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ABSTRACT: In the contemporary job market, recruitment strategies are adapting to incorporate advanced 

technologies like data analytics, artificial intelligence (AI), online learning platforms, virtual reality (VR), block chain, 

and virtual gaming. 

This research proposal seeks to delve into these technology-driven recruitment processes to understand their impact on 

addressing skills gap challenges. 

 By exploring how these tools enhance candidate identification, skills assessment, and overall talent acquisition 

effectiveness, the study aims to offer valuable insights for organizations navigating the competitive landscape. Through 

this comprehensive investigation, the research intends to provide actionable recommendations for optimizing 

recruitment strategies in the digital era. 
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I. INTRODUCTION 
 

The evolving business landscape necessitates addressing skill gap challenges in recruitment through technology-driven 

solutions. With increasing demand for skilled talent, organizations face hurdles in finding candidates with the required 

competencies. Technological advancements offer innovative avenues for talent acquisition, leveraging tools like 

artificial intelligence and data analytics to streamline processes and bridge skill gaps effectively. In a competitive 

environment, aligning recruitment strategies with organizational objectives becomes paramount, ensuring access to top 

talent and optimizing resource allocation. Technology not only enables cost savings and efficiency gains but also 

facilitates strategic talent planning and continuous development initiatives. By leveraging technology, organizations 

can overcome skill gap challenges, enhance workforce agility, and position themselves for sustainable growth. This 

research explores the role of technology in addressing skill gap challenges, offering insights into optimizing 

recruitment strategies for organizational success. 

 

RESEARCH PROBLEM 
 
The central focus of this Master Thesis Report revolves around delving into the intricate dynamics of addressing skill 

gap challenges within recruitment processes through the strategic integration of technology. The research problem at 

hand seeks to delve deeply into the transformative potential of technological advancements in narrowing the skill gap. 

Specifically, it endeavours to investigate how these advancements can facilitate the identification and cultivation of the 

requisite talent that seamlessly aligns with the evolving needs of organizations operating within the ever-changing 

landscape of today's dynamic business environment. 

 

II. REVIEW OF LITERATURE 
 
Digital recruitment platforms: These platforms expand candidate reach and streamline processes, facilitating targeted 

talent acquisition to address skill gaps (Taylor & Collins, 2019). 

Data-driven talent acquisition: Analytics empower recruiters to identify skill gaps and tailor strategies based on future 

talent needs (Feldman & Woon, 2018). 

AI and machine learning: AI-powered tools analyze candidate data to predict performance and cultural fit, 

streamlining screening and identifying top talent (Parry & Tyson, 2020). 

Online learning platforms: Accessible and flexible platforms empower individuals to acquire in-demand skills and 

bridge skill gaps (Kizilcec et al., 2020). 

http://www.ijarety.in/


International Journal of Advanced Research in Education and TechnologY(IJARETY) 

                                                     | ISSN: 2394-2975 | www.ijarety.in| | Impact Factor: 7.394| A Bi-Monthly, Double-Blind Peer Reviewed & Referred Journal | 

     || Volume 11, Issue 2, March 2024 || 

     DOI:10.15680/IJARETY.2024.1102022 

IJARETY ©                                                                 |     An ISO 9001:2008 Certified Journal   |                                                628 

 

 

VR in training and simulation: VR offers immersive learning experiences, allowing individuals to practice skills in a 

virtual environment (White et al., 2019). Employers can leverage VR to upskill their workforce and prepare candidates 

for real-world scenarios, reducing skill mismatches. 

Blockchain for credential verification: Blockchain technology provides a secure and transparent solution for 

credential verification, eliminating fraud and streamlining hiring (Mearian, 2018). 

Gamification: Gamified assessments and training modules enhance engagement and effectiveness in recruitment and 

training processes (Hamari & Koivisto, 2015). 

Social media for talent acquisition and employer branding: Organizations leverage social media to showcase 

company culture, engage passive candidates, and source talent effectively (CIPD, 2019). 

