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An increased demand for specialised skillsets, and the use of sophisticated
Artificial Intelligence (AI) tools has enhanced the cost of talent hunt. The
demand has also led to the creation of multiple opportunities for talent
with niche skillsets who are undecided over their next move. Human Capital
interacted with professionals in the HR space to get an understanding of the
Talent Acquisition process in today's digital age.

n a digital economy, organisa-
tions are finding it increasingly
difficult to access talent with
specific skillsets, and are henceI

exceeding their hiring costs by nearly
20 percent. Do you believe that
organisations still need to remain
focused on digitisation when it
comes to talent acquisition?

VIVIAN ALFRED: With the advent of
technologies - ranging from cloud
computing to Artificial Intelligence (AI)
- digitisation is being viewed as a
valuable differentiator to businesses,
lending them a competitive edge. To
help businesses win, it is imperative
for business partners like HR and

BY S. AJAY KUMAR

HR ROUNDTABLE

Finding The Right FitFinding The Right Fit

Finance to also lend value through
appropriate technological tools - both
at the back-end and the front-end.
Recruitment solutions, like Success
Factors and Taleo, largely aid in
automating the workflow to help
reduce the hiring time and streamline
the Recruitment function.

Advanced AI technologies save time
for the recruiters by automating high-
volume tasks. Manually screening
resumes and scheduling interviews still
remain that aspect of recruiting that
consumes a lot of time, since the CVs
received are not at par with the Job
Descriptions (JDs) of the open
positions. So, the best AI platforms
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its implications on the business,
their talent acquisition possibilities,
and their reputation amongst the
job seekers. Company strategies
should be updated to take all these
into account, and it must be
ensured that they are geared
towards welcoming the future of
work. Digital hiring is eventually
going to provide employers with
choices and more information, and
it will bring in more justification to
the decision to hire or join the
company.

While technology plays a key role
in digital transformation, what
remains unchanged is the integrity
of the people, processes, and
culture, along with priorities to have
a measurable business impact. In
order for the business to succeed,
HR as a function must evolve to the
next level and embrace a

transformational agenda, aligned
with business goals. As we navigate
the dynamic challenges of continual
disruption all around us, it is also
the right time to tap the infinite,
intrinsic opportunities within.
Sustaining employee morale through
inspiring communication, people-
centric processes, and a purpose
driven approach will be vital to
achieving the pursuit of excellence.

MOHAN SITHARAM: In my opinion,
digitisation is actually improving
access to talent because of the
multiple avenues available today for
interaction. This, in turn, is assisting
organisations in making informed
decisions. Implementation of
technology has an initial investment.
However, technology brings in
efficiency and cost advantage, and
its ROI gets realised sooner or later.
Most of the start-ups in the HR

can help businesses to improve the
efficiency of recruiters by objectively
assessing the skill sets and the
candidates' ability; through intelligent
screening, chatbots, and even
digitised interviewing. This will only
help the recruiters to think
strategically towards a proactive
talent acquisition approach rather
than reactively filling up the roles.
Furthermore, digitisation only aids
the hiring managers to measure the
quality of hire by way of using
accurate data indicators.

ARIF KHAN: Yes, digitisation of the
talent acquisition process can be
seen as the way forward. Digitisation
has played a massive role in the
transformation of the talent
recruitment process in the last few
years. Organisations need to keep
themselves updated with the
changing recruitment processes, and
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line. Companies who lack innovation
will lose out on attracting the best
talent. Digital hiring is going to help
employers tap a larger talent pool,
provide more information about the
candidate, thus leading the
organisation in making the right hire.

ABHA NAIR: The focus on Digital
Agenda will remain prime as the
talent search engine needs to be
aligned with the talent group who
are members of this space. Even if it
increases hiring costs, it impacts the
overall efficiency and real business
results, which nullifies the cost
incurred. The world is going digital
as it has given proven results,
specifically in Talent Acquisition,
where it helps you connect to a
better and a bigger audience as
technology links all your modes of
acquisition, and helps you centralise
the whole system. Thus, it functions
to save precious time, and also adds
quality and value to the entire
exercise.

