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Abstract 
About to Change the World’s Dynamics HR Practices Towards Recruitment and Selection of Generation 
Z and Beta Using Advanced Technology. Technological development is changing human resources (HR) 
in ways that cater to the recruitment and engagement of Generation Z and create room for cohort beta 
strategies. This paper investigates the use of current advanced technological instruments, AI, analytics, 
social media, and mobile applications, which transform the recruitment challenges of Gen-Z candidates 
who are technologically inclined. As organizations embrace themselves for beta individuals who are born 
in after 2025, the paper takes a glimpse into the future of their traits and expectations as an employed 
workforce from a period of hyperconnectivity, high automation, and delicate eco-management. 
Beta generation is expected to grow fully into an age-integrated world of IoT, AGI, and other advanced 
simulations of reality and is likely to pursue a perfect blend of work and technologically supported life. 
They are predicted to highly value personalization, ethics, purpose, and sustainability. Forthcoming 
human resources (HR) strategies will have to incorporate VR-driven immersive workplace onboarding, 
AI-enabled personal career counselling, blockchain-secured transparent recruitment, and those in the 
metaverse to attract and retain this generation. 
The above-mentioned details of the dynamic shifting towards technology and the character of the leading 
younger workforce segregation into Votive, Z and Beta are fairly indicative of the new Zoomer Behavioural 
Characteristics. Further, trends in these segments are outlining opportunities to change the world’s 
dynamics, leading towards eco-friendly behaviours that elicit Giga Shift Mobility and Blame Value 
Offset frameworks. 
 
Keywords: HR Technology, Artificial Intelligence, Blockchain, IoT, Gen Z, Gen Beta, Recruitment. 
 

Introduction 
Transitions in technology change the face of human resource management and recruitment in particular 
for most organizations. The latest speed of globalization has made it imperative that organizations catch 
the pace of technological advancement in meeting the demands of the workforce changes (Smith, 2021; 
Brown & Patel, 2022). As Generation Z is now entering the job market, and Generation Alpha will soon 
follow, organizations need to redesign the processes of recruitment to meet the needs of the electronically 
born generations (Johnson et al., 2023). Cost-efficiency is expected from technology recruitment even 
as it envisions the full experience of candidates alongside high success levels in hiring (Garcia, 2020). 
Flexible, diverse, and home or remote work settings appeal to Generation Z. Growing up alongside social 
media, this generation expects AI recruitment processes with automation and data-driven decisions 
(Davis, 2023). AI applicant tracking systems, chatbots, or video interviews will conduct the functions of 
traditional recruitment processes wherein long application processes and manual shortlisting of CVs were 
done (Miller & Thomas, 2021; Harris et al., 2022). The role of social media and job advertisements on 
LinkedIn, Instagram, and TikTok for employer branding is, hence, considered the new era of recruitment 
(Taylor et al., 2023).

https://doi.org/10.5281/zenodo.15173987
mailto:jtdashora1@gmail.com
mailto:jtdashora1@gmail.com


Dashora, Bhandari, Ghewariya, and Meena (2025)   SSIJMAR, Vol. 13, No. 2 
 

44 
 

Generation Alpha will also change the recruitment process by using the Internet of Things, Artificial 
General Intelligence, and Virtual Reality (Chen & White, 2024; Adams et al., 2023). AI will predict 
candidates' success in the job environment of the future, while virtual reality assessments will evaluate 
candidates' problem-solving skills in real scenarios (Dawson, 2023). With technology progressing, there 
is increased recruitment. Organizations must ethically apply AI, mitigate bias, and find a balance between 
automation and the human factor. Strategic online recruitment will give organizations an edge in hiring 
the best and competing effectively in the fast-paced labour market (Anderson, 2022). 
 