Remote work and virtual collaboration tools: Virtual communication platforms facilitate remote interviews, 

onboarding, and virtual team collaboration, enabling organizations to overcome geographical barriers and access global 

talent pools (Smith et al., 2021). 

Ethical considerations regarding AI bias are crucial, with a need for fair and transparent hiring practices (Datta et al., 

2019). Government initiatives play a role in promoting digital skills development, workforce training, and technology 

adoption in recruitment (OECD, 2020). 

Emerging technologies like AR, NLP, and advanced analytics are likely to further reshape recruitment strategies and 

workforce management in the future. 

 

RESEARCH GAP 
In the current research we have seen a diverse, potential of various technologies to improve recruitment, but further 

research is needed to achieve a well-rounded strategy. Future research should focus on combining these technologies to 

create a comprehensive talent development system, explore how to measure industry-specific skills, and address ethical 

concerns around data privacy and algorithmic fairness.  

Additionally, research into overcoming implementation challenges and the long-term impact on workforce 

development is necessary. By addressing these gaps, organizations can leverage technology to create a more effective 

and ethical recruitment process. 

 

RESEARCH OBJECTIVE: 
The research aims to investigate the application of various technologies, including data analytics, artificial intelligence 

(AI), online learning platforms, virtual reality (VR), blockchain, and gamification, within recruitment processes. The 

objective is to assess how these technologies contribute to addressing skill gap challenges by enhancing candidate 

identification, skills assessment, and overall recruitment efficiency. Additionally, the research seeks to identify existing 

gaps in the literature and theoretical frameworks surrounding technology-powered recruitment practices. By uncovering 

insights in these areas, the study aims to pave the way for future research endeavours that can further explore and 

develop this rapidly evolving field. 

 

HYPOTHESIS: 
Research Question: Does use of Technology in Recruitment impact the quality of on boarded employees? 
H0: There is no significant correlation between the use of technology in recruitment and the quality of employees on 

boarded in the organization. 

H11: There is a significant correlation between the use of technology in recruitment and the quality of employees on 

boarded in the organization. 

Research Question: Do Modern Recruitment Technology process effectively identify skills set required for the 
job? 
Ho: Modern-based recruitment technology processes do not effectively identify the skill sets required for the job. 

H21: Modern-based recruitment technology process effectively identify the skill sets required for the job. 

 

RESEARCH METHODOLOGY 
To comprehensively investigate the impact of technology on recruitment, this research adopted a mixed-methods 

approach. Primary data was collected through a questionnaire distributed to employees across various organizations, 

with participants ranging from 21 to 60 years old. Purposive sampling ensured a targeted group residing in Bangalore, 

Delhi, and Allahabad. To enrich the understanding of current research on technology-powered recruitment, secondary 

data was gathered from academic journals, books, reputable online sources, and articles. The analysis will leverage 

both quantitative and qualitative methods. Correlation analysis will explore the connection between using technology in 

recruitment and the quality of hired candidates.  

Additionally, a comparative analysis will assess the effectiveness of modern recruitment technology in identifying 

required skillsets by comparing organizations that utilize these technologies with those that don't. This comparison will 

employ statistical techniques like t-tests or ANOVA to determine potential group differences. By combining primary 
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and secondary data alongside both quantitative and qualitative analysis methods, this research aims for a more in-depth 

exploration of the research question. 

 

Analysis For Hypothesis 1 
 

Correlations 

 