(i) Abundance of information has
made it harder for candidates
to choose the right employer.

(ii) Ease of applying for jobs has

led to delayed responses from
employers, and

(iii) Demand for talent indicates
increased opportunities, thus
making candidates regret their
decision to accept offers.

As an HR person, how do you
strike the right balance to ensure
that the management, the
candidate, and also the business
are in a win-win situation?

VIVIAN ALFRED: With the large pool
of available talent and the increased
demand pool, ensuring the right
candidates on the right job with the
appropriate culture connect is more
a need than a luxury in today's
talent era. Apt talent acquisition will
only lead to quality talent retention,
and thus to the growth trajectory of
a future-oriented organisation.
Similar to a family thriving on its
values, and looming over all the
external and internal challenges, an
organisation's core values helps it to
thrive in the toughest of situations.
HR has donned the role of a key
business partner, providing strategic
direction to the CEO and the Board.

space are Recruitech. Technology
has a huge scope to operate in
high-volume and complex hiring.
Technology advancements like AI,
Machine Learning (ML), and RPA
make time-consuming, labour
intensive activities in talent
acquisition more efficient. E.g., many
administrative tasks around
recruitment like pipelining
candidates, sifting resumes for a
skillset match, capturing data,
transferring data from one
application to another, processing
documents, auto texting and
scheduling capabilities, video
interviews, etc., can easily be
addressed through RPA. The
bottom-line is, companies cannot
shy away from digitisation in the
recruitment process; they need to
assess the level of digitisation they
are willing to embrace, keeping
complexity and budget in mind.

DEVIKA THORAT: Higher hiring cost
should not be a cause for concern
for organisations, especially with
ongoing 'War for Talent'. It can only
get worse, as talent acquisition will
have to tap into various sources to
find the right hire. The Talent
Acquisition team needs to leverage
technology to source, attract, assess,
select, and hire the right candidates
for open positions. In today's
economy, making bad hires does not
remain a viable option. Hence,
companies need to invest time and
money to attract, evaluate, and hire
candidates with specific skillsets to
gain a competitive advantage. You
would want to be sure you are
hiring someone who will fit in with
your company culture, produce
great work, and help in the growth
of the business. Through
information available on social
media, recruiters and managers are
able to find more about the
candidates and their suitability for
the role and organisation.

I do believe that organisations
should stay invested in digitisation.
Higher costs incurred at the time of
hire to find the right candidate at
the right time will eventually be
offset with the candidate being on
the job and proving to be
productive. This is ultimately bound
to have an impact on the bottom
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Hence, it has become significantly
important to get talent that can
imbibe the values of the
organisation and instil them into the
organisational cultural framework.
The 3Cs - Competence, Culture, and
Commitment form the crux of any
candidate's fitment to a role and the
organisation. While competence
plays a major role in the job fitment
of a candidate, the drivers that
influence a sustainable business and
long-term vision accomplishment
are still fixated on "Commitment"
and "Culture." And one without the
other can be equated to a horse
missing one of its limbs. Therefore,
HR must help nurture talent which
can be synchronised with the
culture of the organisation.
Deploying the right psychometric
tools or culture fitment tests will
enable the HR professionals to
create an engaged workforce,
enhanced performance, reduced
attrition, and ultimately promote a
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sense of well-being for the entire
organisation.

ARIF KHAN: The existence of these
factors is undeniable. I believe that
when one has the purpose of
executing or connecting, they are
better motivated and focused.
Identifying candidates that connect
to the organisation's core purpose,
culture, and values is the key. This
will not only ensure synergies, but
will also keep the employees
motivated towards achieving the end
business result while following the
organisation's philosophy.

Hyatt Talent Philosophy, 'When
our colleagues are their best, our
business succeeds' underscores the
importance of our purpose and
colleagues at their best, engaging in
work in a meaningful way and
driving business outcomes. Our
search for talent has evolved and is
guided by the belief that hiring
individuals with tremendous passion
about caring for others will produce

better results rather than simply
focusing on prior experience.

