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Abstract 

This study explores talent acquisition strategies implemented by organizations across various 

industries and sectors, with a focus on their alignment to organizational objectives, 

compliance with legal frameworks, and commitment to diversity and inclusion. Adopting a 

qualitative research methodology, the research draws upon an extensive review of existing 

literature and case studies to examine the effectiveness and implications of different 

recruitment approaches. The findings highlight a range of proactive and reactive strategies, 

including talent pipelining, employer branding, succession planning, job advertisements, 

employee referral programs, and collaboration with recruitment agencies. 

The integration of advanced technologies—particularly artificial intelligence (AI) and data 

analytics—has transformed recruitment practices, enhancing efficiency, reach, and candidate 

engagement. At the same time, technology adoption raises challenges linked to data privacy, 

algorithmic bias, and transparency. The paper discusses ethical considerations related to the 

responsible and equitable use of technology in recruitment, stressing the need for proactive 

measures to prevent biases and ensure fairness. Overall, the research reinforces the strategic 

value of aligning talent acquisition initiatives with organizational goals and diversity agendas 

to strengthen competitiveness and long-term success. 
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Introduction 

Talent acquisition means finding, attracting, and keeping the right people with the skills an 

organization needs. In today’s highly competitive world, this has become more important 

than ever. Globalization, new technology, and changes in how people work are pushing 

companies to find smarter ways to hire the best talent. This makes it necessary to study talent 

acquisition strategies and recruitment policies in detail to understand what works best. 

Talent acquisition covers everything from planning the workforce and writing job 

descriptions to selecting candidates and helping them settle into the company. Good strategies 
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not only bring in skilled employees but also improve a company’s performance, productivity, 

and ability to compete. 

This research looks closely at how organizations create and follow recruitment policies, and 

how effective these policies are in attracting and keeping employees. Recruitment policies are 

basically the rules and procedures that guide how companies find and choose people. The 

study also looks at whether these policies match company goals, follow the law, support 

diversity, and use technology effectively. 

Over the past few years, talent acquisition has changed a lot due to economic shifts, changes 

in the workforce, and new technology. Companies now face challenges like shortages of 

skilled workers, an aging workforce, and the growth of freelance and gig work. The COVID- 
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19 pandemic sped up the use of digital tools and remote work, which also changed the way 

companies hire. 

Because of these changes, traditional hiring methods often aren’t enough anymore. 

Companies need to rethink their recruitment strategies and find fresh, flexible approaches. 

This research is important because it gives a clear picture of what’s happening in hiring today 

and shows how companies can plan for the future. 

The study will use a quantitative method, meaning it will collect numbers and facts through 

surveys, questionnaires, and company records. Information will come from HR managers, 

company leaders, and other decision-makers. The data will then be analyzed using statistical 

tools to find patterns and useful insights. 

In the end, this research aims to help organizations improve their recruitment practices so 

they can hire the right people, keep them for longer, and stay ahead of the competition. 

Literature Review 

Talent acquisition is a key part of human resource management and plays a major role in 

helping organizations succeed. Because of its importance, it has attracted a lot of interest 

from both researchers and HR professionals. This review looks at different studies on talent 

acquisition strategies and recruitment policies, explaining important concepts, trends, and 

findings in the field. 

Over the past few years, talent acquisition has changed a lot due to shifts in the global 

workforce and advances in technology. According to Kehoe and Wright (2013), talent 

acquisition strategies combine two main approaches: proactive measures that prepare for 

future hiring needs and reactive measures that address immediate openings. 

Proactive strategies, such as building a pipeline of potential candidates and strengthening 

employer branding, have become more popular. These help organizations attract talent before 

they even have a vacancy and position themselves as great places to work. Succession 

planning, another proactive method, ensures that companies have future leaders ready, which 

is especially important as many employees approach retirement (Bhatnagar, 2021). 

Technology and social media have transformed how companies connect with job seekers. 

