement and retention (Ployhart, 2006; Allen, 

Mahto & Otondo, 2007). 

 

The technology-driven nature of the IT sector and high 

attrition necessitates agile and technology-informed hiring 

models (Langer, 2017). Few firms in this domain have utilized 
innovative hiring practices such as use of AI, predict analytics 

and social media to withstand competition (Sinha & Thaly, 

2013; Raghunath & Parthiban, 2021). Despite the growing 

scholarly attention to recruitment technology, empirical 

research on the mediating impact of social media on 

recruitment practices and employee outcomes is sparse, 
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particularly in the context of highly dynamic IT industry in 

India. 

 

We investigate this research gap by exploring the direct 
and indirect influences of recruitment and selection praxis on 

employee outcomes and social media as mediating variable. It 

also measures the moderation role of these linkages across the 

IT sector subdomains (product versus service-based 

companies) and contributes to HRM theory and digital talent 

acquisition literatures. 

 

II. LITERATURE REVIEW 

 

 Recruitment and Selection 

The recruitment and probably also the selection rank 
among the most important activities of an enterprise and are 

related with the efficiency and the staff turnover (Breaugh, 

2008; Dessler, 2017). Recruitment Recruitment A 

fundamental task in the selection and is the hiring of right 

people for the organization; >Selection Applications A 

selection process, such as self- compatibility fit, that aims at 

selecting the most suitable candidates for jobs according to 

the competencies an advertised position requires to be 

performed (Barber, 2006; Chapman & Webster, 2003). 

Modern methods of recruitment has deviated from the 

classical means of recruitment to trend like: 1) Structured 

interviewing 2) A1 powered pre-screening 3) competency 
check (Upadhyay & Khandelwal, 2018). Recruitment effect 

and cost-effect contribution of personnel in IT organization: 

A bibliometric analysis Subramanian and Velmurugan (2020) 

stress the importance of the match between the recruitment 

approaches and the organization's needs that is particularly 

relevant in knowledge-based sectors such as IT. 

 

 Social Media 

Social media has completely revolutionised recruiting 

and made it to become increasingly for real-time interaction 

for pools of potential candidates and employer branding 
(Sivertzen, Nilsen & Olafsen, 2013). More recently, 

platforms such as LinkedIn, Facebook and Twitter have 

become an essential part of sourcing candidate and recruiting 

(Nikolaou, 2014; Kluemper et al. According to the research 

of Pavlou and Melanthiou (2015), Organisations use social 
for recruitment purpose, it brings them larger and diverse 

applicant pools. Social media use twice?The use of Social 

Media can be used twice in organizations: For better to overal 

candidate experience, and a view in to the corporate culture 

is provided on the company culture (Bondarouk & Olivas-

Luján, 2013). 

 

 Employee Outcomes 

Employee satisfaction, retention, and engagement are 

closely linked to recruitment experience and the fairness of 

the selection process (Allen, Mahto, & Otondo, 2007). 
Applicants who perceive recruitment practices to be fair and 

informative, are more likely to become committed and 

experience less turnover(Ployhart, 2006). Onboarding 

success has also been related to how well the new employee 

is a fit with the job and organizational values (Bauer, 2010). 

When practised in a transparent and inclusive manner, AI-

integrated recruitment affects employee’s long-term sustain 

engagement (Upadhyay & Khandelwal, 2018). 

 

 IT Sector 

Another case is the IT industry since it is innovation 

driven and dynamic and it needs flexible and strategic HR 
practices (Aithal & Aithal, 2016). In the case of employers 

present in the sector they frequently use technology-driven 

recruitment approaches such as Applicant Tracking Systems 

(ATS), video interviewing and predictive hiring analytics 

(Langer, 2017). The IT industry has been ahead of the curve 

for digital hiring process and that has meant the role played 

by social media and artificial intelligence will continue to be 

a large part of hiring pipelines (Raghunath & Parthiban, 

2021). Talent shortage in this industry raises the employer 

brand value at least through social media channels (Sinha & 

Thaly, 2013). 

