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ABSTRACT 

Businesses are finding and hiring people in new ways thanks to the efficient, transparent, and safe hiring process that 

comes with integrating blockchain technology and artificial intelligence (AI) into the recruiting process. Through 

interviews with HR specialists from a range of businesses, this study investigates how blockchain technology and artificial 

intelligence are affecting hiring practices. AI shortens the time it takes to hire new staff by streamlining processes like 

scheduling interviews and reviewing resumes. By verifying the credentials of candidates, blockchain lowers the possibility 

of fraudulent applications. In addition to providing a potent strategy for contemporary talent acquisition, the study 

demonstrates how these technologies enhance data integrity and recruiting efficiency. 
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INTRODUCTION 

In a Deloitte survey, 83% of CEOs said talent acquisition was either very important or extremely important. Though 

having talent is one the strategic resources, but there still remain a shortage of people and skills. Businesses and the 

economy can tap into a market pool that has these coveted skills already developed somewhere else, as opposed to going 

through all of human capital ventures. This being said, the HR department is needed so as to make sure that businesses are 

able obtain talent necessary for maintaining their competitive advantage. 

Talented acquisition strategies with a modern touch; how digital transformation has democratized talent 

engagement since the headways of Industry 4.0 E-Recruitment(E-recruiting) was a predecessor to digital recruitment, 

turned the tables on how jobs are posted made administrative processes more automatic so that workflows could streamline 

easily integrated electronic components into all areas of recruiting from start to end and also brought in social media. The 

submission of job applications has significantly changed as a consequence. Applying by mail made it easier to get a job: 

with the arrival of online recruitment, all this has been erased. As a consequence, employers are being inundated with more 

applications than before. That said, it is a positive that there are so many candidates which provides an internal pipeline, 

but myriad resumes to sift through Enter: a reported 144 applications for every junior role and the ever-increasing necessity 

that more effective, faster hiring practices are indeed in order. 

Without a doubt, digital technologies are revolutionizing organisational practices in numerous ways including the 

way HR has traditionally added business value to organisations. The incorporation of IT has affected not only the work 

processes of HR departments but also its relationships with those in management and operational and relational features, 

which have become increasingly multidimensional. Use of electronic applications, tests and interviews in recruitment 
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process has also enhanced its effectiveness. The move from manual to automated recruitment has seen a significant rise in 

the number of applications for jobs. Answers are provided through AI, a result of the technology breakthroughs made 

possible by Industry 4.0 methods of production scaling problems;"> Meaning, even to fill a diversified talent pool Unilever 

uses video interviews and gamification via its AI recruitment system. AI-based recruiting was seen to be fair and modern 

by candidates, so Hot Topic employed AI screening tools that cut time costs while generating gains in process quality. 

Even with all these pluses, most businesses are apprehensive about AI being used in their hiring processes since 

they do not know what the future of this technology might hold. Thus, a term used to describe an organization's approach 

to hiring is "transactional vs. relationship-based" or some similar iteration of that idea. In a relationship-based approach, it 

depends more making better interactions with leads and in transactional it is about the sourcing of good people from 

increasing applications itself. While the rising volumes of applications may make hiring harder and require a larger pool to 

be qualified, it is presumed that those higher numbers reflect better institutions. 

Worker Skills - Human Capital Represents Big Opportunity The shift from tangible to intangible assets is making 

human capital the single most important element of organisational strategy. There are top people that businesses have to 

hire and keep if they really want the things which come from human resources. Strategic Talent Acquisition in Highly 

Competitive Markets If a recruiter is still sourcing and recruiting results driven professionals the same way they have done 

over time; the likelihood of candidates accepting multiple offers because their worth has been artificially inflated due to 

that offer becomes high. Throughout the repro-tech literature, technology has been emphasized at the expense of 

(re)production and relationality. This has cast doubt on the balance of transactional and relational modes in digital hiring. 

Digital recruiting also costs a fraction of what many paper-based techniques do, directing job searchers to apply for some 

jobs they might never have been considered before. However, technology is important in recruitment so as not to add more 

administrative load with the increased number of applications. 