Review of Literature  
Artificial General Intelligence (AGI) can transform recruitment by tailoring job recommendations according 
to candidate actions, promoting satisfaction and limiting turnover. AI-based recruitment platforms already 
offer interest-based, education-based, and experience-based recommendations, enhancing the process 
with hyper-personalization across digital channels (Martin et al., 2024). 
The next generations, i.e., Alpha and Beta, will be challenged with creating demand for next-generation 
recruitment technologies. Virtual reality and augmented reality will allow for workplace previews in the 
immersive environment, giving candidates a glimpse of the workplace prior to hiring, leading to improved 
job fit and better recruitment process (Chen et al., 2024). 
Gen Z applicants are concerned about corporate culture. They desire workplaces that share their values, 
including sustainability and ethical business practices, which can be emphasized through online 
recruitment platforms (Williams et al., 2023). 
Generation Z is a digital native; hence, their hiring process must be mobile-optimized and fast, ideally 
through websites such as LinkedIn, Instagram, or TikTok. This forces companies to rethink their hiring by 
embracing the same channels to engage with the young talent pool (Johnson et al., 2023). 
Younger generations like Gen Z and Gen Alpha expect organizations to be at the forefront of adopting 
modern technologies in hiring, as reported by Mark McCrindle et al. (2023). The technologies and 
flexible work arrangements go hand-in-hand with their diversity, inclusivity, and work-life balance. 
Data security and data protection are becoming essential factors because of digital hiring. Recruitment 
platforms need to follow data protection legislations like GDPR so that the information of the candidate is 
secured, and confidence is built (Singh et al., 2023). 
IoT and blockchain are revolutionizing hiring with real-time skill validation and clear credential visibility. 
IoT and blockchain technologies lower fraud during hiring, accelerate background checks, and improve 
technical assessments via live testing (Dawson et al., 2023). 
Automation is simplifying the administrative burden on HR through arranging interviews, giving feedback, 
and responding to mundane queries. Ethical monitoring is significant in preventing AI-based recruitment 
from being unfair and prejudiced (Wilson et al., 2022) 
Algorithmic bias is still a gigantic issue in AI recruitment. While AI saves time and money, it can also 
unknowingly end up favouring some people over the rest and thus still requires effort to be equitable 
(Anderson et al., 2022). 
The application of virtual recruitment events expands as businesses host virtual job fairs where an 
individual can meet a prospective employer and get to know the firm culture while applying in an 
unrestricted geospatial area (Thompson et al., 2022). 
Technologies used for recruitment are evolving, and businesses must be at the forefront of embracing 
innovations such as machine learning and AI to compete in the talent pool (Brown et al., 2022). 
Gen Z and Gen Alpha want adaptable, hybrid working arrangements. Businesses with these to offer will 
draw in the best talent and enhance staff retention. Diversity and inclusion are still top of mind for these 
generations (Taylor et al., 2021; Taylor & Kim, 2021). 
Social media platforms such as Instagram and TikTok are now becoming essential vehicles for luring 
Gen Z, with businesses promoting their culture and job opportunities creatively and in an interesting 
fashion (Miller et al., 2021). 
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By automating interviews, providing instant feedback to candidates, and eliminating redundant interview 
questions, hiring automation saves time. This improves the overall effectiveness of the hiring process 
(Garcia et al., 2020). 
The hiring process has become streamlined, efficient, and cost-effective, along with improving the 
candidate experience through the application of artificial intelligence (AI), applicant tracking systems 
(ATS), and chatbots-from resume screening to interview scheduling. Moreover, predictive analytics plays 
a key role in recruitment, as it helps recruiters select candidates who are likely to succeed by analysing 
past indicators used in recruiting procedures, thus improving hiring decisions over time (Smith et al., 
2021). 
It allows AI, machine learning, and predictive analytics to become effective and merit-based in hiring 
through unbiased judgments in cultural and role compatibility. AI-driven resume screening prioritizes the 
necessary qualifications while making it efficient in candidate testing and exclusion from human bias and 
error by centring around neutral factors such as skills and experience, thus promoting diversity and 
inclusion (Lee et al., 2021). 
 

Objective 
❖ Look into how Gen Z hiring and job-seeking practices are affected by technology. 
❖ Evaluate Gen Z's perception of recruitment, their expectations from HR technology, and the need 

for virtual interviews, gamified assessments, and mobile-centric processes. 
❖ Determine how AI and automation in HR hiring can improve efficiency, guarantee equity, and aid 

in hiring through chatbots and virtual assistants. 
 