 

 
Fig:1 (Source: Author Compilation) 
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III. THEORITICAL BACKGROUND 

 

According to the (Becker, 1964) Human Capital 

Theory, recruiting and selection has strategic significance in 
increasing organizational performance through the 

employment of employees with appropriate skills which is 

particularly important in IT (Aithal & Aithal, 2016) as a 

knowledge intensive industry. According to the Signaling 

Theory (Spence, 1973), firms use social media as a signalling 

instrument in order to attract allure and engage potential 

employees on employer brand, culture and job value has 

considerable influence over candidate perceptions and 

expectations (Sivertzen, Nilsen, & Olafsen, 2013; Nikolaou, 

2014). The Technology Acceptance Model of (Davis, 1989) 

further supports the use of digital platforms in applying 
recruiting and selection proce`dures, citing that perceived 

usefulness and perceived ease of use affect organizational 

adoption as well as candidate attraction (Upadhyay & 

Khandelwal, 2018). Together, these theories offer a solid 

conceptual framework to examine how social media mediated 

recruitment and selection has an impact on employee 

outcomes like engagement, satisfaction and retention in the 

dynamic, digital age, Indian IT setting. 

 

IV. GAP OF THE STUDY 

 

The evolution of recruitment and selection practices as 
well as the integration of new social media tools into HRM, 

though, has been widely studied (Breaugh, 2008; Nikolaou, 

2014; Bondarouk & Olivas-Luján, 2013), there still remains 

a huge knowledge gap on the mediating impact of social 

media between recruitment practices and employee attitudes 

among sectoral contexts. Most existing studies have 

addressed strategy and SM use as distinct cases and only a 

few have endeavoured to incorporate the two collectively in 

a model illustrating their collective effect on employee 

engagement, satisfaction and retention (Allen et al., 2007; 

Melanthiou et al., 2015). Previous researches have often used 
the generalization of the findings across industry, little focus 

on Indian IT industry is given where digitalization is 

happening at fast pace, talent deficit is at peak, high attrition 

rate (Raghunath & Parthiban, 2021). Little research has been 

done so far on the impact of IT recruiters and SNS use 

between IT service-based firms versus IT product-based 

firms. The present study fills these gaps by proposing and 

empirically testing a model that relates recruitment and 

selection practices via SNS to employee outcomes, and by 

examining sector differences in relation to recruitment and 

selection practices through SNS in the IT industry. 

 

V. SCOPE OF THE STUDY 

 

This study is limited by being restricted to examining 

the influence of recruitment and selection strategies on 

employee outcomes in the Indian IT sector with special 

reference to social media as an intervening factor. The studies 

explore the impact of organized recruitment processes and 

social media engagement on major employee centric 

implications such as employee engagement, employee 

satisfaction and employee retention. Scope of the study It is 
restricted to urban Indian cities to and within IT organizations 

Where digital hiring is in use on larger scale. In theoretical 

terms, the paper highlights the drones between classical 

HRM duties and modern digital tools as this sheds light on 

what social media does to enhance and influence the 

efficiency of recruitment. The study also examines whether 

IT subdomain, product or service firm, moderates the 

relationship between the two recruiting strategies and their 

performance implications. Results of this study are expected 

to help HR managers, policy makers, and developers of 

digital recruitment platforms create more flexible, evidence 
based and employee focused hiring strategies. 

 

VI. OBJECTIVES OF THE STUDY 

 

 To assess the impact of recruitment and selection on 

employee outcomes in the IT sector. 

 To examine the mediating role of social media in 

recruitment and selection. 

 To evaluate the use of social media in enhancing 

recruitment effectiveness. 

 To understand employee perceptions of digitally driven 
recruitment practices. 

 

 

VII. RESEARCH METHODOLOGY 

 

The research design in this study is a qualitative review 

approach, which is based on systematic review using 

Thematic Synthesis inference of peer-reviewed academic 

literature, mainly retrieved from Scopus-indexed journals, 

academic databases and practitioner-literature. The inclusion 

criteria (based on search strategies) were established a priori 

and included papers published between 2008 and 20204 
about the recruitment and selection practices, social media 

use in HRM, and employee outcomes in IT. Conceptual links 

among variables were examined using a narrative strategy 

and theoretical underpinnings derived from the Human 

Capital Theory, Signalling Theory and the Technology 

Acceptance Model. Common themes and patterns were 

identified through content analysis and categorized into 

conceptually structured domains pertaining to the 

independent variable (i.e., recruitment and selection), 

mediating variable (i.e., social media) and dependent 

outcomes (i.e., employee satisfaction, engagement, and 
retention). Comparative perspectives were "cross-cut" in the 

review across IT sub-domains (product and service firms) to 

situate results. Through the integration of multi-sourced 

evidence, the approach is intended to develop a theoretical 

model of the of HR and theoretical gaps that call for further 

primary research and practice. 
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Fig:2 (Source: Author Compilation) 

