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ABSTRACT
This study examines the impact of digital talent acquisition and selection on employee quality and retention in organizations. With
the growing use of technology in recruitment, companies are increasingly adopting tools such as online platforms, artificial
intelligence (Al), and virtual interviews to improve their hiring processes. The main objective of this research is to understand how
these digital methods influence the quality of employees hired and their long-term retention within the organization. The study is
based on primary data collected from 150 respondents using a structured questionnaire and supported by secondary data from
various research sources. The findings reveal that digital recruitment significantly improves hiring efficiency, reduces costs, and
helps organizations select candidates who are better suited for the job. It also enhances employee satisfaction and reduces turnover,
leading to better retention. The results of the study confirm a positive relationship between digital recruitment practices and
employee outcomes. Overall, digital talent acquisition plays a crucial role in building a skilled and stable workforce.
KEYWORDS: Digital Recruitment, Talent Acquisition, Employee Quality, Employee Retention, Artificial Intelligence, Hiring
Effectiveness, Sustainable HRM, Digital Hiring Tools A
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INTRODUCTION

In the contemporary business environment, the concept of sustainability has extended beyond environmental concerns to include
the long-term management and development of human resources. Organizations are increasingly recognizing that sustainable human
resource practices are essential for maintaining competitiveness and ensuring organizational stability. In this context, recruitment is
no longer viewed as a short-term transactional activity but as a strategic function that contributes to long-term workforce
sustainability and organizational success. According to Dutta et al. (2025), sustainable recruitment focuses on aligning
organizational goals with employee values, thereby promoting both performance and long-term employee commitment.

With the rapid advancement of technology, the field of human resource management has undergone significant digital
transformation. Digital talent acquisition and selection tools, such as Artificial Intelligence (Al), machine learning, and HR analytics,
have revolutionized traditional recruitment processes. These technologies enable organizations to efficiently source, screen, and
evaluate candidates at a much faster pace while improving accuracy in decision-making. As highlighted by AJMS (2025), digital
transformation in recruitment enhances efficiency and enables organizations to manage large volumes of applicants effectively.

Furthermore, digital recruitment tools have improved the quality of hiring by enabling better assessment of candidate suitability.
The integration of data-driven technologies allows organizations to evaluate not only technical competencies but also the alignment
between the candidate and the organization, commonly referred to as person-organization (P-O) and person-job (P-J) fit. Artar et al.
(2024) emphasize that machine learning-based recruitment systems significantly enhance the quality of hires by identifying
candidates who are more compatible with organizational culture and job requirements.

In addition to improving employee quality, digital talent acquisition also plays a crucial role in enhancing employee retention. When
employees are well-matched to their roles and organizational values, they are more likely to remain engaged and committed. Rehman
et al. (2022) found that the use of technology in recruitment not only improves hiring outcomes but also contributes to long-term
sustainability by reducing employee turnover and strengthening organizational performance.

Moreover, digital recruitment contributes to organizational efficiency by reducing the time and cost associated with hiring processes.
Automated systems streamline repetitive tasks, allowing HR professionals to focus on strategic activities such as employee
development and engagement. Fazlurrahman et al. (2024) suggest that the use of Al-driven e-recruitment systems creates
opportunities for organizations to reinvest saved resources into workforce development initiatives, thereby enhancing employee
retention and overall organizational growth.

However, despite its advantages, digital talent acquisition also presents certain challenges that organizations must address. Issues
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such as algorithmic bias, lack of transparency, and ethical concerns related to data privacy have raised questions about the fairness
and inclusivity of digital recruitment systems. Miah et al. (2025) highlight that while Al enhances efficiency, it is essential to ensure
ethical implementation to avoid discrimination and promote fairness in hiring decisions. Similarly, Serrano Sotelo and Gonzalez
Velazquez (2025) emphasize the importance of adopting ethical and sustainable digital recruitment practices to maintain trust and
credibility.

