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ABSTRACT

This review addresses the question: How can organizations design recruitment and selection processes that
simultaneously attract qualified candidates, support valid decisions, protect fairness, and respond to digital change?
The article synthesizes the contemporary literature on human resource management, recruitment, personnel selection,
candidate experience, and artificial intelligence governance. It argues that recruitment and selection should be
managed as a connected system, beginning with workforce planning and job analysis, continuing through attraction,
sourcing, structured assessment and decision-making, and ending with onboarding and post-hire evaluation. Recent
evidence shows that job and skill requirements are changing amid digital transformation and artificial intelligence,
increasing the need for clear skill criteria and transparent communication. Research on employer branding and social
media indicates that a credible employer value proposition and accessible organizational information influence
applicant attraction. Selection research supports structured, job-related, multi-method assessment rather than
unstructured intuition. Candidate fairness research shows that timeliness, feedback, and procedural transparency
affect satisfaction, reapplication, and intentions to recommend. The review concludes with an integrated model and
managerial checklist for evidence-based, fair, and digitally responsible recruitment and selection.

Keywords: Human resource management, Recruitment, Employee selection, Employer branding, Structured
interviews.

Introduction

Recruitment and selection are often presented as operational human resource activities, yet they are strategic gateways
through which organizations acquire knowledge, skills, motivation, and social capital. Strategic human resource
management research treats people not only as headcount but as human capital whose value depends on how well
organizations attract, develop, deploy, and retain talent (Wright & McMahan, 2011; Taylor, 2024). Poor hiring
decisions can create direct costs through repeated recruitment and training, and indirect costs through weak
performance, disrupted teamwork, reputational damage, and avoidable turnover (CIPD, 2024; Taylor, 2024).

The context in which organizations recruit is changing rapidly. The World Economic Forum reports that employers
expect major labor-market transformation over the 2025-2030 period, and OECD work on artificial intelligence shows
that digital technologies are changing task content and the demand for skills even in roles that do not require specialist
Al expertise (Green, 2024; World Economic Forum, 2025). These developments make traditional vacancy filling
insufficient: organizations increasingly need recruitment and selection systems capable of identifying transferable
skills, learning potential, adaptability, and person-job and person-organization fit (Kristof-Brown et al., 2005; OECD,
2025).
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The core challenge is not only to attract more applicants, but to attract suitable applicants and select among them using
defensible evidence. Recruitment determines the size, diversity, and expectations of the applicant pool, while selection
determines how well the organization distinguishes job-relevant capability from noise, bias, and impression
management (Acikgoz, 2019; Sackett et al., 2022). Candidate reactions also matter because rejected candidates may
still be customers, future applicants, referral sources, or members of the organization's wider community (Bauer et al.,
2001; Barattucci et al., 2025).

This review, therefore, asks: How can organizations design recruitment and selection processes that are strategically
aligned, evidence-based, fair, digitally enabled, and positive for candidates? The answer developed in the article is
that effective recruitment and selection require an integrated cycle: define the workforce need, analyse the job and
required skills, communicate a credible employer value proposition, source candidates through suitable channels,
assess candidates through structured job-related methods, document decisions, onboard selected employees, and
evaluate outcomes over time (Campion et al., 1997; Sackett et al., 2023; CIPD, 2024; Taylor, 2024).

Materials and Methods

This article is a state-of-the-art narrative review rather than a statistical meta-analysis. The purpose is to integrate
current evidence and established theory into a practical framework for organizations seeking to improve their
recruitment and selection processes. The review privileges peer-reviewed research and institutional reports published
from 2021 to 2026, while retaining older foundational works where they define enduring concepts such as employer
branding, structured interviews, person-environment fit, and procedural justice (Gilliland, 1993; Campion et al., 1997;
Backhaus & Tikoo, 2004; Kristof-Brown et al., 2005).
@ The scope covers the main stages of the recruitment and selection process: workforce planning, job analysis, attraction,
sourcing, screening, assessment, decision making, onboarding, and evaluation. It does not claim to provide a universal
[ ) @ formula because recruitment systems must vary by role, labor market, legal environment, organization size, and
available resources. However, it identifies evidence-informed principles that can be adapted across sectors (CIPD,
OFLT"® 2024: Taylor, 2024).
Reference profile: the article uses 28 references; 20 references are from 2021-2026, representing 71.4% of the
reference list. This profile satisfies the requested emphasis on recent sources while retaining foundational scholarship
needed to explain core concepts (Table 1).

