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ABSTRACT 

This research illustrates a successful hiring program that increased 

the number of individuals possessing varying levels of technical 

knowledge related to data science, business analytics or business 

intelligence; this was accomplished by examining six main areas of 

the recruitment process: structuring the recruitment process, sourcing 

candidates while developing an employer brand,  selecting 

candidates via various recruitment methods and assessments, using 

analytical tools throughout the recruitment process, aligning DATAP 

with company-wide strategic initiatives, and  evaluating DATAP’s 

effect on the organization through metrics. A descriptive research 

design method including a 5-point Likert scale was used to collect 

quantitative information from 108 employees. Statistical analysis 

methods including percentage calculations, weighted averages, Chi-

Square tests, and Pearson’s Correlation were used to analyse the 

quantitative event data gathered. In aggregate, all six areas of the 

research show moderate to high effectiveness. The strongest 

indicators of the use of analytics tools and the candidate selection 

process were determined via statistical methods. Recommendations 

to further enhance overall effectiveness include a focus on using 

analytics tools, improving transparency within the recruiting process, 

and creating strategies that are sensitive in relation to age. 
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INTRODUCTION 

The increasing level of competition and technology-driven business environment, many organizations are 

relying more on data and analytics for improved decision-making, operational efficiency and strategic planning. 

Digital transformation has experienced rapid growth across industries as well as a corresponding increase in 

demand for data science, business analytics, artificial intelligence and business intelligence. Businesses require 

individuals with talent who can analyze complex data, provide actionable insights from that data, and assist in 

the implementation of a data-driven business strategy. Thus, finding and keeping qualified analytics 

professionals has become a major challenge for companies around the globe. 

Finding qualified data and analytics professionals entails several challenges including fiercely competitive 

hiring markets, limited qualified candidates, constantly changing technical skill sets, and requiring the ability to 

accurately and objectively measure both analytical and technical skill sets. Traditional ways to identify qualified 

candidates for high-level data and analytics positions do not work. As a result, companies are implementing 

structured Data and Analytics Talent Acquisition Programs (DATAP) with advanced recruiting practices, 

employer branding and analytics-based hiring tools and structured selection processes. This research will assess 

how effective these programs are and provide recommendations for enhancing the recruiting process to foster 

long-term growth of the firm. 

 

STATEMENT OF PROBLEM 

The workforce of today is comprised of digital and data-driven individuals. With organizations investing in data 

analysis tools as a strategy for enhancing their decision-making processes, boosting operational efficiency, and 

obtaining a competitive advantage, there has been an ever-growing dependence on analytics to deliver 

identifiable improvements. Consequently, the demand for those individuals with strong Analysis skills has 

increased. However, many organizations are having difficulty identifying, recruiting, hiring and retaining 

qualified candidates in various data and analytics roles for a variety of reasons, including the following: 

Organizations frequently have difficulties implementing traditional methods of candidate evaluation when hiring 

individuals for specialized data-related roles (e.g. data analyst, data scientist, business intelligence). For 

example, organizations must assess candidates' proficiency in working with languages and software tools, as 

well as their ability to think analytically, apply problem-solving skills, and utilize analytical insights drawn from 

data to develop strategic business actions. In addition, many organizations do not have a structured talent 

attraction/hiring process or program in place specifically for attracting and hiring candidates for Data Analyst-

related positions. This lack of a structured process for recruiting qualified candidates applying for data-related 

jobs has led to the continued difficulty in filling these positions. 

 

REVIEW OF LITERATURE 

The growing adoption of data-driven technologies has significantly transformed modern Human Resource 

Management (HRM), particularly in the area of talent acquisition. Organizations increasingly depend on HR 

analytics, artificial intelligence, and digital recruitment strategies to attract, evaluate, and retain skilled 

professionals. Several researchers have emphasized the importance of analytics-based recruitment practices in 

improving organizational hiring effectiveness and strategic workforce planning. 

Vadithe and Kesari (2023) stated that HR analytics improves recruitment efficiency by reducing hiring time, 

minimizing recruitment errors, and supporting evidence-based decision-making. Their study highlighted that 

analytics enables organizations to identify suitable candidates more accurately and align recruitment strategies 

with organizational objectives. Similarly, Nocker and Sena (2019) explained that talent analytics and big data 

have shifted HR practices from administrative functions to strategic decision-making processes. They also 

discussed challenges such as high technology investment costs and concerns related to employee data privacy. 