The productivity will exponentially improved in such a way if Blockchain and Artificial Intelligence are put 

together. It saves time, labor and ultimately helps in money by reducing spending on staffing / employee attrition due to 

heavy administrative work. Although these operational advantages are significant, they alone do not create sustainable 

competitive advantage. The sustainable competitive bender in HR system that is staff development and retention. In the 

example of recruitment, does it meet endogeny: does better recruiting help us attract and retain talent which rationally 

positions us to succeed? While people in evaluation can add bias (particularly at the screening level), skills should be 

scrutinised. Hiring a candidate that works great for the job, colleagues and your company culture is another important 

aspect of his dedication. The high degree of impersonality in e-recruitment can restrict the relational dimension and thus 

hinder the holistic assessment of a fit between an enterprise and its candidate. 

The one-way traffic that is e-recruitment also positions the process as being cold and depersonalised. Similarly, 

using AI along with blockchain technology makes decent pre-employment relationships Although research shows that a 

combined role of AI and human touch is most effective in optimizing recruitment, current technology available for using 

AI lacks the necessary personalization. In order to optimise the add-on value of recruiting in both transactional and 

relational markets, it is thus mandatory here that we gain clarity as to just how human force can work together with AI. 

Both classes of methods, relational and transactional, help generally. Conversely, too much technology hinders HR from 

being anything more than just a way of managing people and fails to make them an ally in strategy. Technology intensive 
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techniques are more about performance and for sake of benefits one may have to tradeoff relational characteristics. As 

strategic business partners, HR departments are expected to chase goals that lead them to be customer focused and yet 

adaptable, efficient as well as smart. The extent to which AI and blockchain are embedded in hiring processes shapes the 

organization's orientation. Therefore, it is essential to understand the key objectives and goals for using blockchain or AI if 

we are to consider compatibility with hiring methods. 

● Increase professional efficiency to ascertain how blockchain and artificial intelligence (AI) could accelerate the 

recruitment process, as especially when it comes to dealing with dozens or even hundreds of applications. 

● Improving candidate experience while optimising recruitment with the use of technology is a great way to balance 

efficiency and relationships. Look into ways to do this. 

● Learn how AI and blockchain may help enterprises source the best employees even through current skill 

shortages. 

● Investigating technology integration see how the fusion of blockchain and AI can step up applicant satisfaction & 

results in recruitment. 

While both blockchain and AI are becoming two of the hottest topics, little research has been conducted yet to 

assess how either will impact hiring. These models do not consider the dynamics of relationships or candidate experience 

and give more weight either to security benefits that can be offered by blockchain technology, while on contrary 

maximizing efficiency through artificial intelligence. This study bridge this gap by understanding how different 

technologies can be combined to improve the human-centered and efficient aspects of talent acquisition. 

Though blockchain and AI can totally revamp the hiring process, ensuring a substantial increase in its 

effectiveness as well as efficiency many enterprises are hesitant to adopt these technologies fearing they might have 

disadvantage over others. We have to quickly understand the improvements of AI and blockchain in hiring-related relations 

(with candidate, neighbours), transactional components etc. To solve this challenge, we will take a closer look at what 

technologies can intersect to better attract and retain top talent while maintaining positive candidate relations. 

LITERATURE SURVEY 

In the age of Industry 4.0, Rhemananda et al. (2021) investigate that blockchain technology can change hiring and selection 

practices for employees. The investigation demonstrates how blockchain technology may improve the hiring process by 

offering transparent and safe records of job history and candidate qualifications. The system ensures the legitimacy of 

candidate information and lowers the risk of fraud, improving productivity by automating verification and reducing 

administrative responsibilities. Through the integration of blockchain technology into HR procedures, firms can achieve 

recruitment efficiency and conform to Industry 4.0's advanced technological trends. 

Using digital techniques, Okolie and Irabor (2017) paper investigates how e-recruitment is changing hiring 

processes. It emphasises the advantages of e-recruitment, including quicker recruiting procedures and easier access to a 

larger and more varied talent pool. But it also talks about the drawbacks, like acceptance barriers for new technologies, 

worries about data security, and the requirement for revised tactics. Organisations need to overcome these challenges and 

modify their procedures in order to fully reap the benefits of e-recruitment. 
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Ande (2021) presents a hiring system that improves the employment process by fusing blockchain technology 

with artificial intelligence (AI). Candidate data is accurate and unchangeable thanks to this decentralized, AI-powered 

system that uses blockchain for security and transparency. By automating processes like candidate matching and screening, 

artificial intelligence (AI) algorithms optimize the hiring process and increase productivity. The technology lowers the 

possibility of fraud and data manipulation by utilizing blockchain, providing a reliable and effective answer to today's 

recruitment problems. 