Digital platforms allow businesses to reach more people and interact with them in creative 

ways (Kaplan et al., 2020). Employer branding now often includes online storytelling, 

employee testimonials, and interactive content to showcase company culture and values (Van 

der Heijden et al., 2021). This digital shift has made recruitment faster and more efficient, but 

it also means HR professionals now need skills in data analysis and digital marketing (Martin 

et al., 2019). 

Reactive strategies are still important too. Traditional methods like job postings and 

employee referrals remain common but are now supported by tools like applicant tracking 

systems and AI-based candidate matching (Dineen et al., 2020). The rise of the gig economy 

has also given companies access to freelancers and short-term workers for specialized tasks 

(Kalleberg, 2021). 

A newer idea gaining attention is the ―talent philosophy,‖ which is about making sure hiring 
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strategies fit with the company’s bigger goals and values (Dwivedi et al., 2022). A strong 
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talent philosophy guides recruitment priorities, investments, and performance goals (Holland 

et al., 2020). Organizations with this clear vision are better at attracting and keeping great 

talent, encouraging ongoing learning, and adjusting to changes in the market (Bamberger & 

Meshoulam, 2021). 

Overall, today’s talent acquisition combines traditional methods with modern innovations. By 

using both proactive and reactive strategies, and aligning them with business goals, 

companies can deal with hiring challenges and maintain a strong competitive edge. 

Recruitment Policies 

Recruitment policies are the backbone of an organization’s hiring process. They set the rules 

for how candidates are sourced, screened, and selected. As Gatewood et al. (2015) note, these 

policies ensure hiring is consistent, fair, and compliant with legal standards. But in recent 

years, recruitment has moved beyond rigid, traditional policies toward more flexible and 

inclusive approaches. 

One major shift is the growing focus on candidate experience and employer branding. 

Research by Saks and Uggerslev (2021) shows that more companies now aim to give 

candidates a positive, engaging experience throughout the hiring process. This means being 

transparent, keeping communication clear, and making every step—from application to 

onboarding—smooth and personalized. A great candidate experience not only strengthens a 

company’s reputation but also helps build a steady pipeline of skilled applicants (Gupta et al., 

2020). 

Technology has also transformed recruitment. Tools like automation, artificial intelligence 

(AI), and data analytics now help companies make faster, smarter hiring decisions (Chen et 

al., 2022). Advanced applicant tracking systems (ATS) can handle routine tasks, scan 

resumes, and shortlist candidates based on set criteria, saving time and reducing bias 

(Sutherland et al., 2020). Data analytics further helps organizations understand which hiring 

channels work best, improve sourcing strategies, and find ways to keep improving their 

process (Wilkerson et al., 2021). 

Alongside technology, diversity, equity, and inclusion (DEI) have become essential in 

recruitment. Studies by Kalev et al. (2021) show that diverse teams are more innovative, 

make better decisions, and perform better financially. This has encouraged companies to 

revise their recruitment policies—removing biased language from job ads, using structured 

interview methods to avoid unconscious bias, and creating more inclusive hiring practices 

(Holmes et al., 2020). A diverse and inclusive workforce not only boosts a company’s image 

but also opens access to a wider range of talent and strengthens its competitive advantage. 

While recruitment policies remain essential for guiding hiring, they are constantly evolving 

due to new research, technology, and social changes. By focusing on the candidate’s 

experience, using smart technologies, and committing to diversity and inclusion, 

organizations can build recruitment policies that meet business goals, attract top talent, and 

ensure long-term success. 

Impact on Organizational Success 
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Research consistently shows that talent acquisition strategies and recruitment policies have a 

big impact on how well organizations perform. Building on earlier studies by Collins and 

Smith (2018) and Dowling et al. (2019), more recent research has provided fresh insights into 

how these practices shape success. 

For example, Wang and Chen (2021) examined how talent acquisition strategies affect an 

organization’s ability to adapt quickly. They found that when companies align their hiring 

efforts with changing business needs, they become more agile—able to respond faster, 

innovate more easily, and succeed even in unpredictable markets. 