Digital talent acquisition and selection have become integral components of modern human resource management, significantly
influencing employee quality and retention. By leveraging advanced technologies, organizations can improve recruitment
efficiency, enhance the quality of hires, and foster long-term employee commitment. However, to achieve sustainable outcomes, it
is essential to balance technological innovation with ethical considerations and human-centered approaches. This study aims to
examine the impact of digital talent acquisition and selection on employee quality and retention, providing insights into how
organizations can effectively utilize digital tools to achieve sustainable workforce development.

LITERATURE REVIEW

Alam Adi Putra et al. (2025) analyzed digital recruitment and selection and found that technologies like Al, ATS, and online
assessments improve hiring speed, accuracy, and quality. However, challenges such as high costs, resistance to change, and
algorithmic bias were identified. The study concludes that proper alignment of digital tools with organizational culture is necessary
for long-term success.

Kalkar et al. (2025) examined digital talent acquisition strategies and reported that Al-based screening reduces hiring time and
improves candidate quality. The study also found that digital recruitment enhances candidate experience, engagement, and retention,
highlighting a strong relationship between technology use and recruitment success.

Ekhsan (2025) studied the impact of digital talent on employee retention and found a positive relationship, with organizational trust
and employee engagement acting as key mediators. The research emphasizes that employees with strong digital skills are more
engaged and likely to stay in the organization.

Jogarao et al. (2024) discussed digital transformation in workforce management and emphasized the importance of balancing
automation with human interaction. The study highlights ethical concerns such as data privacy and suggests adopting a human-
centered approach in digital HR practices.

Kalkar et al. (2024) further confirmed that digital recruitment strategies significantly reduce hiring time and improve candidate
experience. The study also emphasized the importance of mobile-friendly and user-friendly recruitment processes in attracting
modern candidates.

Permana et al. (2025) found that technology-based talent management improves recruitment, retention, and employee satisfaction.
However, challenges like employee resistance and data security issues were noted, suggesting the need for training and proper
implementation strategies.

Jayamma (2025) highlighted that Al-driven recruitment reduces hiring time by 75% and increases workforce diversity by 16%. The
study also showed improvements in retention and employee satisfaction but pointed out challenges such as skill gaps and resistance
to digital adoption.

Mapuranga et al. (2024) explored digital talent management in the public sector and found that digital tools enhance recruitment,
employee engagement, and learning. The study suggests that technology supports better retention through continuous development
opportunities.

Abdelmalek (2024) compared traditional and digital HR practices and found that digital systems are more efficient, flexible, and
improve employee satisfaction. However, high initial costs and cultural adaptation remain key challenges in digital transformation.
Afna and Janardhanan (2024) found that effective talent acquisition strategies improve employee satisfaction and retention in the
hospitality industry. The study highlights that proper recruitment practices reduce turnover and enhance organizational performance.
Dan et al. (2021) emphasized the importance of adopting human-centered digital talent management strategies in IT companies. The
study suggests that balancing organizational goals with employee needs is essential for managing digital talent effectively.

Fortunisa et al. (2024) examined talent management in digital transformation and found that organizations must continuously adapt
recruitment, retention, and development strategies to remain competitive in a changing environment.

Budagov and Trofimova (2024) analyzed the role of Al in recruitment and found that it improves efficiency and candidate selection
while reducing bias. The study also highlights the importance of ethical Al use in HR practices.
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Purwanto et al. (2025) found that digital recruitment and talent development positively impact organizational readiness for digital
transformation. Organizational trust and employee engagement were identified as important mediating factors.

Collazos (2024) emphasized that digital technologies have transformed recruitment, selection, and development processes. The
study concludes that continuous innovation and adaptability are essential for effective talent management.

Research Gaps

Despite the growing body of research on digital recruitment and talent management, a clear gap still exists in understanding how
digital talent acquisition and selection directly influence both employee quality and long-term retention in an integrated manner.
Most studies have focused either on recruitment efficiency or on retention separately, with limited attention to how digital hiring
practices impact the overall quality of employees and their willingness to stay within the organization. Additionally, there is
insufficient empirical evidence linking advanced digital tools such as Al and data analytics with real organizational outcomes,
especially in developing country contexts. Therefore, this study aims to bridge this gap by examining the combined impact of digital
talent acquisition and selection on employee quality and retention in a more comprehensive and practical framework.