Our career website is well-
modernised, creating a clean,
intuitive, and responsive design that
works on any mobile device and
browser. This implies that our
potential hires have the appropriate
information to take a measured
decision for choosing Hyatt. We feel
that offering insight into our culture,
purpose, and values allows job
seekers to determine if we are a
good fit, thus eliminating the chance
of regretting their decision. When we
provide a candidate an experience
that reflects our purpose and
culture, we invest time and
resources to develop them with the
intention to create individualised
opportunities and career growth.
Thus, it is a win-win situation for
the organisation, candidate, and the
business!

MOHAN SITHARAM: Information
can never be abundant if it is

Source:  forbesindia.com
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consumed in a logical stream. The
Tsunami of information is inevitable
in today's social-media dominated
world. Technology has ameliorated
the ease of applying for the right
jobs while also enabling employers
to respond effectively and efficiently.
Demand for niche skills has in fact
given birth to new-age companies,
and high-skilled talent has been in
high demand for long now, with
universal requirement of digital and
analytical skills. Declining offers are
seen to be on the rise because of
two trends. The demand for high-
skills is agnostic of both business
and domain. For instance, a data
scientist is valuable to a telecom
company and an e-commerce
company in equal measure. Juxtapose
this phenomenon with the flourishing
start-up ecosystem that offers a new
set of options to a high-value talent.
The parallel existence of these two
trends has given rise to declining
offers. A win-win situation can be
derived by fostering an empowered
culture in conjunction with
providing cutting-edge technology
work, which together boost
innovation.

DEVIKA THORAT: It is easy for the
candidates to learn about the
companies and their culture even
before they apply for the position.
This information overload has its
advantages and disadvantages. Such
an amount of information can prove
to be a disadvantage as it makes it
hard for candidates to choose the
right employer. Organisations that
emerge as winners in this scenario
are the ones who invest in employer
branding. Employer branding
involves the organisation's hiring
plans and the management's reasons
as to why an ideal candidate would
want to choose them as a preferred
employer as well as their employee
value proposition.

One can easily apply for multiple
jobs through online portals like
Naukri, Monster, Times Jobs, and
mobile apps such as LinkUp,
JobAware, etc. The number of
applications streaming in for open
positions increases the pressure on
recruiters to respond to applicants
on time. Today, many organisations
have resorted to automation to

counter this problem. Introducing
bots to screen resumes and chatbots
to provide real-time feedback to
applicants can help enhance the
candidate experience.

Candidates have multiple
opportunities to choose from and
take their own time to decide on
the offer. A drop-out at the last
minute hits the business hard as the
recruitment process as a whole
would have to start again, affecting
productivity. Hence, talent
acquisition and managers must work
together to make sure that the
candidate experience during the
entire recruitment process is perfect.
The experience a candidate
undergoes during the entire
recruitment process gives him an
insight into the company culture,
which can be a major deciding
factor for him as to whether to join
the organisation.

ABHA NAIR: The digital world has
created a reservoir of information
around every sector and industry
for a job seeker to manoeuvre. It no
longer remains an employer's
market. It has the power of guiding
the candidates to choose their
passion, and the type of organisation
they wish to work for since the

emphasis is more on career than
livelihood. From the perspectives of
the employer as well as the
employee, there are fewer chances
of choosing a square peg for a
round hole. It is a boon for the
candidate as processes have become
simpler, the opportunities are
abundant, and employers are trying
to woo candidates with perks and
lucrative policies and experiences
which they can offer to get them on
board.

While innovation is the goal, the
reality is that maintaining and
modernising existing operations
remain essential priorities for the
management. As such, the key lies
in finding the optimal mix of skills
within the candidate - one that can
integrate legacy systems with new
technology to drive transformational
outcomes, which is the final goal of
the business. HR plays a key role in
terms of diagnosing the current
needs of the business and how the
management is looking at
prioritising the agenda. The
candidates who can add value on
the basis of the requirements
specified are accordingly hired.

(To be continued….)
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