Table 1. Review the question, scope, and evidence base
Review element Specification Purpose and evidence-based

How can organizations design recruitment

. . Focuses the article on a defined HRM problem
and selection processes that attract suitable

rather than a general description of personnel
management (CIPD, 2024; Taylor, 2024).

Review question . . ..
q candidates, support valid decisions, protect

fairness, and respond to digital change?

Appropriate where the aim is to synthesize recent

. . evidence and established theory into a practical

Article type State-of-the-art narrative review. Y P
framework rather than calculate a new pooled effect

size.

Recruitment, employer branding, sourcing

. . Reflects the interdependence of attraction,
channels, personnel selection, candidate

assessment, fairness, technology, and labor-market
change (Sackett et al., 2023; OECD, 2025).

Main domains . .
experience, Al governance, and skills-first

hiring.
Peer-reviewed studies, research reviews, and Ensures contemporary relevance while retaining
Evidence base institutional reports, with priority given to foundational sources for core concepts such as
2021-2026 sources. fairness and structured interviews.

Integrated recruitment and selection cycle,
Practical output design principles, and implementation
checklist.

Translates evidence into actions that organizations of
different sizes and sectors can adapt.
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Literature Review

Recruitment and selection are interdependent. Recruitment is the set of activities through which an organization
identifies, attracts, informs, and encourages potential applicants; selection is the set of activities through which the
organization evaluates candidates and chooses those most likely to meet job and organizational requirements
(Acikgoz, 2019; Taylor, 2024). In practice, the two processes cannot be separated: a poorly designed advertisement
can discourage suitable applicants, and a poorly designed selection method can waste the applicant pool created by
effective recruitment (Uggerslev ef al., 2012; Sackett et al., 2023; Kopac et al., 2025).

A strategic view connects hiring decisions to the organization's business model, culture, and future skill requirements.
Workforce planning defines what type of capability is needed; job analysis translates that need into observable tasks,
responsibilities, and competencies; recruitment communicates the opportunity; and selection assesses evidence of fit
and capability (CIPD, 2024; Taylor, 2024). Without this sequence, organizations risk selecting candidates based on
superficial credentials or interviewers' preferences rather than job-relevant evidence (Campion et al., 1997; Garbarova
& Vartiak, 2021, 2022; Sackett et al., 2022).

Fit is important, but must be handled carefully. Person-job fit refers to the match between an individual's skills,
abilities, and motives and the requirements of the role; person-organization fit refers to compatibility with
organizational values and culture (Kristof-Brown et al., 2005). Selection systems should assess both dimensions using
transparent criteria, but they should avoid vague culture-fit judgments that can serve as a proxy for similarity bias or
exclusion (Gilliland, 1993; Berry, 2024).

Effective hiring begins before the vacancy is advertised. Workforce planning considers whether the work should be
filled through external hiring, internal mobility, automation, redesign, training, temporary labor, or collaboration with
external partners (CIPD, 2024; Taylor, 2024). This stage is increasingly important because technology, demographic
change, and green transition pressures are changing the skills organizations need and the availability of those skills in
labor markets (Green, 2024; World Economic Forum, 2025).

Job analysis is the evidence base of recruitment and selection. It clarifies duties, performance standards, working
conditions, critical incidents, required knowledge, technical skills, behavioral competencies, and necessary
qualifications (Taylor, 2024). A structured job analysis makes advertisements more realistic, helps candidates self-
select, guides interview questions and tests, and protects fairness because candidates are assessed against requirements
that can be justified (Gilliland, 1993; Campion et al., 1997).

A contemporary development is skills-first hiring. OECD defines skills-first approaches as practices that give greater
priority to demonstrated competencies than to formal credentials alone; when applied transparently and fairly, they
can broaden talent pools and improve matching (OECD, 2025). A skills-first approach does not mean ignoring
education or professional credentials when they are legally or technically necessary; rather, it means distinguishing
between must-have requirements and convenient but unnecessary filters that may exclude capable applicants (Taylor,
2024; OECD, 2025).

For selection validity, the criteria should be specific enough to guide assessment. For example, "communication skills"
should be translated into role-relevant behaviors such as explaining technical information to non-specialists, writing
accurate reports, conducting client conversations, or giving feedback to team members (Campion et al., 1997;
Jankalova & Vartiak, 2016; Huffcutt & Murphy, 2023). This translation enables structured interviews, work samples,
and scoring rubrics to be designed around observable evidence rather than general impressions (Sackett ef al., 2023).

