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Introduction
There has occurred many changes in HR recruitment and the adoption of staff recruits. In the past companies relied on traditional interviews when recruiting for new workers to fill any vacancy that was declared to be available by the company. The recruiting managers were tasked with the job of hiring for the company and believed not to have biasness.  However, no one could be sure that these hiring managers could carry out this exercise without being bias. Also, many of these managers are most of the times busy and would rather get involved in some other critical company activities (O'Meara & Petzall, 2013). Therefore, there is a need to have the human resource department adopt to new technologies that would help them become effective. The HR department has then adopted to new tech which uses robots to handle each and every job applicant (Gueutal & Stone, 2005). It asks critical questions succinctly with no emotion, no bias as well as no preconceived notions. The recruiting process has been tedious, time consuming and expensive to carry out. However, technological advancements have come to challenge this convention since it has made the recruiting process smooth.
Significance of the Study
There has been realized changes in the HR recruitment and adoption of staff recruitments. These trends and issues within the HR recruitment and adoption of staff recruits are significant in the field. One of the importance of these trends is that of making hiring managers to make sound business decisions. They rely on the results that are tabulated by these new technologies. (O'Meara, et al., 2013). The technologies reach for their data without any bias. This makes the department of human resources to be effective in hiring new employees. Also, this study will highlight on issues that are facing HR recruitment as well as the adoption of staff recruits. When the recruiters will be notified of the trends and issues within their area of operation they will be prepared in advance to tackle them carefully. 
Literature Review
Technology developers have been looking for ways through which the technology could be integrated in the hiring process. In the past the recruitment process has been contacted by the hiring managers. The managers have been calling for interviews which have been attended by the people who have been proved to have qualified. The potential employees have been pointed out after the hiring managers have gone through the CVs submitted by the potential workers (Pomffyova, 2018). However, this process has appeared to be tedious, time consuming as well as expensive to carry out. The process has also been having issues such as biasness among others which have negatively impacted the process. Therefore, it is this challenges that have caused there to be a need to have some changes instituted within the process. 
There is a need for all job applicants to get a fair treatment as well as having their application and interview process being free of unconscious bias or the moods of the recruiters. At times, during the traditional recruitment process, a job applicant could be exposed to unconscious bias or be treated unfairly due to the recruiter’s mood (Human Resource Planning Society, 2009). Also, the job applicants get a chance to prove their personality traits as well as their soft skills in an objective environment where they feel secure and calm (Hughes, 2002). 
There are various recruiting tools that have been developed to bring changes in the way the recruitment process has been carried out in the past. This recruitment tools have made the recruiting departments or industry to shed the old fashioned habits and try to get some potentially game-changing approaches which are tech-driven (Boxall & Purcell, 2016). These new recruitment methods have come at a time when the human resource departments are facing a lot of pressure due to a robust job market as well as pressure from the economy (Boxall, et al., 2016). 
The following are the some of the Emerging Trends in Recruitment Industry:
Predictive Analytics
The predictive analytics can be used by the employers to carry out analysis on the current workers. They can help in pointing out top performers as well as predicting the employees who could possibly be translated into high-performing employees in the company (Prathyusha, 2019). Every company needs to have onboard employees who are performing highly as expected of them buy the management. Through predictive analysis the employers can even employ the tech to review more advanced data, rather than having them analyze time-to-fill and cost-per-hire (Prathyusha, 2019). For example, the managers can apply the tech to track the rates of retention and success indicators which have been shown by the high-performers and then apply such data to carry out the hiring process. 
Predictive analytics have also been incorporated into the tools which the talent managers have been applying on a regular basis. For instance, the  applicant tracking system which entails machine learning as well as the predictive analytics which offers some insights into factors such as forecasting start dates, employee tenure and career growth (Prathyusha, 2019). This is a trend that has been helping the recruiting members of a company to find out the hiring needs and the recruitment life cycle which together assists them to successfully bring onboard the kind of employees that are required for the various positions (Manjula, 2016).