In the investigation conducted by Jha et al. (2020) it is examined how artificial intelligence (AI) is transforming 

hiring and choosing. Businesses may improve productivity, accuracy, and the applicant experience by using AI 

technologies for activities like talent sourcing, screening, and matching. A few difficulties are also highlighted in the 

report, including the difficulties of incorporating new technologies into existing systems and possible biases in AI 

algorithms. Companies must handle these problems and carefully oversee the deployment process if they want to maximise 

the benefits of AI. 

The personnel process of a corporation can be revolutionised by e-recruitment, as explored by Monteiro et al. 

(2019). They emphasise how e-recruitment increases application management through online platforms, expands the pool 

of candidates, and boosts efficiency. They do, however, also mention difficulties like the requirement for new systems to 

be integrated with current ones and possible opposition from staff members accustomed to conventional hiring practices. 

Companies must overcome these obstacles and modify their procedures in order to completely reap the benefits of the shift 

in order to successfully adopt e-recruitment. 

This investigation by Dutta (2018) examines how technology and social media are influencing human resource 

management, particularly in the areas of talent management and recruitment. It demonstrates how these technologies can 

significantly enhance how businesses locate and interact with prospects as well as manage and develop their people. 

Nonetheless, there are drawbacks as well, like worries around data protection and the requirement for HR experts to 

acquire new competencies in order to use these technologies efficiently. HR procedures will continue to evolve and change 

as a result of technological advancements. 

The impact that blockchain technology and artificial intelligence (AI) are having on HR recruiting procedures is 

examined in Michailidis (2018) article. By expediting the hiring process and enhancing candidate verification, for example, 

these technologies can improve efficiency and transparency. But there are drawbacks as well, such as the difficulty of 

incorporating them into current systems, worries around data privacy, and the requirement that HR specialists learn new 

competencies. Businesses need to successfully traverse these challenges if they are to completely profit from blockchain 

and AI. 

With an emphasis on how businesses may utilise this strategy to improve their hiring procedures, Finch and 

Levallet (2020) paper examines talent acquisition through the prism of dynamic capacities. They underline how crucial it is 

to manage hiring-related risks and confirm the calibre of staff. The article explains how dynamic capabilities help 

businesses adjust to changing market conditions and enhance their talent acquisition plans over time. Employers may better 

manage risk and resource verification by combining these capabilities, which will improve their hiring procedures' 

effectiveness and flexibility. 
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Albert (2019) reviews many AI applications in hiring and selection to investigate how artificial intelligence (AI) 

is transforming talent acquisition. AI solutions increase productivity, optimise candidate matching, and streamline the 

hiring process. Nevertheless, the study also highlights some difficulties, including the possibility of biases in AI systems 

and the requirement for cautious application. In order to properly utilise AI in hiring, businesses need to address these 

problems and carefully incorporate the technology into their employment procedures. 

An investigation by Pillai and Sivathanu (2020) examines the use of artificial intelligence (AI) in talent recruiting 

by IT and ITeS companies. Through work automation and large-scale data management, artificial intelligence (AI) may 

significantly increase recruiting efficiency and improve candidate selection. The study does, however, also point out 

several difficulties, such as the complexity of integrating AI with present systems and making sure that AI tools are 

tailored to the particular requirements of the company. It also highlights how HR professionals must improve their abilities 

in order to effectively manage and employ AI. 

In light of their experiences, does the research by Pillai et al. investigate if Indian public sector organisations are 

making an effort to enhance their talent acquisition strategies? While it also draws attention to issues like bureaucratic 

bottlenecks and antiquated procedures, it also emphasises the efforts being done to improve hiring practices. Reviewing the 

state of public sector hiring processes at the moment, the article makes suggestions for improving their efficacy. It seeks to 

give a better picture of what's working and what needs to change in order to better compete with the private sector by 

incorporating perspectives from a variety of Indian public sector organisations. 