Results and Discussion

Recruitment: Attraction, Sources, and Candidate Experience

Recruitment quality depends on how accurately and attractively the organization communicates the job and itself as
an employer. Employer branding research shows that job seekers use information about organizational image,
reputation, development opportunities, social value, economic value, and work environment as signals when deciding
whether to apply (Backhaus & Tikoo, 2004; Thang & Trang, 2024). Social media and professional networking
platforms have increased the visibility of these signals and made employer reputation more interactive and candidate-
driven (Ruparel et al., 2023).
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Internal and external recruitment sources serve different strategic purposes. Internal recruitment through promotion,
transfer, and talent pools can strengthen retention and reduce adjustment time because the organization already knows
the employee's performance and values; external recruitment can bring new skills, diversity, networks, and ideas that
are not available internally (CIPD, 2024; Taylor, 2024). A balanced strategy normally uses both, with transparent rules
to protect internal motivation and external fairness (Gilliland, 1993; Berry, 2024).

Digital recruitment channels increase reach but also increase the need for disciplined messaging. Job portals, company
career pages, employee referrals, professional social media, and targeted social media campaigns can reach different
candidate groups, and field-experimental evidence indicates that signals in social media advertisements can influence
interest in public-sector jobs (Keppeler & Papenfuss, 2021; Ruparel et al., 2023). The implication is that organizations
should not post the same generic advertisement everywhere; they should adapt channels and messages to target groups
while keeping information truthful and consistent (Taylor, 2024; Thang & Trang, 2024).

Candidate experience begins before the application is submitted (Table 2). Clear job advertisements, realistic role
descriptions, transparent requirements, visible salary or reward information where possible, and clear process
timelines reduce uncertainty and enable applicants to self-select (CIPD, 2024; Taylor, 2024). Evidence on candidate
reactions shows that timely communication and fair treatment influence satisfaction, reapplication intentions, and
recommendations to others, even when candidates are not selected (Bauer et al., 2001; Barattucci et al., 2025).

Table 2. Evidence-informed recruitment design decisions

Recruitment decision
area

Evidence-informed design
implication

Risks if unmanaged

Key sources

Clarify whether the need should be

Vacancies are filled reactively,

@ t through hiring, internal CIPD (2024); Tayl
9 Workforce planning me' . roug. . e, i .ema and roles may be hired even when ( ); Taylor
mobility, training, redesign, or . (2024)
. work requirements have changed.
® automation.
Use job analysis to identify tasks, Selection methods assess vague
[ . . competencies, working conditions, preferences or unnecessary Campion et al.
Job and skills crit . . .
[ ) ob and sklls eriterta and must-have versus trainable credentials rather than job-relevant  (1997); OECD (2025)

requirements.

evidence.

Employer brand

Communicate credible value
propositions: development, social
value, economic value, work

Applicants self-select out because
the organization is unknown or its

Backhaus and Tikoo
(2004); Thang and

. .. offer is unclear. Trang (2024)
environment, and mission.
Combine internal ,job . .
o?*tn;lsm:alrreleimz csa(s)ulffc;jrrjeﬁs The applicant pool is too narrow, Keppeler and
Channel mix P ’ Pages, ; too homogeneous, or high in Papenfuss (2021);

professional platforms, and social
media according to target groups.

volume but low in fit.

Ruparel ez al. (2023)

Provide clear timelines, confirmation

Candidates perceive the process as

Bauer et al. (2001);

Candidate of receipt, process information, unfair, leading to reduced .
C . . . L. . Barattucci et al.
communication respectful rejection, and timely reapplication, recommendation, or (2025)
feedback. acceptance intentions.
Track source quality, diversity, .
. d . Y Y Recruitment channels and
. conversion rates, time-to-fill, cost, . . CIPD (2024); Taylor
Monitoring messages are continued without

candidate satisfaction, and new-hire
outcomes.

evidence of effectiveness.

