
 

International Journal of Latest Engineering and Management Research (IJLEMR) 

ISSN: 2455-4847 

www.ijlemr.com || Volume 08– Issue 10 || October 2023 || PP. 42-47 

www.ijlemr.com                                                   42 | Page 

 

An Overview of HRM Practices on the Influence of Machine 

Learning on Talent Acquisition 
 

S. Venkatasubramanian 
1
Department of Computer Science and Business Systems, Saranathan College of Engineering, Trichy, India 

 

Abstract: The introduction of machine learning and artificial intelligence has had a substantial influence on 

talent acquisition in addition to having a transformative effect on a variety of other facets of human resource 

management (HRM). The purpose of this review article is to present a complete overview of human resource 

management techniques within the context of machine learning technology, with a particular emphasis on how 

these practices impact talent acquisition. We dig into the use of machine learning algorithms in recruiting by 

first investigating a variety of subtopics that are linked to this subject. We also discuss the benefits and 

difficulties that these algorithms provide, as well as the changing role of HR professionals. The purpose of this 

article is to shed light on the dynamic link that exists between human resource management and machine 

learning in talent acquisition by exploring existing trends and developing approaches. 
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I. INTRODUCTION  

The landscape of talent acquisition has been significantly redesigned in the contemporary era as a result 

of the intersection of Human Resource Management (HRM) and technology. Machine Learning (ML) is one of 

the technical advances that has left an indelible impression, and it stands out as a revolutionary force among 

those developments. A new era of recruitment and personnel management has begun as a result of the synergy 

that has been established between HRM methods and machine learning algorithms. This new era presents 

possibilities and difficulties that have never been seen before. 

The traditional method of talent acquisition, which was fraught with subjectivity and inefficiency, has 

been overtaken by automation powered by machine learning and decision-making that is informed by data. 

Machine learning has emerged as a strong tool that may enhance the whole recruiting process, which is 

becoming more important as companies struggle to find the appropriate personnel in the middle of a competitive 

employment market [1]. 

The purpose of this review article is to offer a complete overview of the ways in which machine learning 

impacts HRM practices, with a particular emphasis on talent acquisition. It examines the development of talent 

acquisition from its conventional beginnings to its contemporary ML-driven paradigm, stressing the dramatic 

transformations in strategy, efficiency, and fairness that have occurred as a result of this evolution. 

There are many different facets to the influence that machine learning has on the process of talent 

acquisition. It streamlines procedures and saves critical time and money by automating operations like as 

resume screening and applicant matching, among other things. It does this by depending on objective criteria, 

expanding inclusiveness, and fostering diversity. Additionally, it tackles prejudice in the recruiting process [2]. 

In addition, machine learning expands its impact into predictive analytics, which provides businesses 

with the capacity to recognize individuals with high potential for leadership roles and to successfully train future 

leaders. Through the analysis of data, it gives insights that can be put into action, so guaranteeing that HRM 

practices are in line with business objectives and strategy. 

Nevertheless, the use of machine learning in the process of talent acquisition is not without its 

difficulties. There is growing concern over the lack of transparency and potential for algorithmic prejudice, 

which calls for serious evaluation of the ethical implications. When embarking on the road of technology 

integration, organizations must do so with a dedication to maintaining a fair and accountable environment [3]. 

It is expected that the impact that machine learning has on the process of talent acquisition will increase 

as the HRM environment continues to undergo change. The incorporation of Natural Language Processing 

(NLP) for more nuanced candidate evaluations, the creation of tailored candidate experiences via AI-driven 

interactions, the ongoing learning and adaptation of algorithms, and the growth of the talent pool on a 

worldwide scale are all trends that are expected to emerge in the foreseeable future. 

 

II. OBJECTIVE 
The following are some of the goals that the study attempted to accomplish: 

• Study the evolution of talent acquisition. 
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• Explore the influence of machine learning on talent acquisition. 

• Evaluate the challenges and ethical considerations. 

• Examine the Future Trends and Implications. 

• Result and discussion 

 

III. METHODOLOGY 
Machine learning and artificial intelligence have transformed talent acquisition and other HRM areas. 

This study offers a comprehensive look at human resource management strategies in the context of machine 

learning technologies, focusing on talent acquisition. We start by studying related subtopics before diving into 

machine learning methods in recruitment. These algorithms' pros and cons and HR workers' evolving roles are 

also discussed. This article explores trends and ways to illuminate the dynamic relationship between human 

resource management and machine learning in talent acquisition. 

 

IV. THE EVOLUTION OF TALENT ACQUISITION 
The process of talent acquisition, which is one of the core components of human resource management 

(HRM), has seen tremendous change throughout the course of recent history [4].  

 
Fig 1: Talent Acquisition 

 
The transition from more conventional approaches to the contemporary environment, which is largely 

affected by technology and data, marks a substantial paradigm change in the manner in which firms search for 

and recruit talent. 

 

4.1 The Conventional Procedures 

In the not too distant past, the acquisition of talent was mostly dependent on conventional approaches. 