Chatbots
Chatbots have been incorporated into the hiring process in order to make it successful. There has been a rapid growth of the instant messaging as well as the automated chatbots that have been integrated into the applicant tracking systems and human resource information systems ( Ibrahim & Hassan, 2019). It is this tech changes that have allowed the recruiting and the human resource to start scaling their workflow processes. For example, scheduling of interviews in the past has been time-consuming yet it is a critical task. In the past, the recruiters used to make multiple phone calls and e-mails in order to reach out to the job applicants. This process has made the HR not to scale up their work processes in the past (Prathyusha, 2019). However, with the introduction of the chatbots, the recruiters have been able to link them with a calendar after which they have texted a job applicant to respond if he or she is interested in setting up an interview. 
These chatbots have the potential of indicating the schedule showing the times as well as dates which the interested candidates can choose time that are fit for them or that are in accordance with their time schedule. Through such potentials, this trend has saved all parties time as well as frustrations and allowed the recruiters to scale their processes (Ibrahim, et al., 2019).  Also, these chatbots categorizes the job applicants into various categories. This is because it gives way for a non-linear flow which captures the unstructured data which the IT systems have not been picking on (Ibrahim, et al., 2019). It is this unstructured data that helps in the identification as well as screening of the right candidate for the job.
Enhanced Vetting
It is important for the job recruiters to extensively carry out background checks of the potential candidate. Recruitment process varies from one organization to the other depending on the size and the budget allocated for the process (Ibrahim, et al., 2019). However, there are steps which are mandatory to be conducted by the HR. the first thing is that of screening the candidates, for instance, the HR can use a phone call in order to test for the communication skills since it will paint a vivid picture of what to expect from the potential candidate.
When the job applicant passes the communication step, the HR should issue a test which is relevant to the job position that is declared vacant. After having passed this point, the recruiter will have to call for a meeting which could take the form of in-person or video call if the job is remote (Manjula, 2016). It is through this steps that the recruiters are in a position to point out the job applicants who are having the values and understands the culture in which the company is based on. 
Artificial Intelligence
There has been wide application of artificial intelligence across the business landscape. The work of the human resource as well as the recruitment team have been highly impacted by these changes. There has been a need to have the hiring process being automated in order to increase the effectiveness of the process. Artificial intelligence has been able to create great efficiencies for the recruiting teams as well as offering the job applicants with an improved experience (Dineen & Soltis, 2011). Some of the artificial intelligence technologies that are integrated in the recruitment process are the ability of computers to understand as well as respond to human language, machine learning and natural language processing (Dineen, et al., 2011).
The job applicant databases have grown to high levels. Therefore, there has been an urgency of integrating technological innovations that could help in handling this increasing volume of job applicants’ data (Prathyusha, 2019). Some of these innovations utilizing AI in resolving this mystery include:
Algorithms
With the recruiters having in place trained algorithms, they will be able to have the right candidate for the job re-surfaced within a matter of seconds. This is not what used to happen in the past. The traditional recruitment process used to have the recruiters going through the data in search for an applicant whom they think fits for the job roles (Ibrahim, et al., 2019). This extra time that was used in recruitment process is now used to know much about the job applicant.
Match and Response
Through the application of the “match and response” tech, the recruiters can now identify and respond to the candidates who are at the top faster than they used before.
Texting
The number of people having phones has been on the rise during this decade. Many human resource professionals have then resulted into integrating texting into their hiring process. For instance, Jobvite acquired Canvas which is an enterprise which offers text-based recruiting platforms. Canvas utilizes a chatbot to collect initial information regarding the job applicants before having the human recruiters take over (Ibrahim, et al., 2019). Engagement within the hiring process has been made possible through application of advanced text, chatbot and artificial intelligence technology. This has been helpful in the recruitment process since it has been assisting the recruiters in leveraging machine learning in order to empower highly scalable human-to-human conversations. 