 

 Interpretation:  

The facilitating effect of AI instruments to improve 

efficiency in recruitment and effectiveness in applicant on‐

boarding and underline the moderating role of stakeholder 

attitudes, ethical implications and human dimensions. It 

highlights the connection between innovation drivers and the 

requirements for governance of this innovation. This model 

prescribes for a balanced, human-in-the-loop AI adoption in 
HR. 

 

VIII. LIMITATIONS 

 

Limitations and future research initiatives for research 

into AI in recruitment and selection There are several 

limitations to this review that reduce the external validity and 

depth of our findings. The research is in the secondary data 

model in the sense that it is based on secondary data analysis; 

public data, reports and conceptual frameworks and there is 

no empirical testing on primary data. This review only 
included English language publications published in the last 

20 years, and may have overlooked important lessons from 

non- English literature or from developments following this 

review date. This research is grounded on developed theory 

but it does not provide empirical evidence salidationand 

generalization in respect of these theories across different 

settings. The review is sector agnostic so does not necessarily 

explore differences in the uptake of AI by sector (eg health, 

manufacturing and by end-user in the public sector). Lastly, 

this could also accost the interpretive and thematic focus of 

the review to have the potential to impact on the model of 
explanation in the synthesis of the literature and bias the 

process with personal opinion although we have attempted to 

maintain methodological rigor. 

 

IX. FUTURE RESEARCH DIRECTION 

 

The theoretical gaps we pinpoint in this review must be 

further explored through empirical work, with crosssectional 

and longitudinal studies that adopt a focus on AI in practice 
within the recruitment and onboarding phase. “There 

remains a need for empirical research on long term effects of 

AI-onboarding systems on employees’ job performance, 

engagement and retention in different sectors and sizes of 

organisation. Cross sector analysis can also explain why and 

how AI is implemented and align with the HR's strategy. The 

fairness perceptions, transparency and cultural fit of the 

AIRECR and the user experience of it along with the 

emotional side of it should be further investigated in order to 

mitigate and deal with the fairness perception in AI-based 

recruitment processes. What we need are guiding metrics that 
are well-defined trade-offs and trade in a level ethical playing 

field so organizations can balance fairness, interpretability 

and legal compliance for AI. Finally, the approach of 

enshrining AI ethics through corporate governance and 

regulatory policy also strikes a chord with a strand from the 

rich tapestry of HRM and technology studies. 

 

 

 

X. FINDINGS 
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The review of literature indicates that AI has 

significantly improved hiring efficiency, automating 

repetitive works, minimizing time spent on candidate 

screening, and providing a better measure of hiring precision. 
Predictive analytics, NLP (natural language processing), 

chatbots, etc have helped in speeding up time-to-hire, 

reducing cost-per-hire and widening the pool of talent. AI 

powered onboarding tools have improved the 

personalization, engagement and the administrative 

quickness during the onboarding process, leading to a faster 

assimilation and retention of the new hire. The review also 

points out stakeholder variance over HR professional and 

business support and that HR professionals, while perceiving 

the strategic significance of AI, being worried about the loss 

of the personal touch, data privacy and algorithmic bias and 
fairness. Moreover, successful usage in HR of AI cannot exist 

unless on the one hand ethical concerns are taken into 

account, the buy in of the stakeholders is ensured and a more 

“empathy” driven perspective is promoted, blending 

technical effectiveness with human relationships. 

