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Hold  
onto your  

rocket ships 
everyone,  
the future  

is now.

It’s an exciting time in talent acquisition - historically 

low unemployment rate, jobs and salary growth on 

the rise...a new wave of fresh talent entering the 

workforce in the form of Millennials and Gen Z.  

With all of this change and upward trajectory in 

recruiting comes innovation. The use of technology 

in talent acquisition is becoming widespread as 

recruiters are spread thin but have even more 

demands placed upon them. 

We’ll take a look at the evolution of technology as a 

critical tool in the recruiter’s toolbox - automation, 

big data, mobile, artificial intelligence, social media 

- and the ways each of these is employed to make 

the biggest impact now and for your future hiring 

strategy ensuring competitive annihilation. 

We were lucky enough to be able to chat with 

a few members of the SourceCon Technology 

Advisory Committee – big thanks to Michael Crouse, 

Greg Hawkes, Tangie Pettis, and Aaron Lintz for 

contributing to this report.

TECHNOLOGY &  
THE FUTURE OF  
TALENT ACQUISITION
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ADVANCES IN DATA ANALYTICS 
AND ARTIFICIAL INTELLIGENCE

THE EVOLUTION OF  
DATA-DRIVEN HIRING

While data-driven hiring isn’t new, the amount  

of data available is increasing at swift rates.

As well, the ability to analyze the data to be 

utilized in a predictive way to impact recruiting 

strategies is evolving with such speed many 

talent acquisition pros are adopting this method 

to keep up with the tight employment market.

This large volume of data is generated at 

multiple points of the recruiting process –  

initial recruitment, application process, 

screening, extending a job offer. 

It ’s paramount that this data be not just 

collected but tested, measured, and improved.

4 TOP RECRUITING 
TECHNOLOGY STRATEGY 
DISRUPTORS
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While the mass volume and variety  

of multiple data points is helping 

to push talent acquisition forward, 

advanced technologies in leveraging 

this data are also accelerating… 

with no clear indication of what the 

impact on jobs will be. For example, 

in Healthcare, there are products 

that can interpret x-rays and MRIs, 

and even robots that can perform 

surgeries – but a human is still needed 

to fully examine and give a person a 

diagnosis and treatment plan.  

What artificial intelligence has done 

in healthcare so far is not necessarily 

reduce the need for medical staff, 

but instead has increased their 

productivity.1 

ARTIFICIAL INTELLIGENCE & 
PREDICTIVE TOOLS1
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Automation gives talent acquisition professionals 

access to recruiting data with a touch of a button 

on your cell phone – tools can bring up key 

metrics such as shortest time-to-hire, candidate 

retention, cost per hire, etc… rather than requiring 

the recruiter to spend time sifting through 

spreadsheets and reports. 

Automation will help close the current and 

upcoming skills gap as these tools will help reduce 

time spent on menial tasks, increase access to 

valuable data, and streamline the hiring funnel.2 

A few of the most common ways that technology 

is used in talent acquisition is via software 

applications that assist in hiring for specific skills 

such as sales and engineering, simplifying the 

candidate process, and ensuring career sites are 

mobile-friendly to reach candidates where they 

are – their phone or other device. Within the next 

year, the apps that organizations are most looking 

to adopt for talent acquisition are those that allow 

candidates to match their skills to roles, give them 

an outlet to review the career portal, and remove 

unconscious bias from the recruiting process.

of global senior  
executives think they’re 
NOT prepared for the 

skills gap

87% 

65% 
of the roles workers  

will fill in 10 years  
don’t exist yet

Technology  
is moving so fast  
that it is quickly  

affecting roles of 
the future
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Most organizations that have integrated AI within their talent acquisition strategy 

have implemented it mainly for front-end administrative support such as applicant 

screening and data analysis. Sourcing, screening, scheduling, and conducting 

interviews takes up to 65-70% of the recruiter’s time.4 “AI tools that help me 

find candidates faster are the forms of technology I’m most excited about,” said 

Michael Crouse, Senior Manager of Global Talent Acquisition at INAP. “Current 

tools help somewhat, but I still have to view them all and set the parameters. 

There is somewhat of a disconnect.” 

However, the use of what AI is leveraged for is expanding – many companies 

are looking at this option for screening candidates and early-stage recruiting. 