Effectivness of 

TA with the 

help of 

Technology 

based 

Recruitment 

Accurate in 

Assessing 

Candidate 

Qualification 

Technology 

based 

Recruitment 

Pool attract 

high number of 

Candidates 

Quality of 

Onboarde

d 

Candidate 

Outcome of 

Candidate 

Onboarded, 

Techno based 

Vs Traditional 

Based 

Effectiveness of TA 

with the help of 

Technology based 

Recruitment 

Pears

on 

Corre

lation 

1 .790 .912 .637 .637 

Accurate in Assessing 

Candidate 

Qualification 

Pears

on 

Corre

lation 

.790 1 .832 .310 .310 

Technology based 

Recruitment Pool 

attract high number of 

Candidates 

Pears

on 

Corre

lation 

.912 .832 1 .559 .559 

Quality of Onboarded 

Candidate 

Pears

on 

Corre

lation 

.637 .310 .559 1 -.210 

Outcome of 

Candidate 

Onboarded, Techno 

based Vs Traditional 

Based 

Pears

on 

Corre

lation 

.637 .310 .559 .432 1 

 

a) There is a (0.79) which simply shows that, there is Strong Correlation is visible between ‘Effectiveness of 

Talent Acquisition with the help of Technology based Recruitment’ and the ‘Accurate in Assessing Candidate 

Qualification’. 
b) For the second prove, the value which I have is (0.310) which implies that, there is a very moderate correlation 

between ‘Accurate in Assessing Candidate Qualification’ and ‘Quality of On boarded Candidate’. 
c) For the third prove the value I have (-0.210) which says, there is a week association or it can also say there is a 

very week correlation between ‘Quality of On boarded Candidate’ and ‘Outcome of Candidate On boarded 

Technology based Vs Traditional Based’ 
There is no significant relationship between technology based recruitment and the quality of candidate on boarded. 

Thus, null hypothesis is rejected. 

 

Analysis for  Hypothesis 2 

   ANOVA 
     Source of 

Variation SS df MS F P-value 

Rows 219.9333 119 1.848179 21.221965 0.037 
Columns 40.01667 1 40.01667 26.45791 0.046 
Error 179.9833 119 1.512465 

  

      Total 439.9333 239       
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The results of the ANOVA test provide valuable insights into the effectiveness of modern recruitment technology 

compared to traditional methods in identifying job skills, which is mention below:  

The p-value of 0.037 indicates that there is a statistically significant difference between the two methods. This means 

that there is strong evidence to reject the null hypothesis, suggesting that the effectiveness of modern recruitment 

technology differs significantly from traditional methods in identifying job skills. 

The rows effect, which represents the variation across different categories of skills, shows a significant difference 

between the two methods (F = 21.22, df = 119, p = 0.037). This implies that the choice of method significantly 

influences the identification of specific job skills. It suggests that certain skill categories may be better identified using 

one method over the other. 

The columns effect, indicating the difference between the methods themselves, also demonstrates a significant variation 

(F = 26.46, df = 1, p = 0.046). This suggests that the choice between modern recruitment technology and traditional 

methods has a substantial impact on the overall effectiveness of skill identification. It implies that one method is 

generally more effective than the other across all skill categories. 

 

FINDINGS: 
 Technology assistants and larger recruitment databases led to a moderate improvement in candidate quality 

(correlations: 0.637 and 0.559, respectively). 

 Modern recruitment technology demonstrated significantly better skill identification accuracy compared 

to traditional methods (ANOVA test). 

 Assessment accuracy showed a weaker positive correlation (0.310), highlighting the need to consider factors 

beyond identified skills. 

 The above findings results emphasize the potential of technology-driven recruitment to enhance candidate 

quality but also highlight the importance of using appropriate tools and considering additional selection 

criteria.  

 
III. CONCLUSION 

 
The critical role of technology in addressing skill gap challenges during recruitment. Technology-powered recruitment 

processes can enhance candidate engagement and improve skill identification accuracy. However, a holistic approach 

to candidate assessment is crucial, as precise evaluations don't always translate directly to superior performance. The 

effective use of data analytics, artificial intelligence, and online platforms is essential for overcoming skill acquisition 

challenges. This research recommends implementing cutting-edge recruitment technologies, fostering close 

collaboration during the hiring process, and focusing on continuous improvement within recruitment practices. 

Additionally, the review acknowledges existing limitations and proposes avenues for future research to delve deeper 

into the impact of technology on tackling skill gap challenges in recruitment. 
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