 

XI. SUGGESTIONS 

 

This is where organizations need to accept an AI-HR 

hybrid model of algorithm efficiency, and human intuition 

and empathy in recruiting and onboarding. HR practitioners 

will need to ensure they are well-trained to manage and 
interpret AI results and maintain appropriate longitudinal 

training and development programmes. To ensure that the 

process was transparent and offered equal opportunity, 

companies should make A.I. more transparent, audit A.I. on 

a regular basis and adhere to ethical guidelines and data 

privacy laws. In the case of onboarding, however, tools must 

be developed to augment human interaction, not replace it, 

(e.g., personalized learning, virtual mentors, adaptive 

communication). Moreover, AI systems must have feedback 

loops for customers to influence better choices and an 

improved user experience. Ultimately cooperation between 
HR and IT, and cooperation with lawyers, is crucial to make 

sure we build an explainable AI system that is responsible, 

fair and legal. 

 

XII. CONCLUSION 

 

In this article, a systematic review of literature is used to 

critically review the role of AI/ML in enhancing the 

efficiency of recruitment process and the effectiveness of 

onboarding efforts. Through review of academic literature, 

industry performance practice and theoretical models, we 

argue that AI presents a real potential in automating HR 
operations, improving quality and personalizing experience 

for employees. Yet bringing AI to HR also comes with ethical, 

emotional, and strategic obstacles that need to be considered 

carefully. The results further support the need for human-

centered AI systems which promote transparency, fairness 

and empathy. Organisations need to ensure responsible 

governance and inclusivity practices in talent acquisition and 

integration, dicing with technological innovation, in order to 

reap the dividends from AI. In an AI-driven future of work, 

grounding the technology in ethical practices and human 

values is more important than ever to ensure HR 

transformation is sustainable and fair. 

 

REFERENCES 
 

[1]. Aithal, P. S., & Aithal, S. (2016). Impact of On-the-job 

Training on Employee Performance: A Case Study of 

Private Sector IT Companies in India. International 

Journal of Management Sciences and Business 

Research, 5(5), 23–31. 

[2]. Allen, D. G., Mahto, R. V., & Otondo, R. F. (2007). 

Web-based recruitment: Effects of information, 

organizational brand, and attitudes toward a website on 

applicant attraction. Journal of Applied Psychology, 

92(6), 1696–1708. 
[3]. Barber, A. E. (1998). Recruiting employees: Individual 

and organizational perspectives. SAGE Publications. 

[4]. Bauer, T. N. (2010). Onboarding new employees: 

Maximizing success. SHRM Foundation. 

[5]. Bondarouk, T., & Olivas-Luján, M. R. (2013). Social 

Media in Human Resources Management. Advanced 

Series in Management, 12, 1–15. 

[6]. Breaugh, J. A. (2008). Employee recruitment: Current 

knowledge and important areas for future research. 

Human Resource Management Review, 18(3), 103–

118. 

[7]. Chapman, D. S., & Webster, J. (2003). The use of 
technologies in the recruiting, screening, and selection 

processes for job candidates. International Journal of 

Selection and Assessment, 11(2-3), 113–120. 

[8]. Dessler, G. (2017). Human Resource Management 

(15th ed.). Pearson Education. 

[9]. Kluemper, D. H., Rosen, P. A., & Mossholder, K. W. 

(2012). Social networking websites, personality ratings, 

and the organizational context: More than meets the 

eye? Journal of Applied Social Psychology, 42(5), 

1143–1172. 

[10]. Langer, A. M. (2017). Information Technology and 
Organizational Learning: Managing Behavioral Change 

through Technology and Education. CRC Press. 

[11]. Melanthiou, Y., Pavlou, F., & Constantinou, E. (2015). 

The use of social network sites as an e-recruitment tool. 

Journal of Transnational Management, 20(1), 31–49. 

[12]. Nikolaou, I. (2014). Social networking web sites in job 

search and employee recruitment. International Journal 

of Selection and Assessment, 22(2), 179–189. 

[13]. Ployhart, R. E. (2006). Staffing in the 21st century: New 

challenges and strategic opportunities. Journal of 

Management, 32(6), 868–897. 

[14].  Aithal, P. S., & Aithal, S. (2016). Impact of On-the-job 
Training on Employee Performance: A Case Study of 

Private Sector IT Companies in India. International 

Journal of Management Sciences and Business 

Research, 5(5), 23–31. 