Similarly, Liu et al. (2022) studied the link between recruitment policies and employee 

engagement. Looking at a range of organizations, they found that clear and well-structured 

recruitment policies lead to higher employee satisfaction, stronger commitment, and lower 

turnover. This shows that good recruitment policies not only help attract skilled people but 

also keep them engaged and loyal, which strengthens workplace culture. 

Technology is also playing a huge role. Research by Zhang et al. (2021) and Li et al. (2020) 

shows how artificial intelligence (AI) and predictive analytics are improving hiring. From 

automated resume screening to using data to predict how well a candidate will fit, these tools 

make hiring faster, more accurate, and more efficient. 

There’s also a growing focus on the social impact of hiring—especially in diversity, equity, 

and inclusion (DEI). Jones et al. (2021) and Hernandez et al. (2022) found that when 

organizations actively recruit for diversity, they build more inclusive workplaces. This not 

only improves representation but also boosts innovation, creativity, and competitiveness. 

Overall, the latest research reinforces how important it is for organizations to have strong 

talent acquisition strategies and recruitment policies. By using new technologies, focusing on 

diversity, and staying adaptable, companies can improve performance and maintain a 

competitive edge in today’s fast-changing business world. 

Emerging Trends 

Talent acquisition is changing faster than ever, shaped by social, economic, technological, 

and demographic shifts. As Cappelli (2020) points out, artificial intelligence (AI) and 

machine learning have completely transformed how companies recruit. Predictive analytics 

and automation now help organizations find and evaluate candidates with greater speed and 

accuracy. Modern algorithms can sift through huge amounts of data to predict whether 

someone will be a good fit, gauge their potential performance, and identify top talent more 

efficiently than before (Peters, 2021). AI-powered chatbots and virtual assistants have also 

become common tools, answering candidate questions, scheduling interviews, and generally 

making the hiring process smoother for everyone (Roth et al., 2021). 

The COVID-19 pandemic accelerated many of these changes. When remote work suddenly 

became the norm, organizations had to overhaul traditional hiring methods almost overnight 

(Maurer, 2020). This meant adopting digital tools for every stage of recruitment—from video 

interviews and virtual job fairs to online skills assessments (Sullivan, 2021; Maertz et al., 

2021). These tools not only made remote hiring possible but also allowed companies to 

access talent far beyond their immediate location. The pandemic also highlighted the 
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importance of being flexible and adaptable in recruitment strategies (Barber et al., 2021). 
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Looking ahead, new technologies will continue to reshape recruitment. Augmented reality 

(AR) and virtual reality (VR) are opening the door to immersive hiring experiences, such as 

virtual workplace tours and realistic job simulations, giving recruiters a better way to assess 

skills (Fuchs et al., 2022). At the same time, the focus on diversity, equity, and inclusion 

(DEI) is growing stronger. Organizations are rethinking recruitment to break down barriers 

for underrepresented talent and create fairer hiring processes (Harrell et al., 2021). 

In short, talent acquisition is evolving under the combined influence of rapid technological 

innovation, global events like COVID-19, and a commitment to DEI. Companies that 

embrace these changes, use technology wisely, and stay flexible will be better positioned to 

attract top talent and succeed in a constantly shifting business environment. 

Challenges and Opportunities 

While talent acquisition is essential for organizational success, it comes with significant 

challenges. One of the biggest issues, as Farndale et al. (2017) explain, is talent 

scarcity—when there simply aren’t enough skilled professionals to meet demand, especially 

in highly specialized roles. This is often made worse by skill mismatches, where the abilities 

job seekers have don’t align with what companies actually need (Holzer et al., 2019). On top 

of that, competition for top talent is intense. Many organizations are targeting the same small 

pool of qualified candidates, which drives up recruitment costs and fuels what’s often called 

the ―war for talent‖ (Mello, 2020). 

Bias in recruitment adds another layer of difficulty. Unconscious biases—like preferring 

people who are similar to ourselves (affinity bias) or judging candidates based on 

stereotypes—can lead to discrimination and hurt diversity efforts (Ployhart & Moliterno, 

2011; Rivera, 2020). These biases don’t just harm fairness; they also undermine trust, lower 

morale, damage a company’s reputation, and ultimately hurt performance (Castilla & 

Bernard, 2021). 