Research Design 
This particular research aims to assess the implications of technology on HR recruitment strategies for 
Generation Z (Gen Z) and reflect on the potential development in respect of the same issue due to 
Generation Beta (Gen Beta). It is quantitative research. 
 
Research Questions: 

• How does technology affect HR's recruitment strategies in Gen Z? 

• Which of the technologies is better than the rest for recruiting today's Gen Z? 

• How will the recruitment strategy have to change for the Gen Beta? 
Data Analysis: 
In this research, simple random sampling methods have been used. For Primary data, researchers collect 
data with the help of structured questionnaires to gather information regarding prevailing recruitment 
practices. The main respondents are Generation Z job seekers and employees aged between 18-28 
years who are looking for employment opportunities and HR personnel of major IT industries 
organization.  
Secondary Data Collection- 
Research Reports and Industry Studies Look for information on recruitment technology changes or 
workforce changes in businesses with a specific focus on the workforce statistics of Gen Z and predictions 
on the dynamics of the Gen Beta workforce. Find relevant reports from Gartner, Deloitte, and McKinsey. 
Social Media Analysis: Analyse the content and media engagement, especially job-related content, on 
LinkedIn, TikTok, and Instagram. Popular hashtags like # GenZ Jobs and #Future Of Work. Optimization 
of employer branding and candidate engagement techniques. 
. 

Analysis: 
Quantitative Analysis:  Descriptive statistical analysis based on responses received from respondents. 
Has been described.  
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Graph 1- Depicts the age of respondents. 

The graph is indicative of how 40% of the polled are Gen Z (18-24), followed by Millennials (25-40), who 
comprise the largest amount at 46.7%. This indicates an increasing prominence for technology-based 
recruiting methods for Gen Z and an increasing necessity to fine-tune approaches to hiring the Gen Beta 
moving forward. 
 
 
 

 
Graph 2- Represent the job role in HR. 

With 46.7% of respondents being Recruitment Specialists and 20% being Talent Acquisition Managers, 
technology-driven hiring strategies are essential for optimizing Gen Z recruitment and preparing for Gen 
Beta’s future workforce integration. 
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Graph 3-Depicts the years of experience in HR. 
Since 53.3% of the surveyed possess 1-3 years of HR experience and 26.7% have less than one year of 
experience, technology-based recruitment adoption is a necessity in a bid to engage Gen Z and future-
proof Gen Beta's workforce requirements. 

 
Chart 1-Represent the attract Gen Z candidates in recruitment. 

Technology-driven HR strategies, such as AI-powered hiring (80% LinkedIn usage) and social media 
recruitment (40% Instagram usage), are essential for attracting Gen Z, while blockchain, metaverse, and 
AI-driven career pathing will shape Gen Beta hiring. 
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Chart 2-Depicts the challenges faced in recruiting. 
80% struggle with retaining Gen Z’s interest, 60% with career aspirations & tech expectations, indicating 
AI, metaverse, and personalized career paths will be key for Gen Bet

 
Graph 4- Depicts the thoughts of Gen Z about job applying. 

Gen Z is most concerned with compensation & benefits (40%) and flexible work (40%) over upskilling 
and culture, indicating their need for stability and work-life balance. Gen Beta will require AI-created 
career paths, Metaverse remote work, and blockchain-supported payrolls, forcing HR to use smarter, 
technology-driven hiring practices. 
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Chart 3- Depicts the impactful technologies for recruiting Gen Beta 
Technology is reinventing HR with AI-based recruitment, automation, and virtual reality onboarding for 
Gen Z, setting future talent acquisition strategies for Gen Beta by blockchain and social media alignment. 
 
