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ABSTRACT 

Contemporary issues are the problems or significant events being experienced in the 

context of our present time period. A contemporary issue can be defined as any event, idea, 

opinion or topic in a given subject that is relevant to the present day. Contemporary issue can be 

found in almost any matter of interest. The recruitment process is constantly evolving, thanks to 

improvements in technology and scientific research. This has allowed HR teams to identify top 

talent in their applicant pools and to make better hiring decisions. But Contemporary context 

requires striking a balance between HR-related trends and research-related trends.  This Paper 

studies important conversations and the primary tensions between the practical recruiting process 

and the research behind it and also creates awareness on Contemporary HR Recruitment and 

Selection Issues and Challenges faced by Professionals and ways to overcome them and also how 

to improve the Organisation‘s interview process. This paper also throws light on virtual HR 

premier‘s use of social media to interview job candidates. 

Keywords: Contemporary Issues, Human Resource Management, HR Recruitment, Selection, 

Interview, Job Candidates, HR Professionals. 

 

I. INTRODUCTION 

1.1 Origin of the Terminology 

Pioneering economist John R. Commons used the term "human resource" in his 1893 book The 

Distribution of Wealth but did not further build upon it.  

The term "human resource" was subsequently in use during the 1910s to 1930s to promote the idea that 

human beings were an object of worth, that should be promoted to realise human dignity, but this 

changed in the early 1950s as "human resource management" developed viewing people as a means to an 

end for employers. Among scholars the first use of "human resources" in its modern form was in a 1958 

report by economist E. Wight Bakke. 

 The term began to become more developed in the 19th century due to misunderstandings between 

employers and employees.  

Activities:  
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1.2 A Human Resources Manager has Several Functions in a Company 

 Determine needs of the staff. 

 Determine to use temporary staff or hire employees to fill these needs. 

 Recruit and train the best employees. 

 Supervise the work. 

 Manage employee relations, unions and collective bargaining. 

 Prepare employee records and personal policies. 

 Ensure high performance. 

 Manage employee payroll, benefits and compensation. 

 Ensure equal opportunities. 

 Deal with discrimination. 

 Deal with performance issues. 

 Ensure that human resources practices conform to various regulations. 

 Push the employees' motivation. 

 Mediate disputes internally 

Managers need to develop their interpersonal skills to be effective. Organisations behavior focuses on 

how to improve factors that make organisations more effective. 

1.3 Meaning  

Human resources are the people who make up the workforce of an organization, business sector, 

or economy. "Human capital" is sometimes used synonymously with 

 "human resources", although human capital typically refers to a more narrow effect 

 (i.e., the knowledge the individuals embody and economic growth). 

Human resource managers are in charge of many duties pertaining to their job. The duties 

include the recruitment process, posting job ads, organizing resumes and job applications, scheduling 

interviews and assisting in the process and ensuring background checks are carried out. Another job 

is payroll and benefits administration which deals with ensuring vacation and sick time are accounted for, 

reviewing payroll, and participating in benefits tasks, like claim resolutions, reconciling benefit statements, 

and approving invoices for payment. The last job is regular maintenance, this job makes sure that the 

current HR files and databases are up to date, maintaining employee benefits and employment status and 

performing payroll/benefit-related reconciliations.  

Recruitment can be defined as searching for and obtaining a pool of potential candidates with the 

desired knowledge, skills and experience to allow an organisation to select the most appropriate people to 

fill job vacancies against defined position descriptions and specifications. These terms refer to the process 

of attracting and choosing candidates for employment. The personnel department of a larger business will 

often have detailed    recruitment and selection policies that need to be followed by those responsible for 

hiring new employees.  

1.4 Difference Between Recruitment and Selection 

The differences between the two are: Recruitment is the process of searching the candidates for 

employment and stimulating them to apply for jobs in the organization whereas selection involves the 

series of steps by which the candidates are screened for choosing the most suitable persons for vacant 

posts. 

1.5 Statement of Problem 

He term Human Resource is a broad concept. HR Recruitment and Selection being a dynamic 

process has constantly undergone major changes, therefore HR teams are facing issues to identify top 

https://en.wikipedia.org/wiki/Company
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talent in the applicant pools and to make better hiring decisions. Hence, this study has been 

initiated to give a brief view on Contemporary Issues faced in HR Recruitment and Selection process, 

research behind it, and ways to overcome and improve these processes and also to study the virtual HR 

(use of social media) which is used to better the interview process. 