Despite these challenges, there are many ways to improve talent acquisition. Blind 

recruitment, for example, removes personal details such as names, gender, and ethnicity from 

job applications so candidates are evaluated only on skills and experience (Davison et al., 

2018; Behrend et al., 2021). Diversity training programs can also help by making recruiters 

aware of their biases, encouraging inclusive behavior, and building a workplace where 

everyone feels they belong (Kulik & Roberson, 2020). 

Technology is opening up even more possibilities. AI and machine learning can detect 

patterns of bias in hiring and recommend ways to reduce them (Peters et al., 2021). AI tools 

can review job descriptions for biased language, screen resumes fairly, and help source 

diverse candidates (Crawford et al., 2022). Virtual reality (VR) and gamified assessments can 

also evaluate skills in realistic, unbiased environments, reducing the influence of personal 

opinion in hiring decisions (Estrada et al., 2021). 

In short, while talent acquisition can be challenging, it’s also full of opportunities for 

innovation. By using techniques like blind recruitment, offering diversity training, and 

embracing technology-driven solutions, organizations can make their hiring processes more 

fair, effective, and inclusive—ultimately building stronger, more diverse teams that drive 

success. 
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Research Design and Methodology 

The research methodology outlines the structured approach used to carry out this study, 

ensuring the findings are credible, relevant, and meaningful. For this research, which takes 

the form of a qualitative literature review on talent acquisition strategies and recruitment 

policies, the methodology covers the research approach, data collection methods, analysis 

techniques, and steps taken to ensure trustworthiness and ethics. 

Research Approach 

This study uses an interpretivist approach, which focuses on understanding how people 

interpret and give meaning to social phenomena (Creswell & Poth, 2018). This is particularly 

useful for exploring complex issues like recruitment and talent acquisition, where context and 

perspective matter. By using this approach, the research embraces diverse viewpoints and 

digs deeper into the subtleties found in existing studies, rather than seeking one ―right‖ 

answer. 

Data Collection 

The data for this literature review comes from scholarly sources, including journal articles, 

books, research reports, and conference papers on talent acquisition and recruitment policies. 

A comprehensive search strategy will be applied, using academic databases, reference lists 

from key papers (citation chaining), and manual searches in relevant journals. Only credible 

and relevant sources will be included, with consideration for publication date to ensure the 

review is current. 

Data Analysis 

The analysis process involves carefully reviewing the selected literature to identify patterns, 

themes, and relationships (Bazeley & Jackson, 2013). First, the content will be 

coded—tagging recurring ideas, concepts, and keywords. Then, a thematic analysis will be 

conducted to group these codes into broader themes and to highlight both common findings 

and differences across studies. This process supports a deeper understanding of how talent 

acquisition strategies are developed and applied in different contexts. 

Trustworthiness 

To make sure the findings are credible and reliable, several strategies will be used (Lincoln & 

Guba, 1985): 

 Member checking – sharing interpretations with experts in the field to verify 

accuracy. 

 Peer debriefing – having colleagues review the analysis to challenge assumptions 

and strengthen reasoning. 

 Triangulation – comparing findings from different sources to confirm consistency 

and reliability. 

Ethical Considerations 
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Although this literature review does not involve direct interaction with participants, ethical 

principles still apply. All sources will be used with proper citation to maintain academic 

integrity, and any proprietary or sensitive data will be handled with confidentiality. 

Findings and Discussion 

Recruitment policies and talent acquisition strategies play a vital role in helping organizations 

attract, select, and retain the right people to achieve their goals. Companies use a mix of 

proactive methods, like talent pipelining, employer branding, and succession planning, as 

well as reactive approaches, such as job postings, referrals, and working with recruitment 

agencies. Proactive strategies, like building long-term relationships with potential candidates 

or investing in a strong employer brand, help create a steady pipeline of skilled talent. 