Organizations integrating technology software and AI are experiencing benefits 

such as cost savings by redirecting resources thanks to automating tasks, an 

explosion in productivity due to freeing some time up for the recruiting team 

to focus more on strategic actions rather than menial tasks, and improving the 

candidate experience via relevant matching and consistent communication.

A RECENT SURVEY FOUND...

13% of respondents 
stated their companies 
experiment with new 

apps and virtual reality 
with plans to continue the 

experimentation in  
the future. 

Another one-third of 
respondents stated that 

while their companies 
currently do not  

employ technology apps 
they plan to in the  

near future.3

High-performance organizations 
are three times more likely to 
prioritize experimenting with 
technology solutions which is 
found to correlate directly to 

both market performance and  
a successful recruiting strategy.
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As much of what is considered AI 

is pattern recognition, it’s best to 

integrate this technology into areas 

that have resulted in inconsistent 

or unreliable results from people 

performing these tasks and also 

areas that have ample data available 

to work with and analyze. 

For example - the financial industry  

is a key example of this as in investing 

in particular, machine learning 

software tends to be better at making 

decisions as humans just do not have 

the cognitive makeup to analyze and 

make sense of all the data needed.

While AI software is used to redirect 

valuable human resources away 

from menial tasks, it is also used 

for actions that are error-prone and 

easy to lead to ambiguity such as 

interview scheduling and scoring 

video interviews.
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An exciting aspect of what  

AI is evolving into is being 

the power behind predictive 

algorithms. These algorithms 

are being used for acts such as predicting  

the applicant pool for certain roles –  

analyzing data from social media profiles, 

resumes, hiring manager notes/preferences 

(can pull from the ATS), as well as  

performance ratings or other data points  

that are considered key in your organization.5 

Along with all the excitement and progress 

that AI brings, there is also a level of concern 

or fear for some in talent acquisition. 

A RECENT SURVEY FOUND...

AI and chatbots 
aren’t completely 

there yet, but they 
are getting better. 

AI processes 
need to focus 

on aggregation 
and automating 

process workflows 
that currently 

take a lot of 
manual work. 
It’s separating 
yourself from 

other recruiters 
via more personal 

reach outs with 
candidates, not 

just blasting roles 
out to people.

GREG HAWKES
Senior Strategic Talent Sourcer
Houghton Mifflin Harcourt

7%
feel a robot  

could actually 
perform their job 

instead

35% 
of respondents  

stated that the impact 
of AI on HR worries 

them

75% 
of employers forecast 

that some roles in talent  
acquisition will be  

automated within the
next decade
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...THESE WORRIES ARE UN-WARRANTED! 

Machines can never take the place of building relationships nor the intuitive 

instinct that humans possess. Whether it’s chatbots, intelligent assistants, or 

machine learning that allows for predictive analytics, technology cannot replace 

the traits that humans can bring to the table.

36% of HR Manager respondents stated that sifting through 

candidate search results that don’t match the stated criteria of the 

role is one of the biggest time wasters they experience. Technology 

innovations can go beyond what is stated as the search criteria to what is actually 

meant, supplying more accurate search results that can also interpret acronyms, 

synonyms, etc. Outreach solutions are another aspect of leaning on machine 

learning technology – fine-tuning the messaging and automation of emails, job 

recommendation algorithms, and search result rankings.6

Streamlining multiple aspects of recruiting is helping sourcers and 

recruiters work not only faster but smarter by taking advantage of 

computer-powered insights. Byrne Mulrooney, CEO of Korn Ferry’s 

Futurestep division has stated that this emerging technology will streamline 

areas of recruiting such as sourcing, assessments, scheduling, creating accurate 

compensation models, as well as the all-important candidate follow-up for future 

opportunities. AI can assist recruiters in pinpointing candidates that are more 

likely to connect with the company as well as those that may have not been 

considered before. Mulrooney’s organization is developing an algorithm that will 

look at the profiles of their top performers to match candidates to open roles.7 



/ 10 /

No longer is social media taking a  

seat on the recruiting sidelines.

“Though I have made hires through 

Twitter, Facebook, and Instagram,  

I use social media more for brand 

awareness and recruitment marketing” 

said Crouse. “Hires made through 

Twitter and Facebook were primarily  

call center folks, and creative roles  

are filled more via Instagram, such  

as Creative Director.” 