HYPOTHESES OF THE STUDY
H1 (Alternative Hypothesis): Digital talent acquisition and selection have a significant positive impact on employee quality and
retention.

HO (Null Hypothesis): Digital talent acquisition and selection do not have a significant positive impact on employee quality and
retention.

RESEARCH OBJECTIVES
1. To examine the current online talent acquisition and selection processes employed by organizations to ascertain the degree to
which these practices influence sustainability in the realm of talent acquisition.
2. To ascertain the impact of digital hiring technologies (ATS, Al-driven screening, virtual interviews, and human resource
analytics) on the quality of recruitment within organizations.
3. To examine the relationship between digital recruitment methods and sustainability-focused hiring and employee retention,
emphasizing job compatibility and value congruence.

RESEARCH METHODOLOGY

This section explains the research approach adopted to examine the impact of digital talent acquisition and selection on employee
quality and retention. It outlines the research design, data collection methods, sampling techniques, tools of analysis, and other
important aspects to ensure that the study is conducted in a systematic and reliable manner.

Research Design

The present study follows a descriptive and explanatory research design. The descriptive aspect helps in understanding the
current practices of digital talent acquisition and how organizations are using technology in recruitment. At the same time, the
explanatory (causal) approach is used to analyze the relationship between digital recruitment practices and their impact on employee
quality and retention. The study is cross-sectional in nature, as the data is collected at a single point in time.

Data Collection

The research is based on both primary and secondary data sources to ensure a comprehensive understanding of the topic.

Primary Data

Primary data was collected through a structured questionnaire distributed using Google Forms. The questionnaire included close-
ended questions and statements measured on a 5-point Likert scale. The questions focused on areas such as digital recruitment
tools (Al, ATS, online interviews), employee quality, job fit, and retention factors.

Secondary Data
Secondary data was gathered from research papers, journals, articles, and online sources related to digital recruitment, sustainable
HRM, employee quality, and retention. This helped in building a strong theoretical foundation and supporting the research findings.

Sampling Design
e Sample Size: 150 respondents
e Target Group: HR professionals, employees, and individuals working in organizations using digital recruitment tools

e Sampling Method: A combination of purposive sampling and convenience sampling was used to collect relevant and
easily accessible data
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e Sampling Area: The study mainly focuses on urban organizations and working professionals familiar with digital hiring
practices
This sampling approach helps in capturing responses from individuals who have direct or indirect experience with digital
recruitment systems.

Tools of Analysis
The collected data was analyzed using Microsoft Excel and basic statistical techniques to ensure clarity and accuracy.
The following analytical tools were used:
e Frequency Analysis: To understand respondent profiles such as age, occupation, and experience
e Percentage Analysis: To interpret responses and compare opinions of participants
e Chi-Square Test: To identify the association between categorical variables
e Charts and Graphs: Used for better visualization and interpretation of data
These tools helped in simplifying the data and presenting meaningful insights.

Variables of the Study
e Independent Variable: Digital Talent Acquisition and Selection (Al tools, ATS, online hiring platforms, analytics)
o Dependent Variables: Employee Quality and Employee Retention

Limitations of the Study

The study has certain limitations that may affect the generalization of results. The use of convenience sampling may not fully
represent the entire population. The study mainly focuses on urban respondents, which may limit its applicability to rural contexts.
Additionally, responses are based on individual perceptions, which may involve some degree of bias. Time and resource constraints
also restrict the depth of analysis.

Ethical Considerations

Ethical standards were strictly followed during the research process. Participation in the survey was voluntary, and respondents
were informed about the purpose of the study. Their privacy and confidentiality were maintained, and the data collected was used
solely for academic purposes.

Summary

Overall, the study adopts a structured and systematic research methodology combining descriptive and explanatory approaches. By
using both primary and secondary data, along with appropriate statistical tools, the research aims to provide clear insights into how
digital talent acquisition and selection influence employee quality and retention in organizations.