Succession planning ensures leadership continuity by preparing high-potential employees for 

future roles. On the other hand, reactive strategies can quickly fill urgent vacancies but often 

cost more and take longer. The rise of technology—especially AI, data analytics, and tools 

like applicant tracking systems and chatbots—has transformed recruitment, making it faster, 

more targeted, and more engaging for candidates. However, these advancements also raise 

concerns about data privacy, algorithmic bias, and fairness, meaning organizations must 

adopt ethical practices and monitor technology closely to avoid discrimination and protect 

candidate information. Beyond efficiency, aligning recruitment strategies with company 

objectives, legal requirements, and diversity goals is crucial. This ensures hiring supports 

business growth, complies with employment laws, and promotes inclusion. Diverse teams 

bring fresh perspectives, boost creativity, and improve problem-solving, making diversity not 

only an ethical priority but also a competitive advantage. By combining ethical technology 

use, proactive talent planning, legal compliance, and strong diversity initiatives, organizations 

can build high-performing, innovative, and inclusive teams that drive long-term success. 

 

Discussion 

Recent research continues to show how important talent acquisition strategies and 

recruitment policies are for an organization’s growth and success. Building on earlier work by 

Collins and Smith (2018) and Dowling et al. (2019), newer studies give deeper insights into 

how these practices influence performance. For example, Wang and Chen (2021) found that 

when recruitment strategies are aligned with the fast-changing needs of the business 

environment, organizations become more agile, adaptable, and innovative, which helps them 

perform better in competitive and unpredictable markets. Similarly, Liu et al. (2022) revealed 

that organizations with clear and well-structured recruitment policies tend to have higher 

employee satisfaction, stronger commitment, and better retention rates. This shows that 

recruitment policies not only help in attracting top talent but also in building a positive 

workplace culture where employees want to stay. 

Technology has also transformed recruitment processes. Research by Zhang et al. (2021) and 

Li et al. (2020) highlights the role of artificial intelligence and predictive analytics in making 

hiring more efficient and accurate. Tools like automated resume screening and candidate fit 

prediction allow organizations to make better hiring decisions and use their resources more 

effectively. Beyond performance, talent acquisition strategies also have a strong social 
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impact, especially in promoting diversity, equity, and inclusion (DEI). Studies by Jones et al. 
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(2021) and Hernandez et al. (2022) found that diversity-focused recruitment initiatives not 

only create a more diverse workforce but also encourage a culture of inclusion and belonging. 

This diversity can drive innovation, creativity, and competitiveness. Overall, recent studies 

make it clear that talent acquisition and recruitment policies play a vital role in an 

organization’s long-term success. By using technology, focusing on diversity, and aligning 

recruitment with business needs, organizations can build a strong competitive edge in today’s 

dynamic business world. 

Conclusion 

This study takes a deep look at how organizations find, attract, and hire talent, and how these 

recruitment strategies connect to overall business success. It shows that successful hiring isn’t 

just about filling positions—it’s about aligning recruitment practices with company goals, 

legal rules, and diversity initiatives. When organizations adopt proactive, technology-driven, 

and inclusive recruitment methods, they are better able to bring in and keep top talent. This 

not only strengthens their ability to innovate and make effective decisions but also improves 

overall performance. By identifying different talent acquisition strategies, this research helps 

organizations adjust to changing market conditions, overcome talent shortages, and compete 

effectively in a global business environment. 

The findings of this research are valuable both for academic understanding and for real-world 

application. Academically, it adds to existing knowledge about how recruitment strategies, 

business goals, and workforce diversity are connected. It highlights the importance of making 

sure hiring practices directly support organizational objectives. It also stresses the need for 

innovation and diversity in recruitment to remain competitive in today’s fast-changing 

market. 

For managers and HR professionals, this study offers practical guidance on improving hiring 

processes. Giving priority to diversity, equity, and inclusion can help organizations create 

more welcoming workplaces, attract top talent, and improve performance. The use of 

technology in recruitment can make processes faster and more effective, but it also raises 

questions about ethics, legal compliance, and fairness. HR leaders should create clear 

guidelines and best practices to ensure technology-driven recruitment is transparent and 

ethical. 