Social media is popular in healthcare, 

particularly in the nursing community. 

“Social media is hit or miss on the 

dentist side, but nurses utilize it on 

a heavier scale,” said Tangie Pettis, 

Talent Acquisition Manager at Aspen 

Dental. “I’ve used it as a tool for both 

background as well as sourcing and 

making a connection.”

Some organizations will utilize 

geofencing – data is assessed from 

sources such as LinkedIn or other social 

media platforms and then the employer 

decides to target potential candidates 

via location. “Social media is the future, 

mostly Facebook and Twitter, though 

Instagram and YouTube are coming 

up too,” said Hawkes. “People live on 

social media. Blogs and other content 

are evolving. Recruiters can create 

sourcing videos and other content for 

job seekers that they may be looking to 

bring into the organization.”

2 SOCIAL MEDIA AS A  
CORE RECRUITING TOOL

21% 
have implemented social 
recruiting technology and 

those that are enterprise-level 
have the lowest adoption 

rates when compared to other 
business segments8

60% 
of organizations plan to 

‘effectively use social media 
for recruitment in the 

coming year’

A RECENT SURVEY 
FOUND...
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In this era of recruiting, candidates aren’t the only 

ones being judged. Employers need to ensure they 

are consistently bringing their A-game to the table. 

The impression that candidates get for the employer 

starts long before the interview process. Companies 

are scrutinized by their online presence, most of the 

time via a mobile device – their branding and career 

site as well as reviews posted by current and former 

employees…and potential candidates. 

This impression has everything to do with the level 

of quality communication cultivated by the employer. 

This is imperative in this hyper competitive hiring 

market. Some are integrating chatbots to cut down 

on back and forth for scheduling and just plain old 

information sharing. Candidates appreciate this as it 

streamlines the communication process.9

While potential candidates are scrolling through 

a company’s career site, they are also constantly 

fielding notifications and text messages.  

Text messages have become a powerful tool  

in recruiting. 

EMPLOYER  
BRANDING &  
MOBILE

3
I’ve found 

a way to 
personalize my 

text outreach 
but also keep 

it brief. I’m 
pleasantly 

surprised at 
how welcoming 

candidates have 
been. Instead 

of waiting until 
the fourth 

touch, they are 
responding on 
the first touch 

via text.

TANGIE PETTIS
Talent Acquisition Manager
Aspen Dental
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Video as a recruiting tool is becoming not only more commonplace but also 

more expansive in its variety of uses. For example, phone screens are being 

powered instead by AI video interviews. Standardized questions are supplied  

to candidates who in turn record  

themselves answering those  

questions. Robots then  

analyze their answers and,  

looking at over 15,000 different  

aspects (body language, facial  

cues, speech cadence, etc.),  

can assess if the candidate is a  

match for open roles or not.10 

4

GO WHERE YOUR CANDIDATES ARE –  
THEIR MOBILE DEVICE. 

Texts are read, and most are responded to within three minutes. Hours may pass 

before people check their email, but text messages are read almost immediately 

on average. “Everyone is looking at their phone,” said Crouse. “It’s a tool that 

everyone uses. On average there is a five time return on responses instead of 

email and calls. Texting is a nice way to introduce yourself and then set up a call 

via a link to my calendar. I recruit globally, so efficiency is key.”

LIGHTS, CAMERA…
VIDEO

Everyone is looking at 
their phone. It’s a tool  
that everyone uses.

MICHAEL CROUSE
Senior Manager of Global Talent Acquisition
INAP
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DISPARATE SYSTEMS

Many talent acquisition teams are 

working with disparate systems.  

These separate systems tend to  

have specific functions that each 

perform, and many times perform  

very well, for the company. In other 

cases, the organization simply  

cannot afford to upgrade to the  

ideal ‘all-in-one’ software solution. 

Whatever the reason, ensuring these 

systems work together is imperative to 

increase efficiency and effectiveness. 

The various systems need to be able  

to talk to each other in such a way  

that valuable data can be captured  

and analyzed.

1

HEADACHES IN 
TECHNOLOGY:  
4 BIGGEST 
CHALLENGES
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UPDATING LEGACY 
TECHNOLOGIES

Legacy technologies can be a headache –  

at one time these solutions may have been 

the cream of the crop! Now they need to 

be upgraded in order to handle the newer 

technologies forever coming down the pike…

including artificial intelligence. An AI-enabled, 

digital footprint is required to stay competitive. 