 

 

[15]. Allen, D. G., Mahto, R. V., & Otondo, R. F. (2007). 

Web-based recruitment: Effects of information, 

organizational brand, and attitudes toward a website on 

applicant attraction. Journal of Applied Psychology, 

92(6), 1696–1708. 

https://doi.org/10.38124/ijisrt/25jun1154
http://www.ijisrt.com/


Volume 10, Issue 6, June – 2025                                             International Journal of Innovative Science and Research Technology 

ISSN No:-2456-2165                                                                                                             https://doi.org/10.38124/ijisrt/25jun1154 

 

 

IJISRT25JUN1154                                                             www.ijisrt.com                                                                                     1785        

[16].  Barber, A. E. (1998). Recruiting employees: Individual 

and organizational perspectives. SAGE Publications. 

[17].  Bondarouk, T., & Olivas-Luján, M. R. (2013). Social 

Media in Human Resources Management. Advanced 
Series in Management, 12, 1–15. 

[18]. Breaugh, J. A. (2008). Employee recruitment: Current 

knowledge and important areas for future research. 

Human Resource Management Review, 18(3), 103–

118. 

[19].  Langer, A. M. (2017). Information Technology and 

Organizational Learning: Managing Behavioral Change 

through Technology and Education. CRC Press. 

[20]. Melanthiou, Y., Pavlou, F., & Constantinou, E. (2015). 

The use of social network sites as an e-recruitment tool. 

Journal of Transnational Management, 20(1), 31–49. 
[21]. Newell, S. (2005). Recruitment and selection. In 

Human resource management: A critical text (pp. 115–

140). Cengage Learning EMEA. 

[22]. Nikolaou, I. (2014). Social networking web sites in job 

search and employee recruitment. International Journal 

of Selection and Assessment, 22(2), 179–189. 

[23]. Ployhart, R. E. (2006). Staffing in the 21st century: New 

challenges and strategic opportunities. Journal of 

Management, 32(6), 868–897. 

[24]. Raghunath, G., & Parthiban, S. (2021). Digital HRM 

practices in Indian IT sector: A perspective of employee 

satisfaction. Journal of Contemporary HRM, 5(2), 89–
104. 

[25]. Sinha, V., & Thaly, P. (2013). A review on changing 

trend of recruitment practice to enhance the quality of 

hiring in global organizations. Management, 18(2), 

141–156. 

[26]. Upadhyay, A. K., & Khandelwal, K. (2018). Applying 

artificial intelligence: Implications for recruitment. 

Strategic HR Review, 17(5), 255–258. 

[27]. Raghunath, G., & Parthiban, S. (2021). Digital HRM 

practices in Indian IT sector: A perspective of employee 

satisfaction. Journal of Contemporary HRM, 5(2), 89–
104. 

[28]. Sinha, V., & Thaly, P. (2013). A review on changing 

trend of recruitment practice to enhance the quality of 

hiring in global organizations. Management, 18(2), 

141–156. 

[29]. Sivertzen, A. M., Nilsen, E. R., & Olafsen, A. H. 

(2013). Employer branding: Employer attractiveness 

and the use of social media. Journal of Product & Brand 

Management, 22(7), 473–483. 

[30]. Subramanian, K. R., & Velmurugan, A. (2020). HR 

Analytics in Recruitment and Selection Process in IT 

Sector. International Journal of Psychosocial 
Rehabilitation, 24(5), 7652–7660. 

[31]. Upadhyay, A. K., & Khandelwal, K. (2018). Applying 

artificial intelligence: Implications for recruitment. 

Strategic HR Review, 17(5), 255–258. 

 

 

 

 

https://doi.org/10.38124/ijisrt/25jun1154
http://www.ijisrt.com/

	I. INTRODUCTION
	II. LITERATURE REVIEW
	III. THEORITICAL BACKGROUND
	IV. GAP OF THE STUDY
	V. SCOPE OF THE STUDY
	VI. OBJECTIVES OF THE STUDY
	VII. RESEARCH METHODOLOGY
	VIII. LIMITATIONS
	IX. FUTURE RESEARCH DIRECTION
	X. FINDINGS
	XI. SUGGESTIONS
	XII. CONCLUSION
	REFERENCES