Although this study offers valuable insights, it has its limits. Future research should explore 

new hiring challenges, address ethical concerns, and find fresh ways to improve recruitment 

strategies. By continually refining their hiring policies and practices, organizations can build 

long-term success and maintain an edge in attracting and retaining the best talent. 

References 

Acquisti, A. (2010). Privacy in electronic commerce and the economics of immediate 

gratification. The Journal of Legal Studies, 39(S1), S185–S215. 

https://doi.org/10.1086/605852. 

Barber, A. E., Novicevic, M. M., & Cerdin, J. L. (1999). Use of job postings as a recruitment 

method: A comparison of impact on job applicant quality. Journal of Managerial Issues, 

11(1), 88–104. 



     Indo Asian Journal of Management and Entrepreneurship 

ISSN : 2319-2992 ( A Peer Reviewed Journal) 
 
 

309 

@2025 , www.iajome.com, Volume 16 Issue 8, August 2025 

Castilla, E. J., & Bernard, S. (2021). The double-edged sword of ―diversity management‖: 

Untangling the paradoxes. Organization Science, 32(3), 736–761. 

https://doi.org/10.1287/orsc.2020.1396 

Cappelli, P. (2008). Talent management for the twenty-first century. Harvard Business 

Review, 86(3), 74–81. 

Creswell, J. W., & Poth, C. N. (2018). Qualitative inquiry and research design: Choosing 

among five approaches. Sage Publications. 

Dwivedi, A., Merrilees, B., & Miller, D. (2022). Employer branding: A cross-national 

perspective. Journal of Business Research, 141, 916–924. 

https://doi.org/10.1016/j.jbusres.2022.01.044 

Gatewood, R. D., Feild, H. S., & Barrick, M. R. (2015). Human resource selection. Annual 

Review of Psychology, 66, 305–339. https://doi.org/10.1146/annurev-psych-010814-015110 

Holmes, O., Brouer, R. L., & Rupp, D. E. (2020). New frontiers in diversity training: A 

review of current practices and emerging trends. Journal of Management, 46(1), 39–69. 

https://doi.org/10.1177/0149206319883105 

Hoffman, J., Singh, N., & Azaria, A. (2019). Fairness-aware machine learning in social 

science research. arXiv preprint arXiv:1910.02558. 

Jobin, A., Ienca, M., & Vayena, E. (2019). The global landscape of AI ethics guidelines. 

Nature Machine Intelligence, 1(9), 389–399. https://doi.org/10.1038/s42256-019-0088-2 

Jones, A. M., Nkomo, S. M., Wang, T. S., & Liu, H. (2021). The effects of recruiting for 

diversity: A meta-analysis. Journal of Applied Psychology, 106(1), 1–18. 

https://doi.org/10.1037/apl0000882 

Kalleberg, A. L. (2021). Platform capitalism and the future of work. Research in the 

Sociology of Work, 36, 189–220. https://doi.org/10.1108/S0277-283320210000036007 

Kaplan, A. M., Haenlein, M., & Ransbotham, S. (2020). Can an algorithm be your boss? 

Management by algorithms as a new form of control. Business Horizons, 63(1), 115–126. 

https://doi.org/10.1016/j.bushor.2019.08.009 

Kulik, C. T., & Roberson, L. (2020). Toward a diversity training benchmark: Exploring 

stakeholder reactions to diversity training and the moderating role of training design features. 

Academy of Management Learning & Education, 19(3), 414–437. 

https://doi.org/10.5465/amle.2019.0263 

Lincoln, Y. S., & Guba, E. G. (1985). Naturalistic inquiry. Sage Publications 

Lopamudra, R. (2015). Role of talent management in organizational success: A conceptual 

framework. Journal of Management and Strategy, 6(3), 39–48. 

https://doi.org/10.5430/jms.v6n3p39. 

Maertz, C. P., Parankusham, A. K., & Tushman, M. L. (2021). Employee recruitment and 

retention in the age of automation and artificial intelligence: A future research agenda. 