(2024)

Selection: Validity, Structure, and Fairness

Selection methods should be judged by their ability to produce job-relevant, reliable, fair, and useful information.
Traditional methods such as CV screening and unstructured interviews are common because they are easy to
implement, but they can be vulnerable to impression management, inconsistent questioning, halo effects, and
subjective similarity judgments (Campion et al., 1997; Sackett et al., 2022). Evidence-based selection, therefore,
emphasizes structure, standardization, clear rating criteria, and documentation (Huffcutt & Murphy, 2023; Sackett et
al., 2023).
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Structured interviews remain central because they can assess both technical and behavioral competencies while
allowing two-way communication. A structured interview uses job-related questions, the same core questions for
candidates, anchored scoring scales, trained interviewers, and systematic notes (Campion et al., 1997; Huffcutt &
Murphy, 2023). Compared with an informal conversation, this approach improves comparability and reduces the
likelihood that decisions depend on charisma, interviewer preference, or irrelevant background information (Gilliland,
1993; Sackett et al., 2023).
Work samples, job simulations, job knowledge tests, and practical tasks are especially useful when they directly reflect
key aspects of the role. They can show how candidates apply knowledge and solve problems under job-like conditions,
but they must be designed to avoid unnecessary barriers for candidates who have not had identical previous
opportunities (Sackett ef al., 2023; Berry, 2024). Cognitive ability, personality, integrity, and language tests can add
value, but their use should be guided by job analysis, professional standards, appropriate interpretation, and monitoring
for adverse impact (Sackett et al., 2022; Berry, 2024).
The latest validity literature also cautions against simplistic rankings of selection methods (Table 3). Sackett and
colleagues revisited meta-analytic estimates of commonly used predictors and argued that organizations should design
systems using current evidence, role-specific criteria, and combinations of methods rather than assuming that any
single predictor is always superior (Sackett ef al., 2022, 2023). This supports a multi-method approach in which each
tool contributes a different type of evidence, and final decisions are based on a transparent synthesis rather than
intuition (Huffcutt & Murphy, 2023; Taylor, 2024).
Fairness is not an optional add-on; it is part of the quality of the selection system. Gilliland's procedural justice model
and later applicant reaction research show that candidates evaluate whether selection procedures are job-related,
consistent, transparent, respectful, and informative (Gilliland, 1993; Bauer et al., 2001). Fairness also includes
diversity and inclusion concerns: a method can be predictive but still require safeguards if it creates avoidable adverse

impact or measures access to opportunity rather than job-relevant capability (Berry, 2024). °

Table 3. Selection methods, contributions, risks, and safeguards ® [

Selection method

Main contribution

Risks and limits

Recommended safeguards

Efficient initial information

May overvalue prestige,

CV and . . Use structured screening criteria,
.. about education, keywords, or linear career .
application . . separate must-have and desirable
. experience, achievements, paths; may under-detect . . .
screening o . criteria, and monitor adverse impact.

and eligibility. transferable skills.
Assesses behavioral, L Use job-related questions, scoring
. .. It can become subjective if . . .
Structured technical, motivational, and . ; anchors, trained interviewers, and
. . . . . questions, scoring, or . .
interview fit evidence while enabling systematic notes (Campion et al.,

two-way communication.

interviewer training are weak.

1997; Huffcutt & Murphy, 2023).

Work sample or
simulation

Shows how candidates
perform tasks similar to the

May privilege candidates with
identical prior exposure or
create a high preparation

Base tasks on job analysis, give clear
instructions, and score with explicit

job. rubrics.
! burden.
Measures role-specific May test memorization rather Validate against critical tasks and
Job knowledge or . . . .
. knowledge or skill than work performance if provide reasonable accommodations
technical test . .
efficiently. poorly designed. where needed.

Cognitive,
personality,
integrity, or

language tests

Adds standardized evidence
about abilities, tendencies,
or job-relevant
requirements.

Can be misinterpreted,
overused, or produce an
adverse impact if not job-
related.

Use qualified interpretation, current
evidence, local validation where
feasible, and adverse-impact
monitoring (Sackett et al., 2022; Berry,
2024).

Assessment
centre

Combines multiple
exercises and assessors for
complex roles.

Resource-intensive and
vulnerable to inconsistency
when assessors are untrained.

Use role-relevant exercises, assessor
calibration, and documented scoring.
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Provides contextual . . . .
May be biased, incomplete, or Ask job-related questions and treat

Reference checks information from previous . .
legally constrained. references as supplementary evidence.

work relationships.