1.6 Objectives of the Study 

1. To study the conversations and the primary tensions between the practical recruiting process and 

the research behind it. 

2. To study the Challenges faced by Professionals and ways to overcome them and also how to 

improve the Organisation‘s interview process. 

3. To study virtual hr premiers use of social media to interview job candidates. 

II. RESEARCH METHODOLOGY 

The article is based on secondary data i.e information for the study has been collected from 

various published articles, e-journals, online resources. 

2.1 Data Analysis 

The recruiting process is constantly evolving, thanks to improvements in technology and 

scientific research. This has allowed HR teams to identify top talent in their applicant pools and to 

make better hiring decisions. But there is still a substantial gap between research on the recruitment 

and selection process, and actual implementation of those findings. 

 It was identified that five primary tensions between the practical recruiting process and the 

research behind it. 

 Innovation Vs. Efficiency 

HR managers continuously seek out new and improved tools to enhance the process of 

recruitment. While they often are ready to embrace new hiring techniques, striking a balance between 

expedience and effectiveness often holds them back. Inefficient hiring techniques can deter prime 

candidates. SHRM recently reported that 60% of prospective applicants quit the application process when 

it is too long or complex. Both researchers and HR professionals, Ryan and Derous say, must understand 

that innovation is a process, and new ideas can be difficult to implement until they are scalable. 

 Customization Vs. Consistency  

Today's recruiting technology is great at customization. Companies can customize everything 

from their application process to assessment tests to help detect applicants that are a good "fit" for their 

company. While most companies welcome this feature, when not implemented correctly it hinders 

research. Without consistent variables, researchers have a difficult time ascertaining hard data that hiring 

manager can trust. 

 Transparency Vs. Effectiveness 

Transparency has become a hot topic for HR professionals in recent years. The thought is that 

the more transparent a company is, the more trust it inspires among its applicants. However, research 

shows that too much information may skew research results.If the company provides too much 

information about the purpose behind the assessment testing or about the company in general, it could 

affect the candidate's overall performance since they may be able to ―game‖ the test. Companies must 

carefully balance transparency and effectiveness.   

 Wide Reach Vs. Coherence 

For years, employee referrals have been a vital part of the recruiting process. The surge of social 

media outlets now gives your employees an even larger recruiting pool. However, one of the biggest 

problems with the wide-reach concept is that you company can lose control of its message. An 

inconsistent message can confuse applicants and affect the quality of your selection pool. Being clear with 

your company's goals and objectives can help alleviate these complications. 

 

https://www.shrm.org/resourcesandtools/hr-topics/technology/pages/study-most-job-seekers-abandon-online-job-applications.aspx
https://www.furstperson.com/pre-employment-assessment-test-for-cultural-alignment
https://www.furstperson.com/pre-employment-assessment-test-for-cultural-alignment
https://www.furstperson.com/assessments
https://www.furstperson.com/blog/unintended-consequences-of-gender-stereotypes-and-transparency-in-the-employee-selection-process
https://www.furstperson.com/blog/unintended-consequences-of-gender-stereotypes-and-transparency-in-the-employee-selection-process
https://www.furstperson.com/blog/getting-started-with-your-social-recruiting-talent-acquisition
https://www.furstperson.com/blog/getting-started-with-your-social-recruiting-talent-acquisition
https://www.furstperson.com/blog/brand-equity-building-talent-selection-candidate-experience
https://www.furstperson.com/blog/brand-equity-building-talent-selection-candidate-experience
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 Diversity Vs. Standardization 

HR professionals ranked diversity as the third most important trend affecting the recruiting process 

today. The problem is that the level of standardization found in most recruiting processes can limit 

diversity. Tailored talent assessment solutions that take into account an individual company‘s culture and 

goals can help to avoid this issue and foster a diverse workplace while maintaining high performance 

standards. There is no doubt that great advances in the recruiting process have created more efficient 

hiring practices. Hiring managers today have a wealth of tools and resources they can introduce into their 

recruiting strategies, including simulations, personality assessments, and critical thinking assessments. 

They also have a better understanding of how to utilize these hiring metrics to make sound hiring 

decisions and ultimately, find, hire, and keep candidates who drive their businesses forward. But most 

important is to use a talent assessment solution that is validated by scientific research, and can overcome 

those tensions which challenge the recruiting process. 