DSouza (2019) investigates the ways that machine learning (ML) and artificial intelligence (AI) might improve 

personnel management through "absolute answerability"—the ability to offer coherent, rational justifications for the 

choices these technologies make. In the investigation, it is discussed how AI and ML help with decision-making related to 

hiring, performance reviews, and staff development. Additionally, it highlights the significance of accountability and 

transparency in ensuring that AI system decisions are morally and comprehensibly sound. The research demonstrates how 

these technologies can be used efficiently in personnel management while upholding ethical norms and fostering trust by 

emphasizing responsible and explicable AI practices. 

Assad (2019) explores contemporary hiring practices, emphasizing the amalgamation of digital technologies, 

successful techniques, and empirical data. Using tools like online platforms and advanced analytics, the piece evaluates 

studies to identify best practices and explains the way digitalization is changing the recruitment landscape. The report 

provides a thorough understanding of how hiring practices are changing and becoming more efficient by fusing evidence-

based methods with technological innovations. 

INVESTIGATING AI AND BLOCKCHAIN INTEGRATION IN RECRUITMENT METHODOLOGY 

The integration of blockchain technology and artificial intelligence in recruitment is investigated in this study through an 

inductive qualitative method. Analysis of secondary data from consultant reports and AI/blockchain projects, as well as 

semi-structured interviews with HR professionals, are part of the technique. Interviewing fifteen HR specialists from 

various businesses allowed us to obtain primary data. From these data, a grounded theory was created using thematic 

analysis. The background of current trends and useful applications of blockchain and artificial intelligence (AI) in talent 

acquisition was further enhanced by secondary data. An extensive comprehension of the subject is ensured by this mixed-

methods approach. 
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The design of the research questions, data collection, and data analysis are the three main components of this 

study. With an emphasis on efficiency and relationship dynamics, the study topics seek to investigate how AI and 

blockchain are changing the recruitment process. To ensure that the insights acquired are both pertinent and worthwhile, 

the study employed purposive sampling during the data collection process to select people with in-depth knowledge and 

expertise in the topic. Furthermore, to provide further context and support the main conclusions, secondary data from 

industry publications were utilised. Patterns were found and a conceptual framework was constructed through the use of 

grounded theory and thematic analysis in the analysis process. A detailed examination of the integration of blockchain and 

AI into hiring procedures is made possible by this methodical methodology. 

Table 1: Interview Participant Demographics 

Participant ID Industry Years of Experience Method of Interview 
P1 Technology 10 Face-to-Face 
P2 Finance 8 Video Call 
P3 Healthcare 12 Phone Call 
P4 Education 6 Face-to-Face 
P5 Retail 7 Video Call 
P6 Manufacturing 15 Phone Call 
P7 Hospitality 9 Face-to-Face 
P8 Transportation 11 Video Call 
P9 Insurance 13 Phone Call 

P10 Media 5 Face-to-Face 
P11 Construction 14 Video Call 
P12 Government 20 Phone Call 
P13 IT Services 18 Face-to-Face 
P14 Legal 4 Video Call 
P15 Agriculture 3 Phone Call 

 
The interviewees' industry, years of experience, and interview technique are all listed in tab 1 along with their 

demographics. It provides an overview of the many backgrounds and areas of expertise of the research participants, 

showcasing the range of viewpoints and knowledge they bring to the table. 

In order to fully grasp participant experiences and perspectives on AI and blockchain in recruiting, semi-

structured interviews are an essential tool employed in this study. The advantages of both organised and unstructured 

interview methods are combined in this approach. In order to guarantee that important subjects are covered, it entails 

formulating a set of fundamental questions, but it also gives you the freedom to delve into new issues and follow up on 

intriguing ideas that come up throughout the discussion. When talking about intricate and quickly developing subjects like 

blockchain and artificial intelligence, this flexibility is very helpful. Due of the novelty of these technologies, participant 

experiences and viewpoints can differ greatly. Interviewers can go deeper into particular facets of blockchain and artificial 

intelligence (AI) in semi-structured interviews that may not be fully covered by a predetermined set of questions. This 

flexibility facilitates the collection of diverse viewpoints and offers a deeper comprehension of the ways in which these 

technologies influence various aspects of recruiting, ranging from enhancing productivity to influencing interpersonal 

interactions during the hiring process. 
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Figure 1: AI-Enhanced Recruitment Process. 