Maintain human oversight, audit

Can process large volumes, performance and fairness, document

Al-enabled . Opacity, data bias, automation
. support consistency, and . .
screening or .. . bias, privacy concerns, and
reduce administrative

ki didate mistrust. . .
raniing workload. candidate mistrus Parliament & Council of the European

Union, 2024; Mori et al., 2025).

use, explain procedures, and comply
with high-risk Al rules (European

Digital and Al-Enabled Recruitment and Selection

Digital recruitment has moved beyond online job advertisements. Applicant tracking systems, professional social
media, automated scheduling, chatbots, online assessments, video interviews, and Al-enabled screening can reduce
administrative workload and increase speed, but they also change the evidence trail and candidate experience
(Hunkenschroer & Luetge, 2022; Ore & Sposato, 2022; Ruparel ef al., 2023). The central question is not whether
digital tools should be used, but how they can be governed to support valid and fair human decision-making (Milanez
et al., 2025; Mori et al., 2025).

Al-enabled systems can support sourcing, ranking, screening, communication, and assessment, but they introduce
risks of opacity, automation bias, data protection problems, and the reproduction of historical discrimination
embedded in training data (Hunkenschroer & Luetge, 2022; Mori et al., 2025). Candidate studies also show that trust,
perceived novelty, and organizational attractiveness influence willingness to engage in Al-enabled recruitment and
selection processes (Ligeiro et al., 2024). Organizations, therefore, need transparent explanations, human oversight,

@ accessible alternatives, and audit mechanisms when using such tools (Ore & Sposato, 2022; Mori ef al., 2025).

The regulatory environment is tightening. The EU Artificial Intelligence Act classifies Al systems used for recruitment
or selection, including systems that place targeted job advertisements, filter applications, or evaluate candidates, as

@ high-risk when they materially influence decisions (European Parliament & Council of the European Union, 2024).

This reinforces the need for risk management, documentation, data governance, human oversight, accuracy
monitoring, and accountability in Al-supported hiring (European Parliament & Council of the European Union, 2024;
Milanez et al., 2025).

Digital transformation also changes the skills organizations should seek. OECD analysis of online vacancies across
ten countries shows that Al exposure is associated with changing demand for management, business process, social,
emotional, cognitive, and digital skills, while WEF identifies skills disruption as a major concern for employers over
the 2025-2030 period (Green, 2024; World Economic Forum, 2025). Recruitment and selection systems should
therefore be able to assess learning agility, collaboration, problem-solving, and adaptability, rather than relying solely
on past job titles (Taylor, 2024; OECD, 2025).

Integrated Evidence-Based Model

The evidence suggests that recruitment and selection should be designed as a continuous cycle rather than a sequence
of disconnected administrative tasks. The cycle begins with strategic alignment and ends with evaluation, but
evaluation feeds back into workforce planning because outcomes such as new-hire performance, retention, diversity,
time-to-fill, cost-per-hire, and candidate satisfaction reveal whether the system is working (CIPD, 2024; Kariri ef al.,
2024; Taylor, 2024).

The model in Figure 1 integrates the findings of the review. It emphasizes that each stage creates information for the
next stage: job analysis guides attraction messages and selection criteria; recruitment data indicate whether the right
applicant pool is being reached; structured assessment produces comparable evidence; onboarding tests whether the
chosen candidate can transfer into performance; and evaluation identifies which methods predict desired outcomes
(Sackett et al., 2023; Tam et al., 2023; Taylor, 2024).

The model also highlights governance responsibilities (Figure 1, Table 4). At each stage, organizations should
document decisions, monitor fairness, protect personal data, communicate with candidates, and review whether digital
tools are necessary, valid, and accountable (European Parliament & Council of the European Union, 2024; Mori et
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al., 2025). This creates a practical bridge between HR strategy, evidence-based assessment, and candidate-centered
implementation (Singh et al., 2023; CIPD, 2024; Barattucci et al., 2025).

Evidence-based recruitment and selection cycle

3. Attraction strategy
and employer brand

2. Job analysis and
selection criteria

1. Warkforce planning
and strategic alignment

4, Sourcing, applications
and candidate communication

6. Structured it
interviews, tests, work samples

5. Screening and
shortlisting

9. Evaluation, learning
and process improvement

7. Decision, offer
and documentation

8. Onboarding and
early integration

feedback

Figure 1. Integrated evidence-based recruitment and selection cycle

Note. The cycle summarises how strategic alignment, job analysis, attraction, assessment, onboarding, and evaluation
should reinforce one another in an evidence-based recruitment and selection system.