Marler and Boudreau (2017) defined HR analytics as a systematic and data-driven approach that improves 

organizational performance by connecting HR outcomes with business success. Their study emphasized the 

importance of evidence-based management over intuition-based recruitment decisions 
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Research on artificial intelligence in recruitment has also gained significant attention. Kavunthi, Umamaheswari, 

and Venkateswaran (2025) found that AI-powered recruitment tools improve hiring efficiency by automating 

resume screening, candidate shortlisting, and competency matching. Likewise, Parasa (2024) observed that 

predictive analytics helps organizations forecast future talent needs and identify high-potential candidates. Qin 

et al. (2023) further explained that AI applications support recruitment, workforce planning, and performance 

analysis, while also raising concerns regarding algorithmic bias and ethical transparency. 

In the area of strategic workforce analytics, Fernandez and Gallardo-Gallardo (2021) concluded that 

organizations using advanced analytics achieve higher employee engagement, productivity, and competitive 

advantage. Pandita et al. (2019) highlighted the importance of employer branding and digital recruitment 

platforms in improving candidate engagement and recruitment effectiveness. However, Van der Togt and 

Rasmussen (2017) identified barriers such as poor data quality, lack of analytical skills, and difficulties in 

integrating HR systems. 

Overall, the literature confirms that HR analytics and AI-based recruitment practices significantly enhance talent 

acquisition effectiveness. These studies provide a strong foundation for examining the effectiveness of Data & 

Analytics Talent Acquisition Programs (DATAP) in modern organizations. 

 

RESEARCH GAP 

Existing literature provides extensive insights into HR analytics, artificial intelligence in recruitment, and 

strategic workforce planning. Many studies have focused on the role of analytics and AI in improving 

recruitment efficiency, candidate selection, and organizational decision-making. Researchers have also 

discussed the benefits of predictive analytics, employer branding, and digital recruitment platforms in enhancing 

talent acquisition practices. However, most of these studies primarily concentrate on technology adoption, 

theoretical frameworks, or general HR management practices rather than evaluating the overall effectiveness of 

structured Data & Analytics Talent Acquisition Programs (DATAP). 

Moreover, limited research has been conducted from the perspective of employee perceptions regarding the 

effectiveness of analytics-based recruitment systems. Existing studies often lack comprehensive empirical 

analysis involving multiple dimensions of recruitment effectiveness and statistical validation. There is also 

insufficient research integrating factors such as structured recruitment processes, sourcing strategies, selection 

methods, analytics tools, and organizational alignment within a single framework. 

Therefore, this study attempts to bridge the research gap by empirically evaluating the effectiveness of DATAP 

using primary survey data collected from employees. The study applies statistical tools such as weighted average 

analysis, Chi-Square tests, and Pearson correlation analysis to provide a comprehensive understanding of 

recruitment effectiveness in data-driven organizations. 

OBJECTIVES OF THE STUDY 

• To identify the major recruitment sources used by organizations to attract data and analytics professionals. 

• To evaluate the effectiveness of candidate assessment methods used in hiring data and analytics 

professionals. 

• To examine the level of awareness and understanding of data and analytics talent acquisition strategies among 

HR professionals. 

• To analyze the statistical relationship between key dimensions of talent acquisition and overall recruitment 

effectiveness. 

• To suggest suitable strategies for improving the effectiveness of data and analytics talent acquisition 

programs in organizations. 

 

RESEARCH METHODOLOGY 

The study adopted a descriptive research design to evaluate the effectiveness of Data & Analytics Talent 

Acquisition Programs (DATAP) in organizations. The research focused on understanding how organizations 

implement analytics-driven recruitment practices and their influence on hiring efficiency and effectiveness. A 

sample of 108 respondents was selected using the convenience sampling method from organizations utilizing 

data and analytics talent acquisition practices. The respondents included HR professionals, data analysts, IT 
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staff, and employees from finance, marketing, and operations departments. Primary data were collected through 

a structured five-point Likert-scale questionnaire covering six dimensions: Structured Recruitment Process, 

Sourcing & Employer Branding, Selection Methods & Assessments, Use of Data & Analytics Tools, Alignment 

with Organizational Goals, and Overall Effectiveness of Talent Acquisition. Secondary data were gathered from 

journals, research papers, and organizational reports. The collected data were analyzed using Percentage 

Analysis, Weighted Average Analysis, Chi-Square Test of Independence, and Pearson Correlation Analysis. 