DATA ANALYSIS AND INTERPRETATION

Demographic Profile

Variable Category Frequency | Percentage (%)

Age Group 21-25 33 22.0
26 -30 38 253
31-35 46 30.7
36 -40 10 6.7
40 and above 23 15.3

Gender Female 98 65.3
Male 52 34.7

Industry Type Banking/Finance 17 11.3
Education 4 2.7
Education (Other) 3 2.1
FMCG 25 16.7
HR 1 0.7
IT/Technology 37 24.7
Manufacturing 62 41.3
Shop 1 0.7

Years of Service | 0 — 2 years 44 29.3
3 — 5 years 83 553
6 — 8 years 12 8.0
8+ years 11 7.3

Total — 150 100.0
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Interpretation

The demographic profile of the respondents provides important insights into the composition of the sample. In terms of age
distribution, the majority of respondents (30.7%) belong to the 31-35 age group, followed by 25.3% in the 26-30 category and
22.0% in the 21-25 group. A smaller proportion of respondents falls in the 40 and above category (15.3%), while only 6.7% are
between 36—40 years. This indicates that the study mainly represents young and mid-career professionals.

Regarding gender, a significant majority of respondents are female (65.3%), while male respondents constitute 34.7% of the sample.
This shows a higher representation of female participants in the study.

In terms of industry, the highest percentage of respondents belongs to the manufacturing sector (41.3%), followed by IT/Technology
(24.7%) and FMCG (16.7%). Banking and finance account for 11.3% of the respondents, while other sectors such as education and
HR have minimal representation. This suggests that the study primarily reflects perspectives from manufacturing and technology-
driven industries.

With respect to work experience, more than half of the respondents (55.3%) have 3—5 years of experience, followed by 29.3% with
0-2 years of experience. Only a small proportion of respondents have more than 6 years of experience. This indicates that the data

is largely influenced by early and mid-career professionals who are more likely to be familiar with digital recruitment practices.

Section B: Adoption of Digital Recruitment

Variable (Statement) SD|D|N |A |SA
Online recruitment platforms are used 4 0 |3 |18]125
Digital tools reach wider applicant pool 0 2 15 19251
Al-based screening is used 3 4 113112 | 118
Virtual interviews & assessments are used 3 3 [ 11 ]13]120
Digital recruitment improves hiring speed 1 4 |7 [40]098
Organization updates digital hiring technology | 3 1 |8 |68]70
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Adoption of Digital Recruitment
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Interpretation

The results clearly show a strong adoption of digital recruitment practices among organizations. A very high percentage of
respondents (83.3%) strongly agreed that their organizations use online recruitment platforms, while only a negligible proportion
showed neutral or negative responses. Similarly, 61.3% agreed and 34.0% strongly agreed that digital tools help in reaching a wider
pool of applicants, indicating broad acceptance of digital sourcing methods.

The use of Al-based screening systems is also widely recognized, with 78.7% strongly agreeing and 8.0% agreeing. Additionally,
80.0% of respondents strongly agreed that virtual interviews and online assessments are commonly used, highlighting the increasing
reliance on technology in recruitment processes.

Furthermore, 65.3% strongly agreed and 26.7% agreed that digital recruitment improves hiring speed, demonstrating its efficiency.
Lastly, 46.7% strongly agreed and 45.3% agreed that organizations regularly update their digital hiring technologies. Overall, the

findings indicate a high level of digital adoption and continuous technological advancement in recruitment practices.

Section C: Cost Efficiency in Hiring

Variable SD|D|N |A [SA
Digital recruitment reduces 0 1 |10]15] 124
overall hiring cost

Online platforms reduce 1 319 4295
advertisement cost

Digital tools minimize admin 1 015 |70 |74
recruitment cost

Virtual interviews save travel 0 314 |68]75
cost

Automation reduces time & 2 219 20117
manpower cost

Digital recruitment gives better | 0 2|5 |67]76
ROI

‘€1 2026 EPRAEBMS | ISSN: 2347-4378 |  https://eprapublishing.org/

46



Py Journal DOI: 10.36713/epra1013 | SJIF Impact Factor (2026): 8.748

Volume: 13 | Issue: 7| July 2026

Cost Efficiency in Hiring

150

100
50 | ]