Table 4. Practical monitoring checklist for recruitment and selection

Stage

Key managerial question

Examples of useful indicators

Strategic alignment

Does the vacancy reflect a real
capability need?

Workforce plan, role priority, internal availability, business
case.

Job analysis

Are the criteria observable and job-
related?

Updated job description, competency map, must-have
criteria, and scoring matrix.

Attraction and

Are suitable candidates been reached

Source conversion rates, applicant quality, diversity of

sourcing and informed? applicant pool, and candidate questions.
Screening and Are candidates assessed consistently Interview score distributions, test completion rates, inter-
assessment and fairly? rater agreement, and adverse-impact checks.

Decision and offer

Is the decision documented and
explainable?

Decision notes, evidence summary, offer acceptance rate,
and time-to-decision.

Onboarding and
evaluation

Did the hiring process predict
integration and performance?

Early turnover, probation outcomes, manager satisfaction,
new-hire feedback, and candidate satisfaction.

The review question can be answered through five design principles. First, recruitment and selection must be aligned
with workforce strategy, not simply with immediate vacancies; this requires workforce planning and job analysis
before sourcing or assessment begins (Guzek et al., 2023; CIPD, 2024; Hashem et al., 2024; Taylor, 2024). Second,
selection should be structured and evidence-based, using job-related criteria, comparable assessment methods, trained
assessors, and documentation (Campion et al., 1997; Huffcutt & Murphy, 2023; Sackett et al., 2023; Csep et al.,
2024).
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Third, recruitment should be treated as a communication process. A credible employer brand, consistent information
across channels, and realistic job previews help applicants decide whether the organization and role fit their
expectations (Backhaus & Tikoo, 2004; Xie et al., 2023; Park, 2024; Thang & Trang, 2024). Fourth, fairness and
candidate experience are performance concerns, not only ethical concerns, because perceived fairness affects
satisfaction, reapplication, and recommendation intentions (Gilliland, 1993; Bauer et al., 2001; Chen & Chen, 2023;
Cissé et al., 2024; Barattucci et al., 2025).

Fifth, digital and Al-enabled tools require governance. They can support efficiency, reach, and consistency, but they
do not remove accountability from HR professionals and line managers (Hunkenschroer & Luetge, 2022; Ore &
Sposato, 2022; Huata-Panca et al., 2025). The appropriate model is not blind automation but human-centered
augmentation: technology should help generate, organize, and audit evidence, while humans remain responsible for
final decisions, explanations, accommodations, and value judgments (European Parliament & Council of the European
Union, 2024; Milanez et al., 2025; Mori et al., 2025).

A practical implication for organizations is that improvement should not focus only on one visible stage, such as the
interview. A firm may have a well-structured interview but still fail because its advertisements are unclear, its
application processes are slow, its selection criteria are outdated, or its candidates receive no feedback (Carpio-Vargas
et al., 2023; CIPD, 2024; Barattucci et al., 2025; Torres-Cruz et al., 2025). Conversely, a strong employer brand can
attract many applicants, but without structured selection, it may only increase volume rather than quality (Carpio-
Vargas et al., 2023; Sackett et al., 2023; Taylor, 2024).

Conclusion

Recruitment and selection are strategic HRM processes because they determine who enters the organization and how
well human capital is matched with organizational needs. Current evidence supports an integrated, evidence-based

@approach in which workforce planning, job analysis, attraction, sourcing, selection, onboarding, and evaluation are

linked into a single cycle (Sackett et al., 2023; CIPD, 2024; Taylor, 2024).

The strongest systems combine credible recruitment communication, skills-based and job-related criteria, structured
multi-method assessment, fair treatment, timely feedback, and continuous evaluation. Digital tools and Al can
strengthen these systems by improving consistency and efficiency, but they also require transparency, monitoring,
human oversight, and compliance with emerging regulations (Hunkenschroer & Luetge, 2022; European Parliament
& Council of the European Union, 2024; Mori et al., 2025).

The practical answer to the review question is therefore clear: organizations should design recruitment and selection
as a governed evidence system, not as a set of isolated tasks. Such a system attracts better-matched applicants, supports
fairer and more valid decisions, improves candidate experience, and creates a feedback loop through which hiring
practices can evolve with labor-market and technological change (Barattucci et al., 2025; OECD, 2025; World
Economic Forum, 2025).
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