The study was limited by the sample size, reliance on questionnaire responses, and restricted access to 

confidential organizational recruitment data. 

 

ANALYSIS OF THE STUDY 

Demographic Profile (Percentage Analysis) 

Age Distribution of Respondents 

Age Group Frequency Percentage (%) 

Below 25 43 39.81 

25–35 39 36.11 

36–45 17 15.74 

45–55 7 6.48 

Above 55 2 1.85 

Total 108 100 

 

The majority of respondents (75.92%) are below 35 years of age, indicating a predominantly young, early-career 

workforce profile typical of data analytics-oriented organizations. 

 

Gender Distribution 

Gender Frequency Percentage (%) 

Female 59 54.63 

Male 49 45.37 

Total 108 100 

 

A near-equal gender distribution (Female: 54.63%; Male: 45.37%) ensures that findings are not significantly 

skewed by gender bias. 

 

Educational Qualification 

Qualification Frequency Percentage (%) 

Undergraduate 42 38.89 

Postgraduate 41 37.96 

PhD 10 9.26 

Diploma 9 8.33 

Others 6 5.56 

Total 108 100 
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Undergraduate and Postgraduate respondents together account for 76.85% of the sample, reflecting a highly 

educated workforce aligned with the knowledge-intensive nature of data analytics roles. 

 

Work Experience Distribution 

Years of Experience Frequency Percentage (%) 

Less than 1 year 31 28.70 

1–3 Years 40 37.04 

4–6 Years 23 21.30 

7–10 Years 7 6.48 

Above 10 Years 7 6.48 

Total 108 100 

 

Over 65% of respondents have less than 3 years of experience, suggesting that the organization primarily 

employs early-career professionals in data analytics roles. 

 

Weighted Average Analysis 

The weighted average (WA) was computed by assigning numerical values to Likert responses (Strongly 

Disagree = 1 to Strongly Agree = 5). Scale interpretation: 1.00–2.60 = Low; 2.61–3.40 = Moderate; 3.41–4.20 

= Moderate-High; 4.21–5.00 = High. 

 

Section-wise Weighted Average Summary 

Section / Dimension Weighted Average Interpretation 

B1 – Structured Recruitment Process 3.4941 Moderate 

B2 – Sourcing & Employer Branding 3.7206 Moderate-High 

C – Selection Methods & Assessments 3.7165 Moderate-High 

D – Data & Analytics Tools in Hiring 3.6321 Moderate-High 

E – Alignment with Organizational Goals 3.6322 Moderate-High 

F – Effectiveness of Talent Acquisition 3.7085 Moderate-High 

 

All six dimensions scored in the moderate-to-moderate-high range. Sourcing & Employer Branding (3.7206) 

and Selection Methods (3.7165) recorded the highest scores, while the Structured Recruitment Process (3.4941) 

showed the greatest scope for improvement, particularly in transparency and formalization. 

 

Chi-Square Test of Independence 

H₀: There is no significant association between the demographic variable and section scores. H₁: There is a 

significant association between the demographic variable and section scores. Decision rule: p < 0.05 → Reject 

H₀ (Significant). 
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Chi-Square – Gender vs Section Scores 

Section Chi-Square df p-value Result 

B1 – Structured Recruitment Process 3.0505 4 0.5494 Not Significant 

B2 – Sourcing & Employer Branding 3.5913 4 0.4641 Not Significant 

C – Selection Methods & 

Assessments 

2.8411 4 0.5848 Not Significant 

D – Analytics Tools in Hiring 1.6120 4 0.8066 Not Significant 

E – Alignment with Org Goals 1.5331 4 0.8208 Not Significant 

F – Effectiveness of Talent 

Acquisition 

3.7455 4 0.4415 Not Significant 

 

No statistically significant association was found between gender and any recruitment dimension (all p > 0.05), 

indicating that male and female respondents share similar perceptions of talent acquisition practices. 