Along with updating legacy technologies comes 

upskilling the TA function. With these new tools 

comes higher expectations put on recruiters…

and a wider skills gap. Recruiters will need to be 

trained to have the skills to fully take advantage 

of all that these new tools have to offer. 

2

Technology is dictating success, 
so we need to become more 
sophisticated. We are in a more 
proactive hiring game and 
we need to spend more time 
educating people on technology.

MICHAEL CROUSE
Senior Manager of Global Talent Acquisition
INAP
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LACK OF EFFICIENCY WITH 
PROFILE AGGREGATION

While there is a wealth of information about 

candidates out there on the internet, the 

data is within a large variety of sources – 

social media profiles, professional networking 

platforms, resume uploads, news articles, 

press release mentions, etc.… While some 

have attempted, there is not one tried-and-

true solution for recruiters to turn to for a 

comprehensive background on potential 

candidates. “One of the biggest challenges 

is getting engaged and creating that human 

element of connection,” said Crouse.  

“If technology could help with that 

interaction, get those introductions made, 

give me background information on the 

candidate in one tool, that would be helpful. 

Right now, I have to use several tools to do 

that.” Pettis added, “There are not a lot of 

healthcare specific sourcing tools built on a 

platform that pull back data for healthcare 

professionals. One of the biggest challenges 

is not having one go-to source for that 

information.”

3
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FINDING A NEEDLE  
IN A HAYSTACK

Even with all the latest, cutting edge 

technology solutions in talent acquisition at 

our finger tips, the fact of the matter is, we 

are facing an extremely tight hiring market. 

For example, the skills gap challenge with 

high-tech roles will continue to expand.  

There will be one million more software 

technology jobs by 2020, and that’s in the  

U.S. alone. At the rate the employment 

market is going, there will not be enough 

candidates to fill those roles.11 

Third-party recruiting continues to become 

a silver bullet solution for organizations 

needing to fill their critical roles in this 

competitive hiring landscape. This option 

gives both the candidate and the employer 

a personalized experience. Third-party 

recruiters have a vast pipeline of skilled 

candidates possessing the skills needed for 

those top priority open roles. These seasoned 

recruiters know when passive candidates are 

ready to make a move and can start those 

conversations way ahead of your competitors.

4
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SOURCECON TECHNOLOGY  
ADVISORY COMMITTEE 

The SourceCon Technology Advisory 

Committee is a membership of  

17 innovators and influencers in sourcing 

and recruitment that will  meet regularly to 

discuss, learn and share new technology 

in the HR and talent acquisition industry. 

Advisory members will serve the SourceCon 

community and technology companies to 

help individuals and organizations identify 

new and better technology, and to work 

with technology companies to improve  

their services and technology.

CONTRIBUTORS  
TO THIS REPORT

+ MICHAEL CROUSE 

 Senior Manager,  
 Global Talent Acquisition

+ GREG HAWKES 

 Senior Strategic  
 Talent Sourcer

+ TANGIE PETTIS 

 Talent Acquisition Manager

+ AARON LINTZ 

 Senior Talent  
 Sourcing Specialist

Learn more 
about the 
SourceCon 
Advisory 
Committee 
online. 

https://www.sourcecon.com/sourcecon-launches-its-first-ever-technology-advisory-committee/
https://www.sourcecon.com/sourcecon-launches-its-first-ever-technology-advisory-committee/
https://www.sourcecon.com/sourcecon-launches-its-first-ever-technology-advisory-committee/
https://www.sourcecon.com/sourcecon-launches-its-first-ever-technology-advisory-committee/
https://www.sourcecon.com/sourcecon-launches-its-first-ever-technology-advisory-committee/
https://www.sourcecon.com/sourcecon-launches-its-first-ever-technology-advisory-committee/
https://www.sourcecon.com/sourcecon-launches-its-first-ever-technology-advisory-committee/