2.2 Top Five Recruiting Challenges HR Professionals Face tnd How to Overcome them 

If recruitment and retention of new employees were an easy task, businesses wouldn't hire 

recruiters and human resources departments. The HR department of a business typically faces several 

challenges in recruiting new employees. A business's ability to overcome these challenges is dependent on 

several factors including the economy; the competence and commitment of the recruiter and the 

attractiveness of the company to new employees. There are some obstacles that many HR professionals 

must tackle in their search for great talent that are just emerging. These types of issues require HR 

representatives to adopt specific solutions and strategies if they want to improve their recruiting. 

1. The need to make a Speedy Hire: According to an article in HR resource ERE.net, one of the biggest 

struggles recruiters are starting to encounter is the need to make a quick hire. Many HR professionals had 

time during the recession to deliberate over candidates‘ qualifications and conduct multiple rounds of 

interviews, but competition is heating up once more for great talent. In addition, many companies are 

growing so fast and need to fill multiple positions at the same time that recruiters no longer have a lot of 

time to recruit workers. 

          Solution: HR professionals should examine their recruitment tools, especially their software and 

employee management strategies. Recruiters can spend a lot of extra time trying to input candidates‘ 

information into systems or speaking with managers about the specific requirements of a certain position. 

Ensuring all of the needed information is already documented and easily accessible can save recruiters 

some steps and cut down on their recruitment time. 

2. Not having enough resources: Many HR professionals have to make do with the resources they have, 

and sometimes there isn‘t much to work with. While some HR departments are given large budgets to 

place ads across the Internet so job openings are in the hottest recruitment spots, others may have to use 

free job boards or take out space in more traditional recruiting channels. This can present big problems 

with finding qualified candidates. 

Solution: Not every department can boost its recruitment budget, but HR professionals are able 

to examine where the best hires are searching for jobs. Platforms like social media can be great and 

affordable solutions to this issue for HR professionals, who can use their LinkedIn profiles, for example, 

to send out information about open positions to others on the social site. 

3. Being unable to find the perfect candidate for a certain position: HR professionals often see themselves 

stuck when they aren‘t receiving resumes from candidates with strong backgrounds or skill sets needed 

for the position. Even if these recruiters reach out to passive job seekers, they may hit a brick wall in 

https://www.furstperson.com/blog/how-does-ethnicity-impact-perception-of-cognitive-assessments
https://www.furstperson.com/assessments
https://www.furstperson.com/blog/gameification-serious-games-job-simulation-talent-acquisition-recruiting
https://www.furstperson.com/pre-employment-assessment-test-for-behavior
https://www.furstperson.com/pre-employment-assessment-test-for-problem-solving
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terms of finding the talent they need. This is an all-too-common problem for recruiters, but one that they 

are starting to face more often as the competition for key performers heats up. Daniel Ha, founder and 

CEO of communications firm Disqus, told Smart Recruiters this was a significant problem his company 

encountered, especially since it had limited resources. 

Solution: Ha said his company was able ―to strike a great balance between hiring someone for 

position-need versus hiring someone that‘s great regardless of position.‖ HR professionals need to get out 

of the mindset of hiring for a position rather than assembling superstar talent. While recruiters may have 

to fill a certain position, they should also be open to training and educating talented workers so they can 

acquire needed skills. HR representatives can also adjust the position‘s job description. According to 

Brazen Careerist, a job description‘s wording may not correctly explain the position and its needs. Some 

of the qualifications may not be realistic for the position‘s true requirements. 

4. Understanding and using analytics effectively: Big data may be a topic that‘s old news to many HR 

professionals, but analytics remains a large challenge for many HR professionals. According to HR Den, 

being able to sort through and harness data acquired through human resource information systems and 

other types of technology can be difficult for HR professionals. Making sense of the collected data can be 

especially tricky. 

Solution: HR professionals should work with data analytics experts or HR solution vendors to 

understand what various data points mean and how the department can harness them. Recruiters can 

then create cheat-sheets to help them understand how certain types of information can be used in the 

future. 

5. Finding workers who fit the company culture: New hires need to be able to integrate into a team and 

work well in the company environment; otherwise HR professionals will have to start the talent 

acquisition process all over again. Jennifer Barbee, founder and CEO of a tourism marketing company, 

told Smart Recruiters finding workers who fit the company culture was the business‘s top recruiting 

challenge. This was an issue as well for Nathan Parcells, founder and CMO of Intern Match, who told 

Smart Recruiters his team had to let great candidates go because they didn‘t gel with the team. 