 

Chi-Square – Age Group vs Section Scores 

Section Chi-Square df p-value Result 

B1 – Structured Recruitment Process 16.8935 16 0.3925 Not Significant 

B2 – Sourcing & Employer Branding 41.2133 16 0.0005 Significant* 

C – Selection Methods & 

Assessments 

30.5717 16 0.0153 Significant* 

D – Analytics Tools in Hiring 20.5338 16 0.1971 Not Significant 

E – Alignment with Org Goals 23.7116 16 0.0960 Not Significant 

F – Effectiveness of Talent 

Acquisition 

25.9877 16 0.0542 Not Significant 

 

Significant associations were found between Age Group and two sections: Sourcing & Employer Branding (χ² 

= 41.21, p = 0.0005) and Selection Methods & Assessments (χ² = 30.57, p = 0.0153), indicating that different 

age groups perceive these dimensions differently. 

 

Chi-Square – Work Experience vs Section Scores 

Section Chi-Square df p-value Result 

B1 – Structured Recruitment Process 7.4866 16 0.9627 Not Significant 

B2 – Sourcing & Employer Branding 23.6882 16 0.0965 Not Significant 

C – Selection Methods & 

Assessments 

25.3308 16 0.0642 Not Significant 

D – Analytics Tools in Hiring 8.7819 16 0.9221 Not Significant 

E – Alignment with Org Goals 11.3144 16 0.7897 Not Significant 

F – Effectiveness of Talent 

Acquisition 

13.0033 16 0.6725 Not Significant 

https://ijcope.org/


International Journal of Creative and Open Research in Engineering and Management    

ISSN: 3108-1754 (Online) 

Volume 02 Issue 05 May-2026 | Impact Factor: 3.5 

 

 
© 2026 The Author(s). Published by IJCOPE Journal. Website: https://ijcope.org/                                                                                                             7 

 

Work experience shows no statistically significant association with any talent acquisition dimension, implying 

consistent perceptions across experience levels. 

 

Pearson Correlation Analysis 

 

Pearson's Correlation Coefficient (r) was computed to examine the strength and direction of linear relationships 

between the six survey dimensions. Interpretation: |r| 0.60–0.79 = Strong; ≥ 0.80 = Very Strong. Significance: p 

< 0.01 (two-tailed). 

 

Pearson Correlation Matrix (All pairs significant at p < 0.01) 

 

Dimension Str.Rec Src&Brand Sel.Meth Analytics OrgGoals Effect. 

Structured Recruitment 1.0000 0.8172** 0.8198** 0.7857** 0.8224** 0.7605** 

Sourcing & Branding 0.8172** 1.0000 0.7952** 0.7769** 0.8033** 0.7462** 

Selection Methods 0.8198** 0.7952** 1.0000 0.7827** 0.8247** 0.8375** 

Analytics Tools 0.7857** 0.7769** 0.7827** 1.0000 0.7542** 0.8384** 

Org Goals Alignment 0.8224** 0.8033** 0.8247** 0.7542** 1.0000 0.7749** 

Effectiveness 0.7605** 0.7462** 0.8375** 0.8384** 0.7749** 1.0000 

 

All 15 pairwise correlations are statistically significant at p < 0.01. The strongest correlations are observed 

between Analytics Tools and Effectiveness (r = 0.8384) and Selection Methods and Effectiveness (r = 0.8375), 

underscoring the critical role of data-driven assessment in achieving superior recruitment outcomes. 

 

KEY FINDINGS 

• The study sample is predominantly young (76% below 35 years), well-educated (77% 

Undergraduate/Postgraduate), and distributed across diverse departments, ensuring representativeness. 

• All six talent acquisition dimensions scored in the moderate-to-high range (WA: 3.49–3.72), reflecting 

consistently positive employee perceptions. Sourcing & Employer Branding (3.7206) and Selection Methods 

(3.7165) led, while Structured Recruitment Process (3.4941) showed the most room for improvement. 

• 74% of respondents agreed that recruitment software improves hiring efficiency, and 73% confirmed that 

technology enhances the overall recruitment process, reflecting broad confidence in digital hiring tools. 

• 75% of respondents confirmed that recruitment focuses on hiring candidates for data-driven roles, and 76% 

agreed that the organization successfully hires skilled data analytics professionals. 