Journal of Organizational Behavior, 42(2), 207–231. https://doi.org/10.1002/job.2487. 

https://doi.org/10.1287/orsc.2020.1396
https://doi.org/10.1016/j.jbusres.2022.01.044
https://doi.org/10.1146/annurev-psych-010814-015110
https://doi.org/10.1177/0149206319883105
https://doi.org/10.1038/s42256-019-0088-2
https://doi.org/10.1037/apl0000882
https://doi.org/10.1108/S0277-283320210000036007
https://doi.org/10.1016/j.bushor.2019.08.009
https://doi.org/10.5465/amle.2019.0263
https://doi.org/10.5430/jms.v6n3p39
https://doi.org/10.1002/job.2487


     Indo Asian Journal of Management and Entrepreneurship 

ISSN : 2319-2992 ( A Peer Reviewed Journal) 
 
 

310 

@2025 , www.iajome.com, Volume 16 Issue 8, August 2025 

Martin, G., Reddington, M., & Sugarman, P. (2019). Talent management in education. 

Education, Business and Society: Contemporary Middle Eastern Issues, 12(1), 38–54. 

https://doi.org/10.1108/EBS-05-2019-0057. 

Mittelstadt, B. D., Allo, P., Taddeo, M., Wachter, S., & Floridi, L. (2019). The ethics of 

algorithms: Mapping the debate. Big Data & Society, 6(2), 205395171667967. 

https://doi.org/10.1177/2053951716679679. 

Morgan, J., Möser, M., O’Sullivan, D., & Walkerdine, J. (2019). GDPR: Report on the first 

experiences of national data protection authorities and businesses with the EU GDPR. 

International Data Privacy Law, 9(4), 271–285. https://doi.org/10.1093/idpl/ipz020. 

Peters, P., Bruch, H., & Li, M. (2021). Artificial intelligence in human resource management: 

A review and agenda for future research. Journal of Organizational Behavior, 42(1), 19–39. 

https://doi.org/10.1002/job.2433. 

Rivera, L. A. (2020). Hiring as cultural matching: The case of elite professional service firms. 

American Sociological Review, 85(6), 891–917. https://doi.org/10.1177/0003122420971472. 

Richard, O. C., Murthi, B. P. S., & Ismail, K. (2003). The impact of racial diversity on 

intermediate and long-term performance: The moderating role of environmental context. 

Group & Organization Management, 28(4), 472–493. 

https://doi.org/10.1177/1059601103254750. 

Rudman, L. A., & Pallais, A. (2017). Moving in and moving up: A gender analysis of the role 

that social networks and social capital play in hiring processes. Psychological Science, 28(8), 

1040–1051. https://doi.org/10.1177/0956797617708634. 

Sweeney, L. (2013). Discrimination in online ad delivery. Communications of the ACM, 

56(5), 44–54. https://doi.org/10.1145/2447976.2447990. 

Stoyanova, S. (2019). Integrating human resource management into business strategy: A 

review of the literature. European Journal of Business and Management Research, 4(6), 24- 

31. https://doi.org/10.20897/ejbm/3964. 

Thomas, D. A., & Ely, R. J. (2001). Making differences matter: A new paradigm for 

managing diversity. Harvard Business Review, 79(5), 79–90. 

Van Knippenberg, D., & Schippers, M. C. (2007). Work group diversity. Annual Review of 

Psychology, 58, 515–541. https://doi.org/10.1146/annurev.psych.58.110405.085546. 

https://doi.org/10.1108/EBS-05-2019-0057
https://doi.org/10.1177/2053951716679679
https://doi.org/10.1093/idpl/ipz020
https://doi.org/10.1002/job.2433
https://doi.org/10.1177/0003122420971472
https://doi.org/10.1177/1059601103254750
https://doi.org/10.1177/0956797617708634
https://doi.org/10.1145/2447976.2447990
https://doi.org/10.20897/ejbm/3964
https://doi.org/10.1146/annurev.psych.58.110405.085546