 

Graph 5- Represent the priorities for Gen Beta in job roles. 
Gen Beta's biggest career concern is a strong work-life balance (46.7%), followed by technology (20%), 
career growth (13.3%). Diversity and sustainability are both 13.3% concerns. These results reflect a shift 
towards flexibility, innovation, and diversity in future workplaces. 
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Graph 6-Represent the challenges in recruiting Gen Beta 
The biggest recruitment challenges of Gen Beta are adapting to newer technology (26.7%) and retaining 
talent post-hire (26.7%). Being aware of career aspirations (20%) and competing for the best talent 
(13.3%) are also challenges. Innovative recruitment techniques (13.3%) will be most crucial to hire and 
retain this generation. 
 
10. What additional technologies or strategies would you suggest for future recruitment targeting Gen 
Beta? 
Recruiting Gen Beta will require AI-driven talent acquisition, immersive hiring via the metaverse, and 
blockchain for transparent credentials. AI-powered job matching, gamification, and neural interfaces will 
personalize recruitment, while decentralized work models like DAOs and tokenized compensation may 
emerge. Skills-based hiring will replace traditional degrees, and companies must highlight ESG 
commitments to attract purpose-driven candidates. Social media, influencer-led recruitment, and AI-
driven career advising will shape job discovery. Automation, remote-first processes, and continuous 
learning integration will be essential for engaging this AI-native generation in a rapidly evolving job 
market. 
Artificial Intelligence (AI) for selecting the right candidate for the job. 
To be more understanding towards candidates and good environment for employees 
Good package 
It would be great if we could adapt and use their psychological needs and career aspirations. 
 

Case Studies 
Examine this selection of companies that are performing quite well in their recruitment of Gen Z, like 
Google, Amazon, and AI-driven recruitment startups. Capture and document their effective strategies, 
tools, and outcomes to reap the best results. Job Market and Recruitment Platform Data Evaluate the 
employment data on LinkedIn, Indeed and Glassdoor along with the time-to-hire metric, application rates, 
and candidate satisfaction to locate the recruitment trends. 
 

Model Sampling 
For this research on the role of technology in HR recruiting Gen Z and shaping strategies for Gen Beta, 
a stratified purposive sampling model will be adopted. The stratified purposive sampling model ensures 
diversity in participants while ensuring relevance; the focus is on those key groups representing 
recruitment activity and technological innovation. 
 
 
 



Dashora, Bhandari, Ghewariya, and Meena (2025)   SSIJMAR, Vol. 13, No. 2 
 

51 
 

Sampling Groups 
Gen Z Candidates (18-26): People who have recently experienced tech-based recruitment processes 
such as AI interviews, online job portals, or social media. It will give information about the candidate's 
experience and preference for technology. 
 
HR Professionals: 
Recruiters and talent acquisition specialists are currently recruiting Gen Z candidates, especially those 
with the use of advanced recruitment technologies, such as AI, automated screening, and virtual 
interviews. They can offer insights into the challenges of recruitment, the adoption of modern 
technologies, and plans. 
 
HR Technology Providers: 
Some companies or startups are offering recruitment technologies such as AI platforms, automated tools, 
and gamification to HR departments. These providers will give insights into what the future of emerging 
technologies brings and how they see HR recruiting strategies changing. 
 
Sample Size: 
Gen Z Candidates have great responses spread across multiple industries. 
 
HR Professionals: 
20-30 participants having experience working on tech-driven recruitment Technology Providers 5-10 
companies that offer recruitment technology. 
This stratified sampling ensures diverse and relevant data from all stakeholders that will allow one to 
understand comprehensive technological trends affecting HR recruiting of Gen Z and Gen Beta. 