• Age significantly influences perceptions of Sourcing Strategies (p = 0.0005) and Selection Methods (p = 

0.0153), while Gender and Work Experience show no significant associations, indicating consistent 

perceptions across those groups. 

• All inter-section correlations are very strong (r > 0.74, p < 0.01), confirming that improvements in one 

dimension of talent acquisition reinforce all others. Analytics Tools and Effectiveness share the highest 

correlation (r = 0.8384). 

• 78% of respondents rated the overall talent acquisition program as effective, validating the program's strategic 

value. 
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SUGGESTIONS 

Enhance the Structured Recruitment Process by introducing clearly documented Standard Operating Procedures 

(SOPs), increasing process transparency for junior employees, and establishing formal communication channels 

regarding recruitment timelines and criteria. 

Develop age-specific talent attraction strategies, as different age groups perceive employer branding and 

selection methods differently. Younger cohorts may respond more effectively to digital and social media 

outreach, while experienced professionals may value structured career growth communication. 

Accelerate adoption of analytics tools in hiring decisions to capitalize on their strong correlation with overall 

recruitment effectiveness. Investment in AI-powered screening systems, predictive analytics dashboards, and 

digital assessment platforms is strongly recommended. 

Strengthen alignment between recruitment strategies and long-term organizational data skill requirements by 

incorporating future-skill forecasting (e.g., AI, machine learning, cloud analytics) into workforce planning 

frameworks. 

Improve assessment fairness and objectivity by training assessors in bias-free evaluation techniques and 

considering blind screening processes to address the 22.2% who reported concerns about assessment fairness. 

Invest in internal communication campaigns to improve employee awareness of referral programs, digital 

sourcing channels, and analytics-based hiring tools to reduce the notable neutral response rates observed across 

several dimensions. 

 

CONCLUSION 

This study provides empirical evidence that structured Data & Analytics Talent Acquisition Programs contribute 

significantly to organizational recruitment effectiveness. The strong positive perceptions across all six 

dimensions combined with very high inter-dimensional correlations confirm that a holistic, data-driven approach 

to talent acquisition yields superior hiring outcomes. The finding that analytics tools have the strongest 

correlation with recruitment effectiveness (r = 0.8384) is particularly significant: it validates the strategic 

imperative for organizations to invest in advanced HR technology and analytical hiring frameworks. 

The age-based variation in perceptions of sourcing and selection methods highlights the need for recruitment 

strategies that are sensitive to the diverse expectations of different generational cohorts in the workforce. The 

consistent perceptions across gender and experience levels further indicate that the program's foundational 

design is sound and inclusive.As the data analytics talent market continues to evolve rapidly, organizations that 

combine structured recruitment processes, strong employer branding, rigorous assessment methods, and 

advanced analytics tools will be best positioned to attract, evaluate, and retain the specialized professionals 

needed to sustain data-driven competitive advantage. 

 

FUTURE SCOPE OF THE STUDY 

• Longitudinal Studies: Future research could adopt a longitudinal design to track the evolution of talent 

acquisition programs over time and measure the long-term impact of data-driven recruitment on employee 

performance, retention, and organizational productivity. 

• Cross-Industry Comparative Analysis: Extending the study across multiple industries — such as finance, 

healthcare, manufacturing, and e-commerce — would allow for comparative insights into how sector-specific 

factors influence the design and effectiveness of data analytics talent acquisition programs. 

• AI and Automation Impact Assessment: As AI and automation tools become increasingly sophisticated, 

future studies could empirically measure the specific contribution of individual AI technologies (e.g., NLP-

based resume screening, video analytics in interviews) to hiring quality and efficiency. 

• Candidate Experience Research: Future studies could explore the candidate's perspective, examining how 

analytics-driven recruitment processes affect candidate satisfaction, perception of fairness, and employer 

brand equity. 

• Diversity and Inclusion Analytics: Research could investigate how data-driven recruitment tools contribute 

to or mitigate diversity, equity, and inclusion (DEI) outcomes, given the ongoing concern about algorithmic 

bias in AI-based hiring systems. 
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• Post-Hire Performance Correlations: A critical next step would be linking pre-hire assessment data with post-

hire performance metrics to validate the predictive validity of current data analytics talent acquisition 

frameworks. 
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