Issues
There has been experienced various issues when it comes to the integration of new tech-driven styles of recruitment. Some of these issues include:
Understanding and Using Analytics Effectively
The process of sorting through as well as harnessing data which had been collected via the human resource information systems as well as other different kinds of technologies can prove to be difficult for the human resource managers (Adams Leventhal & Connelly, 2012). With that having been said, it is clear that it might become a blockade to make sense of the information or data already collected regarding the job applicants. 
Finding the Candidate for a Certain Position
At times it might prove to be not easy to find a job applicant who meets the requirements for a certain position (Chan & Kuok, 2011). The human resources professionals finds themselves stuck at times when they are not receiving CVs from job applicants who meet the requirements of the various positions advertised. However, this has become worse as the competition for key performers continues to heat up. 
Lack of Sufficient Resources
At times the human resources professionals might lack enough resources to carry out the process of recruitment successfully. Some HR departments might be allocated work that they cannot be able to carry out with the current resources allocated (Hughes, 2002). Therefore, some of these recruiters or human resource professionals have resulted to making use of the free job boards or employing traditional recruiting channels (Human Resource Planning Society, 2001). This presents the issue of having difficulties in finding a qualified candidate.   
Hiring Fast
The recruiting teams might be under pressure to have a vacant position occupied. This is because a delay in hiring costs money and delays operations as well (Catano, 2010). However, when the hiring team carries out the recruitment process fast they might end up hiring the wrong candidate and therefore messing the company’s operations.
Research Questions
1. What are the current trends in HR Recruitment and adoption of staff recruits?
2. What are the issues facing the HR recruitment and adoption of staff recruits?
Hypothesis
1. Null hypothesis: More than 70% of the organizations have been negatively impacted by the current trends in recruitment and adoption of staff recruits.
2. Alternate hypothesis: More than 70% of the organizations have not been negatively impacted by the current trends in recruitment and adoption of staff recruits.
Method (Survey)
The data to be collected in this research will be conducted through a survey. The form of survey to be employed in this research study will be e-surveys. At first I will collect data from HR for different companies after which I will send the e-survey containing the relevant questions. The e-survey will contain a section where the HRs will be required to click in order to show that they have agreed with the terms and conditions that will be indicated in the e-survey. 
The participants will be allowed to fill in the surveys at their own time after which they will reply the email with the already filled e-form. However, there will be a certain time period within which this responders will be required to have returned the filled e-forms, a period of 30 days. 
The respondents will also be notified that the data that they will provide will be taken in for study purposes only. Also, their anonymous will be guaranteed and that their details will be safely located in folders which will be guarded by using strong passwords. Also, the respondents will be notified about the course of the survey and that it will be solely for education purposes. Therefore, those who will take part in the survey process should not expect any rewards either in form of monetary value or any other form of rewards.
The sample size will comprise of 1000 major companies. The researchers will employ the use of probability sampling in selecting the HRs to take part in the study. A probability sampling method is a method that utilizes some kind of random selections. However, there will be a process that will assure that the different HRs have the same probability of being chosen to take part in the process. In order to ensure that all these HRs have equal probabilities of being picked to take part in the process, the researchers will employ the use of stratified random sampling (Rea & Parker, 2005). Stratified random sampling involves dividing the population to be studied into homogeneous subgroups after which a simple random sample is picked from each subgroup.
Limitations/delimitations of the Method
The survey methods has delimitations which are as follows:
1. They are relatively easy to administer.
2. Is not time-consuming compared to other data collection methods.
3. Can be administered remotely for the case of e-mail surveys (Wright, 2005).
4. Standardized surveys are relatively free from several kinds of errors.
The following are the limitations of the survey method:
1. Surveys which have closed-ended questions might have a lower validity rate.
2. Some respondents might not be fully aware of their reasons for any given answer since there might be lack of memory on the subject.
3. Some respondents might feel uncomfortable while providing answers that present themselves in an unfavorable way (Rice Winter Doherty & Milner, 2017).
4. Survey answer options might lead to unclear data since the different options might receive different interpretations.
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