 
 

Analysis Technique 
In this modern age, recruiting children of technology with the help of technology has become the norm. 
Trend forecasting is one of the analytical methods that scrutinises the preferences and behaviours of 
Gen Z and anticipates what the Gamma generation might like. Their social media, job application, and 
communication preferences can lend HR teams a developing tech-oriented strategy. Data analytics is 
another essential technique that employs AI and analysis technologies to process enormous amounts of 
data concerning candidate engagement, behaviour, and performance to predict outcomes. Businesses 
can use predictive analytics to prepare for new expectations for recruitment and adjust recruitment 
practices. Sentiment analysis of reviews, feedback, and surveys provides an indicative glass into what 
Gen Z and the young workforce will expect from their work environment. The benchmarking analysis also 
assists HR in knowing how other firms deal with these strategies to recruit young people Lastly, scenario 
planning allows you to visualize your vision on the impact of revolutionary new technology such as VR 
and blockchain integration in interviews and credential verification on the HR strategy of the next 
generations. All these strategies combined offer a chance to evaluate and develop futuristic talent 
intelligence approaches with the help of data collection. 
 

Result 
The review generates some key points regarding the use of technology in Generation Z recruitment and 
the formulation of HR plans for Generation Beta: 
1. Recruitment Efficiency for Generation Z: 
AI technologies like resume filtering, chatbots, and game-based tests streamline and mechanize hiring 
procedures and render them more precise. Gen Z candidates are particularly open to customized and 
interactive hiring procedures facilitated by such technologies. 
2. Impact of Social Media Platforms: 
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These platforms are LinkedIn, Instagram, and TikTok, and they are excellent employer branding and Gen 
Z targeting tools. They are used by businesses that get greater engagement and application from Gen Z 
candidates. 
3. Alignment with Values: 
Gen Z will value organizations that place a strong focus on purpose, sustainability, and inclusivity. 
Employers who use analytics to show their commitment to these areas have a competitive advantage in 
the hiring race for this generation. 
4. Future Expectations of Generation Beta: 
Generation Beta will most probably grow up in a world shaped by virtual reality, blockchain, and artificial 
intelligence and expect an effortless integration of such technologies in the workplace. They will care 
about ethics, sustainability, and meaningful work more than traditional career benefits. 
5. Challenges in Technological Adoption: 
Though technology has potential in numerous ways, there are problems such as algorithmic bias, data 
privacy, and the risk of losing the human touch in automated processes. Organizations need to solve 
these problems in order to gain trust and engagement with future generations. 
 

Discussion 
he main reasons for Generation Z to advocate for flexibility in recruitment processes, an online 
environment, and workforce with a purpose, among others. Those organizations adopting AI and social 
media-enabled engaging, effective, as well transparent recruitment processes have a better standing 
while attracting and retaining Gen Z talent. 
In the coming years, Generation Beta is going to challenge and also create new opportunities for HR. 
Growing in a period of hyperconnectivity and digital saturation will reshape the expectations Gen Beta is 
going to have around the workforce. Such modern technologies as the metaverse, virtual reality, and 
blockchain will form the main basis of engagement with this generation. Some examples of technologies 
that make onboarding through VR sessions and hiring with blockchain-verified credential authentication 
include the following: frictionless and transparent hiring processes. 
Increased use of technology creates operational and ethical challenges for HR professionals. Algorithmic 
bias causes discrimination in the hiring process if left unchecked. Automation takes away the human 
element from an HR process. Therefore, organizations have to balance the efficiency that technology 
brings with human, personalized approaches in order to counter these risks. 
 
These societal issues have an overwhelming impact on young people like Z and Beta: climate change, 
social justice, and ethical leadership. Businesses that will therefore integrate sustainability and purpose 
in their technology plans will be even more prominent to those generations. 
To summarize, briefly, this research highlights the dual nature of the technology as both innovator and a 
perishable concern. As one way of ensuring future relevance through the strategic transformation of their 
HR practices, companies must embrace adaptive, inclusive, and ethical technology integration to meet 
the changing expectations of Generations Z and Beta. 
 

Implications of the Study: 
This research offers useful insights to researchers, organizations, and HR professionals regarding how 
to utilize technology in hiring Generation Z and preparing for the workforce needs of Generation Beta in 
the future. 

• Practical Implications for Organizations: 
Companies can enhance the recruitment of Gen Z job applicants and optimize their recruitment process 
using AI, data analytics, and social media. Companies with mission, values, and sustainability-focussed 
work cultures will more closely align with the values of Gen Z and Gen Beta, becoming more powerful 
employee brands and reducing turnover. 
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Virtual reality, blockchain, and the metaverse are some of the trending technologies that can assist HR 
departments to create advanced recruitment and engagement tactics to recruit Gen Beta and transition 
into a digitally native workforce easily. 