Solution: HR professionals should ensure they describe the company culture as best as they can 

in job descriptions. Displaying the company‘s mission and aspects of its internal environment can help 

job seekers understand the organization better, which can ensure only those candidates who may fit well 

will apply. 

2.3 Ways To Improve Organizations Interview Process 

There is no shortage of advice on what candidates seeking jobs need to do before interviews. We, 

the HR practitioners have said it all: how to dress, how to answer interview questions, how to ask 

questions about remuneration and so on. As the candidates pore over time tested advice on successfully 

going through an interview, it is important to consider what HR practitioners need to consider before 

interviewing candidates. After all, practice makes perfect. If you are seeking to improve your interviewing 

process, try incorporating some of these tips: 

2.4 Research 

A great interview should be based on sound research. If you are seeking candidates to fill a 

vacancy in another department, it is important to get the specifics of the position from the head of that 

department. What is the job description? What qualities and skills should the candidate seeking to fill the 

position possess? Whenever it is necessary, invite the head of the department to the interviewing panel.       
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For instance, a candidate seeking to fill the position of a software developer needs to be 

conversant with programming languages. Inviting the head of the IT department to the interview panel 

could help in determining the competency of the candidate in programming. 

Running a HR department can be a daunting task. At times, HR practitioners get bogged down by other 

responsibilities thus sparing little time for researching on candidates. HR practitioners need to carefully 

read and review resumes before an interview. Doing this provides the HR practioner with an opportunity 

to pick out gaps that are questionable such as a long break in work history or sketchy details about a 

special project.  It may be necessary to do a background check in some instances. 

 
2.5 Ask the right questions 

The role of an interview is to determine the suitability of a candidate by engaging him or her in 

person. HR practitioners need to tailor their questions in a manner that enables the candidate to provide 

information about their work experience and area of expertise. This does not mean that the HR 

practioner can rapidly fire questions at the candidate as soon as he or she walks into the room. Instead, 

the 80/20 rule should be followed. The interviewer should do 20% of the talking while the interviewee 

should do 80% of the talking. 

There are questions that should be avoided because they could be deemed as discriminatory. Some of 

these questions include: 

 Are you married/ single/ dating? 

 What ethnic group do you belong to? 

 What is your religious affiliation? 

To avoid getting into murky territory during an interview, the HR practitioner should ask open-ended 

questions that lead to further discussion on the candidate‘s‘ work experience and area of expertise. Some 

of the questions that the HR practitioner can ask include: 

 What are your primary responsibilities at your current position? 

 How does your job relate to the overall goals of the organization? 

 Which aspect of your job do you consider most rewarding? Why? 

 What are you looking for in your next job? 

2.6 Listen carefully  

There is always a task pending in the world of an HR practitioner. In this success-oriented age, it 

is easy to get lost in the next email, or project in an attempt to maintain a successful track record. An HR 

practitioner who approaches his or her job like that will easily miss what is in front of him. Good HR 

practitioners avoid the next-high trap. They engage every candidate during an interview. They pay 

attention to every detail. They are always seeking an opportunity to attract and hire the best talent because 

that is the first step towards winning the war for talent. 

2.7 Virtual HR Premiers Use of Social Media to Interview Job Candidates 

 

http://www.virtualhr.co.ke/winning-the-war-for-talent/
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Virtual interviews solve geographical and distance challenge besides saving time and cost. There 

is no point of hassling both the candidate and ourselves to travel for miles for an interview while we 

would still achieve the same results through a simple a mechanism as even a WhatsApp chat that would 

end up saving us significant time and money. Virtual HR refers to a range of options that connect 

employees directly with HR systems, allowing them to input data directly and bypass the need to go 

through a third-party – typically a member of the HR department. For employers, this has the benefit of 

reducing the time commitment of HR staff to maintain the integrity of employee information and also of 

providing more up-to-date information on staff needs which can be collated and acted upon. For 

employees, virtual HR allows them to ‗own‘ their own data at the company and also keep on top of 

training needs and appraisals, making these an on-going process rather than a once-a-year affair. 

As well as providing employees access to self-service tools, virtual HR systems commonly allow 

the HR department to automate many common tasks, like information dissemination, payroll, 

administration and regular newsletters. In digital Interviewing, candidates are allowed to use whichever 

technology they prefer — phone, tablet or laptop — to record their responses which are then reviewed 

by HR experts. This saves both the recruitment firm and candidates hundreds of hours of travel costs and 

other logistical expenses associated with physical recruitment. 