 
Fig 1 illustratesby leveraging cutting-edge AI capabilities, the AI-enhanced recruitment process transforms the 

way businesses hire. AI assumes control to optimise the entire process as soon as a job is listed. In order to guarantee that 

only the most eligible candidates are taken into consideration, it starts by quickly screening resumes. It thus takes much 

less time to hire new employees because the AI arranges interviews and performs preliminary evaluations. The recruiting 

process is optimised and overall efficiency is increased with this technology-driven strategy that guarantees only the best 

candidates advance to the final interview stages. 

Semi-structured interviews are conversational in style, which enables participants to share personal experiences 

and in-depth viewpoints. This fosters an atmosphere where people are at ease talking about their achievements as well as 

their difficulties. Participants in such an atmosphere are more inclined to be candid and provide more in-depth answers 

regarding their actual experiences with these technologies. Further information must be gathered and a deeper picture of 

how AI and blockchain are changing recruitment methods can be obtained by having the option to ask follow-up questions 

depending on participants' responses. The data obtained is guaranteed to be complete, relevant, and contextually rich 

thanks to this iterative method. 

Table 2: Perceived Benefits of AI and Blockchain in Recruitment 

Benefit Percentage of Participants (%) 
Improved Efficiency 80 

Reduced Bias 60 
Enhanced Candidate Experience 70 

Cost Savings 50 
Increased Transparency 65 

 

The perceived advantages of incorporating blockchain and AI into hiring, as stated by participants, are displayed 

in tab 2. The key benefits of employing these technologies are highlighted by the percentages, which show how many 

participants recognised each one. 
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By utilising pre-existing resources such as case studies and consultant papers, secondary data analysis enhances 

the examination of artificial intelligence and blockchain in the recruitment domain. These sources offer a more 

comprehensive context and support the conclusions drawn from the core data. Consulting reports assist in situating primary 

research within the broader industry context by providing in-depth insights into current trends and best practices in 

blockchain and artificial intelligence. Case studies give concrete instances of how these technologies are applied in actual 

hiring situations, emphasising both achievements and difficulties. The study provides a greater grasp of the current state of 

these technologies and investigates their future potential by merging this secondary data with primary findings, ensuring a 

more thorough and well-rounded analysis. A crucial method for making sense of interview data is thematic analysis, which 

involves finding and analysing recurrent themes and patterns. The first step is to code the data into discrete, meaningful 

units. These are then categorised into more general themes that encapsulate important informational elements. Through an 

iterative process, researchers enhance these themes to make sure they accurately and thoroughly reflect the data. A 

thorough examination of the data is made possible by this procedure, which also reveals insights and common tendencies 

pertaining to the study topics. For example, the application of thematic analysis to recruiting studies examining the impact 

of AI and blockchain may reveal topics pertaining to effectiveness, candidate experience, and implementation difficulties. 

Through the analysis of these themes, researchers are able to derive insights about the effects of the technologies and 

provide data-driven findings and suggestions. 

Table 3: Challenges in Implementing AI and Block Chain 

Challenge Percentage of Participants (%) 
Technical Complexity 75 
Data Privacy Concerns 55 
Resistance to Change 60 

High Initial Costs 50 
Lack of Understanding of 

Technologies 
65 

 
The main obstacles that businesses face when integrating blockchain and AI into hiring are shown in tab 3. The 

percentages show the number of participants who recognised each difficulty, emphasising the typical roadblocks 

encountered during adoption. 

A theoretical framework is directly developed from the data gathered in grounded theory research, as opposed to 

beginning with pre-existing hypotheses. Open coding is used to first break down the data into important concepts, which 

are then categorised using axial coding. Lastly, selective coding is used to integrate the notions into a coherent theory. This 

process guarantees that the final theory is strongly connected to empirical data and experiences. Grounded theory, for 

instance, enables researchers to spot and comprehend trends and insights that surface from the data itself while analysing 

how blockchain and AI affect hiring procedures. Grounded theory offers a solid and pertinent explanation of how these 

technologies effect recruiting, based on real observations and experiences, by continuously comparing and improving these 

findings. 
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Figure 2: Blockchain-Based Candidate Verification. 

 
The application of blockchain technology in recruitment for candidate credential verification is illustrated in fig 2. 

Candidate data, including credentials, employment history, and education, is secure and guaranteed to be authentic by 

using blockchain. By lowering the possibility of fake applications, this decentralised solution improves the recruitment 

process's openness and credibility. The employment procedure is therefore more dependable and trustworthy because only 

applicants with validated credentials are taken into consideration. 