Agree

Strongly Disagree Disagree Neutral

M Digital recruitment reduces overall hiring cost

B Online platforms reduce advertisement cost

M Digital tools minimize admin recruitment cost

Virtual interviews save travel cost

B Automation reduces time & manpower cost

M Digital recruitment gives better ROI

Interpretation

The findings strongly indicate that digital recruitment contributes significantly to cost efficiency. A large majority of respondents
(82.7%) strongly agreed that digital recruitment reduces overall hiring costs, while only a small percentage (6.7%) remained neutral.
Similarly, 63.3% strongly agreed and 28.0% agreed that online platforms reduce traditional advertisement costs, reflecting
substantial savings in recruitment expenses. In terms of administrative efficiency, 49.3% strongly agreed and 46.7% agreed that
digital tools minimize administrative recruitment costs, indicating widespread agreement on operational efficiency.

Additionally, 50.0% strongly agreed and 45.3% agreed that virtual interviews help save travel and logistics expenses. Automation
is also perceived as highly beneficial, with 78.0% strongly agreeing that it reduces time and manpower costs. Lastly, 50.7% strongly
agreed and 44.7% agreed that digital recruitment provides a better return on investment. Overall, the results demonstrate that digital
recruitment enhances cost-effectiveness across multiple aspects of hiring.

Section D: Hiring Effectiveness

Strongly Agree

Variable SDID|N |A |[SA
Helps quick identification of candidates | 0 4 |7 |65]74
Improves selection accuracy 0 2 |8 | 15]125
Reduces time to hire 0 2 |7 [22]119
Improves decision efficiency 2 316 68|71
Improves shortlisted candidate quality | 2 2 128144174
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Interpretation

The analysis reveals that digital recruitment significantly improves hiring effectiveness. Nearly half of the respondents (49.3%)
strongly agreed and 43.3% agreed that digital tools help in the quick identification of suitable candidates.

A very high percentage (83.3%) strongly agreed that online screening tools improve candidate selection accuracy, indicating strong
confidence in digital evaluation methods. Additionally, 79.3% strongly agreed and 14.7% agreed that digital recruitment reduces
time-to-hire, reflecting faster hiring processes.

In terms of decision-making, 47.3% strongly agreed and 45.3% agreed that technology improves recruitment decision efficiency.
Furthermore, 49.3% strongly agreed and 29.3% agreed that digital recruitment improves the quality of shortlisted candidates.

Overall, the findings confirm that digital recruitment enhances speed, accuracy, and effectiveness in hiring decisions.

Section E: Quality of Talent Acquisition

Variable SD| D|N|A |SA
Attracts highly skilled candidates 2 0|16 |67]75
Improves applicant quality 0 317 | 15]125
Matches skills with job requirements | 0 4 |5 16675
Improves competency evaluation 1 1 19 68|71
Improves overall talent quality 1 2 19 116|122
Quality of Talent Acquisition
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Interpretation
The results clearly indicate that digital recruitment positively impacts the quality of talent acquisition. Half of the respondents
(50.0%) strongly agreed and 44.7% agreed that digital recruitment attracts highly skilled candidates.

A significant majority (83.3%) strongly agreed that online recruitment platforms improve applicant quality, demonstrating the
effectiveness of digital sourcing. Similarly, 50.0% strongly agreed and 44.0% agreed that digital tools effectively match candidate
skills with job requirements, indicating better alignment.

Regarding competency evaluation, 47.3% strongly agreed and 45.3% agreed that technology-based assessments improve accuracy.
Additionally, 81.3% strongly agreed and 10.7% agreed that digital recruitment improves overall talent quality. These findings

highlight that digital recruitment ensures better quality hiring through structured and data-driven processes.

Section F: Employee Retention

Variable SD | D A | SA
Digital hires stay longer 1 4 |14 113|118
Better job-role fit 1 4 67 | 69

Higher job satisfaction 1 2 10|16 | 121
Reduces employee turnover 2 4 13 | 126
Improves long-term retention | 3 1 |8 |8 [130
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Employee Retention
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Interpretation
The findings show a strong positive relationship between digital recruitment and employee retention. A large majority of respondents
(78.7%) strongly agreed that employees hired through digital platforms tend to stay longer in the organization.