/ 18 /

1 https://www.ere.net/the-data-driven-recruiter-ais-impact-on-recruiting/

2 https://recruitingdaily.com/unleash-2018-the-future-of-automation-and-talent-

acquisition/ 

3 https://www.i4cp.com/productivity-blog/3-reasons-why-youre-not-too-late-to-the-

talent-acquisition-tech-revolution

4 https://recruitingdaily.com/unleash-2018-the-future-of-automation-and-talent-

acquisition/

5 https://www.ere.net/the-data-driven-recruiter-ais-impact-on-recruiting/

6 https://www.workforce.com/2018/06/15/artificial-intelligence-automation-and-the-

future-of-talent-acquisition/ 

7 https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/

technology-will-reshape-talent-acquisition-2018.aspx 

8 https://www.shrm.org/ResourcesAndTools/hr-topics/technology/Documents/

future_technology_ebook_0.pdf 

9 https://recruitingdaily.com/unleash-2018-the-future-of-automation-and-talent-

acquisition/ 

10 https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/

technology-will-reshape-talent-acquisition-2018.aspx 

11 https://www.hrtechnologist.com/interviews/recruitment-onboarding/meeting-the-

challenges-of-global-talent-management-going-into-2020/

REFERENCES

https://www.ere.net/the-data-driven-recruiter-ais-impact-on-recruiting/
https://recruitingdaily.com/unleash-2018-the-future-of-automation-and-talent-acquisition/
https://recruitingdaily.com/unleash-2018-the-future-of-automation-and-talent-acquisition/
https://www.i4cp.com/productivity-blog/3-reasons-why-youre-not-too-late-to-the-talent-acquisition-tech-revolution
https://www.i4cp.com/productivity-blog/3-reasons-why-youre-not-too-late-to-the-talent-acquisition-tech-revolution
https://recruitingdaily.com/unleash-2018-the-future-of-automation-and-talent-acquisition/
https://recruitingdaily.com/unleash-2018-the-future-of-automation-and-talent-acquisition/
https://www.ere.net/the-data-driven-recruiter-ais-impact-on-recruiting/
https://www.workforce.com/2018/06/15/artificial-intelligence-automation-and-the-future-of-talent-acquisition/
https://www.workforce.com/2018/06/15/artificial-intelligence-automation-and-the-future-of-talent-acquisition/
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/technology-will-reshape-talent-acquisition-2018.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/technology-will-reshape-talent-acquisition-2018.aspx
https://www.shrm.org/ResourcesAndTools/hr-topics/technology/Documents/future_technology_ebook_0.pdf
https://www.shrm.org/ResourcesAndTools/hr-topics/technology/Documents/future_technology_ebook_0.pdf
https://recruitingdaily.com/unleash-2018-the-future-of-automation-and-talent-acquisition/
https://recruitingdaily.com/unleash-2018-the-future-of-automation-and-talent-acquisition/
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/technology-will-reshape-talent-acquisition-2018.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/technology-will-reshape-talent-acquisition-2018.aspx
https://www.hrtechnologist.com/interviews/recruitment-onboarding/meeting-the-challenges-of-global-talent-management-going-into-2020/
https://www.hrtechnologist.com/interviews/recruitment-onboarding/meeting-the-challenges-of-global-talent-management-going-into-2020/


/ 19 /

bountyjobs.com @bountyjobs @bountyjobs@bountyjobs

LEARN MORE ABOUT BOUNTYJOBS:

10,000+ HIGHLY  
SPECIALIZED RECRUITERS

$1.6B IN  
PLACEMENT FEES

750,000 CANDIDATES 
SUBMITTED

B

GET IN TOUCH
Sometimes sourcing talent for business-
critical positions requires a little help. 
Our web-based platform features a 
marketplace of over 10,000 highly-
qualified agencies and a performance-
based matching algorithm that helps 
hiring teams of all sizes find and engage 
the recruiters for each of their roles. 
All this inside our simple yet effective 
platform designed to keep you in control 
of the entire recruitment process. 

Help makes hiring happier.

HAVE QUESTIONS OR A TOPIC  
YOU’D LIKE US TO COVER?

Email our Sr. Content Marketing 
Manager, Erin Geiger, at  
blog@bountyjobs.com

WORLD’S LEADING RECRUITER 
ENGAGEMENT PLATFORM

1114 Lost Creek Blvd, Ste. 420  
Austin, Texas 78746

http://www.bountyjobs.com/
https://www.facebook.com/bountyjobs/
https://twitter.com/bountyjobs
https://www.linkedin.com/company/57928/
https://www.bountyjobs.com/