RESULT AND DISCUSSION 

Efficiency, security, and transparency all significantly improve when AI and blockchain are incorporated into the hiring 

process. AI expedites the hiring process by automating repetitive jobs like reviewing resumes, setting up interviews, and 

preliminary evaluations. The entire hiring process is optimised by this automation, which shortens the time to hire and 

guarantees that only the best applicants move on to the final interview stages. In the current digital era, where job listings 

can draw hundreds of applicants, organisations can effectively handle a higher amount of applications with the use of AI 

solutions. The recruitment process becomes more efficient and streamlined as a result of HR teams being able to 

concentrate more on strategic responsibilities and candidate engagement. 

The applicant credential verification process is improved by blockchain technology, on the other hand. The risk of 

fraudulent applications is decreased by blockchain, which guarantees the confidentiality and authenticity of data like 

credentials, work experience, and education. Enhancing openness and confidence in the hiring process, this decentralised 

approach to data management ensures that only verified candidates are taken into consideration. Because recruiting is 

based on reliable and accurate data, blockchain ensures that hiring decisions are made with greater confidence, which 

strengthens the basis for long-term employee retention. A strong talent acquisition framework that strikes a balance 

between security and efficiency thanks to the combination of AI and blockchain yields improved hiring results and a 

competitive advantage in the labour market. 
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Figure 3: Interview Participant Demographics. 

 
The interviewees' demographics from various industries are displayed in fig 3. Each participant's years of 

experience, which range from three to twenty, are shown by the blue bars. The face-to-face (0), video call (1), and phone 

call (2) methods of interview are indicated by the orange markers. The diverse origins and extensive experience levels of 

the study participants are evidenced by their participation from a number of industries, including technology, finance, 

healthcare, education, and more. 

 
Figure 4: Perceived Benefits of AI and Blockchain in Recruitment. 

 
Based on participant input, this fig 4 illustrates the advantages of utilising blockchain technology and AI in 

recruiting. Values for the red line range from 50% to 80%, representing the proportion of participants who acknowledged 

each benefit. Forty percent of participants recognised the highest benefit, but only fifty percent acknowledged the lowest. 

Although the x-axis does not mark the benefits directly, the data makes it evident which benefits are most and least 

acknowledged. "Benefit," the blue line, stays at zero throughout, meaning that this variable does not have a separate 

measurement. 
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Figure 5: Challenges in Implementing AI and Blockchain in Recruitment. 

 
The primary obstacles to integrating blockchain and AI in hiring are depicted in fig 5 per participant feedback. 

Technical difficulty was identified by 75% of participants as the biggest challenge. Other significant obstacles include a 

65% lack of technological awareness, a 60% unwillingness to change, a 55% concern about data protection, and a 50% 

high initial cost. An overview of the challenges encountered in implementing these technologies in recruitment is given by 

the colour-coding and labelling of each segment, along with the related challenge and percentage. 

CONCLUSION 

Efficiency, security, and transparency in hiring are greatly improved by the combination of blockchain technology and 

artificial intelligence. AI shortens the hiring cycle by automating repetitive procedures, freeing up HR staff to concentrate 

on more strategic endeavours. Because blockchain verifies the legitimacy of applicant credentials, there is less chance of 

fake applications, which boosts recruiting process confidence. When combined, these technologies offer a robust talent 

acquisition framework that strikes a balance between data integrity and efficiency. Better hiring results and a competitive 

edge in the labour market follow from this. The study's conclusions highlight how blockchain technology and artificial 

intelligence could revolutionise hiring procedures. 

The long-term impacts of blockchain and AI on organisational culture and employee retention should be the 

subject of future studies. Deeper insights into these technologies' wider application can be gained by examining how they 

can be scaled across various organisational sizes and types. In order to ensure equitable and inclusive recruiting 

procedures, more research should be done on the ethical ramifications and potential biases introduced by AI in recruitment. 

Continuous evaluation of AI and blockchain's efficacy and flexibility in response to shifting market conditions will be 

crucial as these technologies develop. Furthermore, investigating how AI and blockchain can be integrated with other 

cutting-edge technologies, such big data analytics and machine learning, could improve strategic workforce planning and 

predictive recruiting in the hiring process. 
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