• Policy Implications for HR Practices: 
The policy-making personnel and human resource managers require dealing with the concerns on 
algorithmic bias and privacy of data with regard to AI and other information technologies. There will be 
faith created between candidates and possible employees through establishing ethics of AI and what can 
be termed as openness in the selection processes. 

• Implications for Workforce Development: 
The focus on digital skills and flexibility puts a high value on the importance of organizations investing in 
upskilling activities among employees and HR professionals. Organizations must take into account 
flexible work arrangements and personalized career development plans to address the dreams of Gen Z 
and Gen Beta. 

 

Limitation 
The findings highlight how technology is transforming HR practices. For Generation Z, technology is 
crucial in aligning recruitment processes with their desires for flexibility, digital engagement, and 
meaningful work environments. Companies that utilize AI and social media to create engaging, efficient, 
and transparent recruitment experiences are more likely to attract and retain Gen Z talent. 
There are numerous expectations and challenges ahead for the HR professionals of tomorrow. As Gen 
Beta matures in a hyperconnected and digitally immersed world, it will start to alter the expectations from 
the workforce. Emerging technologies like the metaverse, virtual reality, and blockchain will be crucial to 
engaging this generation. For instance, technologies can help deliver seamless and transparent 
recruitment experiences through VR-powered onboarding and blockchain-verified credential verification. 
So, while tech adoption is making HR practice under the limitations of ethics and operations, algorithmic 
bias, if unchecked, would skew recruitment results, while over-persistence of automation could rob HR 
processes of their human touch. Organizations should therefore be in search of a balance in order to 
sustain their effectiveness with regard to technology as well as methods being customized and centred 
on humans. In brief, the findings point out technology's two-fold role as a driver of innovation and threat 
that must be managed with caution. In preparing their HR approaches for the future, companies must 
embrace a nimble, participative, and ethical framework to incorporate technology in a manner ensuring 
they can serve the evolving aspirations of Generation Z and Generation Beta. 
 

Conclusion 
The role of technology within HR recruitment for Gen Z, and as a driver of Gen Beta planning, is set to 
offer revolutionary and pivotal advantages. With a growing acceptance of digital tools and platforms by 
organizations, technology offers great scope to simplify the recruitment process, enhance candidate 
experience, and attract the best Gen Z and Gen Beta talent. Gen Z is conditioned to function as Gen Z 
with high technology-based affinity in their formative years in conjunction with online engagement, mobile-
first contexts, and AI-facilitated processes. Thus, as technologies are rapidly changing, recruitment 
initiatives in the HR functions should leverage such changes. HR recruitment of Generation Beta will most 
probably incorporate even more sophisticated technologies like virtual and augmented realities, which 
provide future employees with the chance to analyse jobs from their point of view or, on the other hand, 
greater use of machine learning to be able to forecast the chances of success of applicants on the basis 
of their behavioural patterns and profiles. Whereas HR remains agitating, with trends moving with the 
contemporary technology, generations anticipate quick and smooth recruitment processes. For it to meet 
these demands, human resource managers are responsible for implementing AI automation combined 
with machine learning for the enhancement of the recruitment process. All of these improve capabilities 
to make it less complicated to address the logistical undertakings of acquisition in bulk quantities. For 
Gen Z's case, instant feedback, interviewing at their own convenient time, along with job suggestions 
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based on their profile and activity history, are a requirement. These innovations also assist in the 
eradication of biases within hiring processes. As far as the next generation is concerned, Gen Beta 
entering the workforce, the hiring processes will need to go through changes like the implementation of 
predictive analytics and other developments to identify the best candidates as well as those that would 
be appropriate for the company for a longer period of time. By employing additional information about the 
data presented as well as the employee performance indicators, the HR department can and will 
implement a new strategy for hiring that would serve everyone better for the next generation. 
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