2.8 Benefits of Virtual HR Interview Process 

1. Be Everywhere at once 

Today‘s businesses operate in a world where it is no longer necessary to be physically present in the 

location where you‘re doing business. The internet has made video conference calling and work-from-

home solutions increasingly viable. Other businesses operate in several locations at once; the head office 

may be in New York, while satellite offices operate in Toronto and Vancouver. Obviously, HR can‘t be 

everywhere at once—or can they? With a virtual HR department, physical location is no longer an issue. 

Your HR staff can deliver quality HR service from wherever they are to wherever you need them to be. 

2. Reduce overheads 

Another huge benefit of a virtual human resources department is that it reduces overhead costs. 

While you may still have one or several office locations, you may not need to have HR personnel on-hand 

at each physical location. That could mean your HR staff can be leaner, with fewer individuals delivering 

service from a centralized (virtual) office to the rest of the firm. It also means that you need less physical 

office space for your HR staff, and you may not need to pay travel costs for HR staff who needs to make 

visits to satellite offices since they can simply visit the office virtually. 

3. Improve Efficiency 

 As businesses look to do more with less, it can be quite challenging to keep HR‘s integrity of service 

at a high level. Cuts to the HR department may mean fewer people on staff with an increased workload. 

That‘s why some businesses are looking to virtual HR as one way of combating this situation. With a 

virtual HR department, employees are encouraged to self-service more by connecting directly with HR 

services. That often allows them to by-pass the HR middleman. It also means tasks like payroll can be 

automated with ease, which can help alleviate workload pressure in the HR department. Best of all, this 

means your HR department can do more with less—without being overwhelmed. 

4. Make Employee review ongoing 

When most people think of employee performance reviews, they typically think of a once-a-year 

meeting where the employee is ―reviewed‖ by HR and management to assess their work. But what if you 

could make employee review an ongoing process instead? Chances are your employees would feel more 

engaged and motivated because they‘re receiving ongoing feedback about their performance, as well as 

https://www.hrzone.com/hr-glossary/payroll-definition
https://www.augmenthr.com/what-is-hr-outsourcing-and-how-does-it-work/
http://digitalcommons.ilr.cornell.edu/cgi/viewcontent.cgi?article=1070&context=cahrswp
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where and how they can improve. It could also allow your firm to spot problems sooner and work with 

employees to correct them. With virtual HR departments, the ongoing review process is a reality, not a 

dream—and that means you‘ll have more engaged, satisfied employees working for you. 

5. Integrate HR 

For many employers and employees alike, the human resources department has always been 

something of a ―middleman.‖ While HR‘s work can often seem tangential, with HR personnel called in 

only when there‘s a conflict or staffing issue, the truth is that much of HR‘s work is integral to a business 

and how it operates. After all, if HR isn‘t on boarding employees properly or is taking too long to recruit, 

your business will face staffing and training challenges that could impact your productivity—and the 

business bottom line. With a virtual HR department, HR services and functions can be better integrated 

across the business, allowing HR to better serve other departments—and perform their integral functions 

with more efficiency. 

III. FINDINGS OF THE STUDY 

1. HR Recruitment and Selection is one of the dynamic processes and has constantly undergone major 

changes and it requires speedy hiring process. 

2. HR professionals are facing major challenge to find workers who fit the company culture and perfect 

candidate for a certain position. 

3. Virtual HR also solves the geographical hindrance, time and cost. For employees, virtual HR allows 

them to ‗own‘ their own data at the company. For employers, this has the benefit of reducing the 

time commitment of HR staff to maintain the integrity of employee information and also of 

providing more up-to-date information. 

4. It is also found that in virtual HR interview process, at the final stage of the recruitment process the 

candidate may be required to show up in person as the exclusive use of technology end to end may 

limit the recruiter‘s assessment of the candidate‘s personality and other softer details. 

IV. CONCLUSION 

The HR recruitment and Selection process is constantly evolving, thanks to improvements in 

technology and scientific research. If recruitment and retention of new employees were an easy task, 

businesses wouldn't hire recruiters and human resources departments. The HR department of a business 

typically faces several challenges in recruiting new employees. A business's ability to overcome these 

challenges is dependent on several factors including the economy, the competence and commitment of 

the recruiter and the attractiveness, brand image of the company to new employees. Virtual interviews are 

also solving the geographical and distance challenge besides saving time and cost to the company. 
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