Newspapers, trade magazines, and physical bulletin boards were some of the traditional methods that businesses 

used to publicize available employment opportunities. Candidates for jobs would hand in their printed 

applications and resumes, either in person or over the mail. This manual and paper-based procedure was not 

only time-consuming but also restricted in the amount of people it could serve. 

The screening of resumes and the selection of candidates were both subjective, depending often on first 

impressions and individual preferences. In most cases, interviews would take place in person, and reference 

checks would be conducted by telephone or written correspondence. Although these approaches had some 

redeeming qualities, they were also inefficient and prone to the biases and inaccuracies that are inherent in the 

human experience. 

 

4.2 The Arrival of Modern Technology 

The first big step forward in the development of the process of talent acquisition was highlighted by the 

introduction of new technologies. Candidates are now able to electronically submit their resumes thanks to the 

proliferation of the internet and email [5]. This has significantly shortened the application process. This 

transition allowed job listings to reach a worldwide audience, which resulted in a considerable expansion of the 

talent pool. 
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Applicant monitoring Systems (ATS) made their first appearance, automating the storing of resumes, 

monitoring of resumes, and screening of candidates based on keywords. These systems added a degree of 

efficiency to the administration of resumes, but their capacity to evaluate the eligibility of individuals went no 

farther than keyword matching. 

 

4.3 The Revolution Instigated By Data 

A whole new epoch of talent acquisition was ushered in with the arrival of Big Data and analytics. The 

HR departments of companies started collecting and analyzing large volumes of data about the recruiting 

process and the performance of candidates. This strategy, which was driven by data, enabled firms to make 

judgments on their strategies for talent acquisition that were better informed. 

Technologies such as machine learning (ML) and artificial intelligence (AI) have been very important in 

the progression of this phenomenon. These technologies have given businesses the ability to automate many 

areas of the talent acquisition process, ranging from the screening of resumes to the matching of candidates. ML 

algorithms may examine previous recruiting data to forecast a candidate's likely performance in a post, hence 

decreasing the risk associated with hiring choices. This is one of the many applications of ML. 

 

4.4 Efficiency and Automation of Tasks 

The process of hiring new employees has been more dominated by automation as it has evolved through 

time. Through the use of AI-driven systems and chatbots, tasks that were previously carried out manually and 

required a significant amount of time to complete, such as arranging interviews and sending follow-up emails, 

are now fully automated. This not only helps candidates save time, but it also improves their experience as a 

whole as a candidate [6]. 

 

4.5 Attempts to Reduce Bias 

The elimination of prejudice in the process of hiring new employees is one of the most important 

improvements made possible by technological breakthroughs. The impact of unconscious biases on recruiting 

choices may be mitigated via the use of ML algorithms that can be programmed to concentrate on objective 

criteria. In addition, many companies now make it common practice to conceal personal information on resumes 

and to encourage employees to work toward diversity and inclusion objectives. 

 

4.6 The use of Predictive Analytics with Management of Talent 

The present environment of talent acquisition extends beyond the recruiting process itself in many cases. 

Using predictive analytics, which is driven by machine learning, businesses are able to identify high-potential 

workers already working for them and develop individualized career pathways for those employees. This 

preventative strategy for managing talent guarantees that businesses are well-prepared for leadership changes 

and that they are able to retain their most talented employees 

 

V. INFLUENCE OF MACHINE LEARNING IN TALENT ACQUISITION 
5.1 Review of Applications and Candidate Compatibility 

The process of reviewing applicants' resumes and pairing them with open positions is one of the areas in 

which machine learning has had one of the most significant effects on talent acquisition. It is possible to teach 

machine learning algorithms to examine resumes and match them to job descriptions based on a set of 

predetermined criteria. These algorithms are able to recognize keywords, talents, and credentials, which results 

in a candidate short listing process that is more accurate and efficient [7]. 

In addition, machine learning may take into account data from previous recruiting processes to make 

predictions about which applicants have a greater chance of being successful in a given post. This kind of 

predictive modeling assists businesses in making judgments based on accumulated data and lessens the 

likelihood of employing candidates who are not a suitable match for the open job. 

 

5.2 Methods to Reduce Bias 

In the context of the employment process, machine learning algorithms may potentially play an important 

part in the mitigation of prejudice. The conventional techniques of recruiting are prone to unconscious biases, 

which might result in discrimination throughout the employment process. By putting more of an emphasis on 

objective standards rather than subjective evaluations, machine learning algorithms may be programmed to 

identify and remove bias from their results. 

For instance, AI-powered systems may anonymize resumes by deleting any information that would 

betray a candidate's gender, race, or age. This is possible since these systems can remove any and all identifying 

information. In addition, algorithms may be trained to guarantee that diversity and inclusion objectives are 
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reached by actively searching out individuals from underrepresented groups. This is possible because to the 

advancement of machine learning. 

 

5.3 Increased Productivity and Decreased Expenditures 

Automation that is powered by machine learning has the potential to dramatically improve the 

effectiveness of the process of talent acquisition. Automating responsibilities inside HR, such as arranging 

interviews, sending follow-up emails, and collecting feedback, liberates HR professionals to concentrate on 

duties that are more strategic in nature. This not only saves time but also cuts down on the expenses associated 

with recruiting. 