In terms of job-role fit, 46.0% strongly agreed and 44.7% agreed that digital recruitment leads to better alignment between
employees and their roles. Similarly, 80.7% strongly agreed that digitally selected candidates demonstrate higher job satisfaction
levels.

Moreover, 84.0% strongly agreed that effective digital hiring practices reduce employee turnover, indicating strong retention
benefits. Finally, an overwhelming majority (86.7%) strongly agreed that high-quality digital recruitment improves long-term
employee retention. Overall, the results confirm that digital recruitment plays a critical role in enhancing employee stability,
satisfaction, and retention.

Hypothesis Testing
H1 (Alternative Hypothesis): Digital talent acquisition and selection have a significant positive impact on employee quality and
retention.

HO (Null Hypothesis): Digital talent acquisition and selection do not have a significant positive impact on employee quality and
retention.

Variables Correlation Coefficient (r) | Significance (p-value)
Digital Recruitment & Hiring Effectiveness 0.178 0.030
Digital Recruitment & Employee Retention 0.255 0.002

Interpretation
The correlation analysis was conducted to examine the relationship between digital talent acquisition and selection with employee
quality (represented by hiring effectiveness) and employee retention.

The results indicate a positive correlation (r = 0.178) between digital recruitment and hiring effectiveness, with a p-value of 0.030,
which is less than the standard significance level of 0.05. This shows that digital recruitment practices have a statistically significant
positive impact on employee quality.

Similarly, the relationship between digital recruitment and employee retention shows a stronger positive correlation (r = 0.255) with
a p-value of 0.002, which is highly significant. This indicates that better adoption of digital recruitment practices is associated with
improved employee retention.

Although the correlation values are moderate, both relationships are statistically significant and positive, suggesting that digital
recruitment contributes meaningfully to improving both the quality of employees and their retention within organizations.

ANALYSIS AND DISCUSSION
The overall analysis of the study clearly shows that digital talent acquisition and selection have become an important part of modern
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recruitment practices. Most of the respondents belong to young and mid-career groups, which means they are more familiar with
digital tools and technologies. The data also shows that industries like manufacturing and IT are leading in adopting digital
recruitment methods. This indicates that organizations are gradually moving towards technology-based hiring to stay competitive
and efficient in today’s fast-changing environment.

The findings from the study highlight that organizations are widely using digital recruitment tools such as online platforms, Al-
based screening, and virtual interviews. A very high percentage of respondents agreed that these tools help in reaching a wider pool
of candidates and improving the speed of hiring. This shows that digital recruitment is not only popular but also effective in handling
large volumes of applicants. It also helps organizations make faster and better hiring decisions by using structured and data-driven
methods instead of traditional approaches.

Another important finding is that digital recruitment improves cost efficiency and hiring effectiveness. Most respondents agreed
that it reduces overall hiring costs, saves time, and minimizes administrative efforts. Virtual interviews and automation also help in
reducing travel and manpower expenses. At the same time, digital tools improve the quality of hiring by selecting candidates who
are more suitable for the job. This leads to better decision-making and higher accuracy in the recruitment process, which ultimately
benefits the organization.

Finally, the study strongly shows that digital recruitment has a positive impact on employee quality and retention. Employees
selected through digital methods are more likely to have better job-role fit, higher job satisfaction, and longer retention in the
organization. The hypothesis testing also supports this finding, showing a significant positive relationship between digital
recruitment and both employee quality and retention. Overall, the study concludes that digital talent acquisition not only improves
hiring processes but also contributes to long-term organizational success by building a more stable and skilled workforce.

CONCLUSION

The study clearly shows that digital talent acquisition and selection have a strong positive impact on both employee quality and
employee retention. Organizations that use digital tools like online platforms, Al screening, and virtual interviews are able to hire
better candidates more quickly and at a lower cost. These methods help in selecting candidates who are a better fit for the job, which
leads to higher job satisfaction and longer retention. The results of the analysis and hypothesis testing also support this, showing a
significant positive relationship between digital recruitment and employee outcomes. Overall, digital recruitment not only improves
the hiring process but also helps organizations build a more skilled, stable, and productive workforce in the long run.
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