In addition, machine learning may help improve the allocation of recruiting resources by determining the 

most successful sourcing channels and tactics. This allows for a more comprehensive search for potential 

candidates. Organizations are able to make educated judgments about where to concentrate their time and 

resources by doing data analysis on the success rates of various recruiting tactics. 

 

5.4 The Use of Predictive Analytics in the Process of Succession Planning 

Learning by machine has an impact not only on the recruiting process itself, but also on talent 

management and succession planning. The HR department of an enterprise may make use of predictive analytics 

to identify high-potential individuals already working for the company and devise individualized development 

plans for such workers [8]. 

Machine learning algorithms may find trends and generate predictions about which people are most 

likely to flourish in leadership positions by examining historical data on employee performance, promotions, 

and career trajectories. This data can be obtained by gathering information on employees' work histories and 

career progressions. This preventative method of talent management guarantees that companies and other 

organizations are well prepared for changes in leadership. 

 

VI. CHALLENGES AND ETHICAL CONSIDERATIONS 
Despite the fact that machine learning has considerable opportunities for improvement in terms of talent 

acquisition, it is not without difficulties and ethical concerns. The possibility of bias introduced by algorithms is 

one of the key sources of worry. If the data that is used to train the machine learning models is biased, then the 

algorithms themselves may perpetuate existing prejudices, which may lead to discriminatory hiring practices. 

Concerns have also been raised over the degree of openness provided by the algorithms used in machine 

learning. It may be difficult for candidates and HR professionals to grasp how a certain choice was made, which 

may be detrimental to candidates' and professionals' faith in the recruiting process. 

In order for businesses to effectively handle these difficulties, they must give diversity and inclusion high 

priority in the data collecting and model creation processes. They should also make investments in tools that 

explain the judgments that are made by algorithms. This will ensure that there is openness and accountability. 

 

VII. FUTURE TRENDS AND IMPLICATIONS 
The impact of machine learning on talent acquisition is likely to grow dramatically in the coming years. 

Some future trends and ramifications are as follows: 

 

7.1 NLP (Natural Language Processing) 

The use of natural language processing (NLP) in recruiting is projected to rise as machine learning 

algorithms learn to read and analyze unstructured text data such as interview transcripts and applicant 

correspondence [9]. This will allow for more nuanced applicant evaluations and improved candidate matching to 

employment openings. 

 

7.2 Individualized Candidate Experiences 

Machine learning has the potential to provide highly tailored candidate experiences. AI-powered chatbots 

and virtual assistants may engage with applicants, answer their questions, and give real-time feedback, therefore 

improving the entire candidate experience. 
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Fig 2: Natural Language Processing (NLP) 

 

7.3 Lifelong Learning and Adaptation 

Machine learning models will become more adaptable and capable of learning on the fly [10]. They may 

gradually enhance their performance by studying their own results and altering their algorithms appropriately. 

 

7.4 International Talent Pool 

Machine learning may help with talent discovery and recruiting from a worldwide pool. Language 

translation and cross-cultural analysis may assist firms in gaining access to talent from a variety of backgrounds 

and regions. 

 

VIII. RESULT AND DISCUSSION 

The use of machine learning into talent acquisition has produced significant outcomes and raised debate 

about the future of HRM practices. One of the most visible results is increased automation and efficiency. 

Resume screening, which was formerly a time-consuming process, now benefits from algorithms that quickly 

and correctly match applicant credentials with job criteria. This not only speeds up the recruiting process but 

also improves its accuracy. Human resource professionals may devote more time to strategic decision-making. 

Machine learning's ability to mitigate bias has emerged as a crucial advantage in talent recruiting. 

Algorithms excel at eliminating the implicit biases that hamper human decision-makers. Machine learning 

enhances fairness and diversity in recruiting methods by anonymizing resumes and concentrating entirely on 

objective criteria. This is a huge step toward fostering equal and inclusive workplaces, in line with society's 

greater focus on diversity. 

Another intriguing aspect of the debate is predictive analytics. Machine learning algorithms may forecast 

a candidate's future success and cultural fit inside a business using previous recruiting data. This data-driven 

strategy lowers the risk of recruiting decisions and allows firms to make better informed decisions about their 

people investments. 

 

IX. CONCLUSION 
In the field of human resource management, machine learning has had a profoundly disruptive effect on 

the process of talent acquisition. Machine learning has completely changed the method in which companies 

search for and acquire talent. This technology can now automate the screening of resumes, reduce bias, and 

increase productivity. However, along with these developments come new ethical issues and problems that need 

to be addressed in order to guarantee that the recruiting process is both fair and transparent. 

In order to maintain their competitive edge in the talent market, human resources professionals will need 

to learn to adapt to and embrace the advancing technologies of machine learning. The future of talent acquisition 
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will be characterized by more personalization, improved candidate experiences, and the capacity to tap into a 

talent pool that is accessible across the world. In order for businesses to maximize the benefits that may be 

derived from using machine learning in the process of talent acquisition, they need to find a balance between the 

use of automation and the application of human judgment, all the while adhering to the ideals of diversity, 

fairness, and transparency in their hiring procedures. 
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