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Abstract: This research delves into how Big Data is changing the way we see the usefulness of 

recruitment processes. It examines how data-driven insights influence decisions made during 

recruitment by looking at factors such as Volume, Variety, Velocity, Value, and Veracity. The study is 

based on in-depth interviews with 11 HR professionals with experience in using Big Data tools. It 

explores how these professionals view the value of Big Data in improving recruitment outcomes, their 

thoughts on data privacy and ethical considerations, and the broader implications for recruitment 

practices. The findings offer valuable insights into the transformative power of Big Data in optimizing 

recruitment processes and provide practical recommendations for HR practices to leverage data 

effectively. 
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1 Introduction 

The concept of Big Data, initially introduced by Roger Magoulas in 2005 and further explored by 

Madden, refers to extensive datasets that overwhelm traditional data management systems. 

Characterized by the "three Vs" – volume, velocity, and variety, as defined by Doug Laney in [1], Big 

Data has gained significant traction due to technological advancements, including affordable storage 

solutions and increasingly sophisticated data generation tools [2]. 

The rise of Big Data has empowered organizations to adopt data-driven decision-making strategies. By 

leveraging Big Data Analytics (BDA) and machine learning algorithms, organizations can extract 

valuable insights from these massive datasets, optimizing operations, informing strategic decisions, and 

achieving a competitive edge. For example, in the transportation industry, BDA can be employed to 

predict traffic patterns, leading to improved route planning and enhanced safety measures [3]. 

The transformative potential of Big Data extends across various sectors, including human resources 

(HR). By integrating diverse data sources, HR departments can gain deeper insights into employee 

behavior, job market trends, and overall organizational performance. This enhanced data understanding 

empowers HR to refine recruitment processes, improve employee retention, and optimize workforce 

management strategies [4]. 

As organizations increasingly embrace Big Data, the challenge shifts from merely implementing 

technological solutions to cultivating a data-centric organizational culture [5]. By adapting internal 

processes and developing the necessary skillsets, companies can fully harness Big Data's potential to 

drive innovation and growth. Research underscores that the impact of Big Data extends beyond 

technology, influencing organizational culture and transforming decision-making processes [2]. 

In the realm of Human Resource Management (HRM), Big Data has revolutionized traditional 

practices, transforming HR from a largely administrative function to a strategic driver of organizational 

success. By leveraging Big Data's volume, velocity, and variety, HR professionals can enhance 

recruitment, talent management, training, and employee retention efforts [6]. Predictive analytics, for 

example, enable organizations to anticipate employee turnover, assess engagement levels, and align HR 

strategies with corporate objectives, resulting in greater operational efficiency and a more engaged 

workforce [7]. 

Moreover, Big Data plays a crucial role in advancing diversity and inclusion initiatives by identifying 

gaps in representation and fostering a more inclusive workplace environment. These efforts, in turn, 

contribute to higher employee satisfaction, creativity, and overall organizational performance [8]. 

Despite these benefits, challenges such as data privacy and ethical considerations must be carefully 

addressed [9]. 

Ultimately, Big Data is reshaping HRM, providing organizations with a competitive advantage and 

solidifying its role as a pivotal element in shaping the future of business strategy [10]. 

The primary objective of this research is to examine the relationship between Big Data and the 

perceived value of human resource functions. This paper is organized into three parts. The first part 

offers a comprehensive literature review of user-generated content. The second part details the research 

methodology employed. The third part analyzes the research results and explores their theoretical and 

managerial significance for the field of human resource management. 
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2 Literature review  

2.1 Big Data 

Big data constitutes a contemporary technological paradigm focused on extracting economic value from 

extensive and diverse datasets through rapid data capture and analysis [11], [12]. The "5Vs" model, 

comprising Volume, Variety, Velocity, Value, Veracity, has been employed to characterize this 

emerging field. Empirical research has subsequently validated the strong association between these big 

data dimensions and perceived usefulness [13], [14]. 

2.1.1 Volume  

A significant challenge in the field of big data is the effective management and analysis of massive 

datasets. Data volumes have grown exponentially, surpassing petabytes and exabytes, with projections 

indicating a 50-fold increase by 2020. This massive scale of data, accumulated by organizations, 

necessitates robust processing, analysis, and utilization to extract valuable insights. As enterprises 

amass increasingly larger datasets, effectively managing and leveraging this scale of data becomes 

critical for gaining a competitive advantage and unlocking meaningful knowledge [15], [16], [17]. 

2.1.2 Variety 

Big data encompasses a wide array of data types and formats, ranging from structured to unstructured. 

This diverse data can originate from various sources, including text documents, images, audio 

recordings, video clips, user clickstreams, sensor readings, and system logs. While traditional data 

management systems often rely on structured relational databases, the majority of contemporary data 

generated by organizations is semi-structured or unstructured. Advanced big data technologies 

facilitate the seamless integration and analysis of this heterogeneous data, empowering businesses to 

derive valuable insights from a multitude of information sources [15], [16], [17]. 

2.1.3 Velocity 

Velocity in the context of big data refers to the speed at which data is generated, captured, and 

processed. This rapid inflow of data, sourced from diverse origins such as sensors, video streams, and 

websites, demands real-time or near-real-time analysis to maximize its potential, especially in time-

sensitive applications such as fraud detection. However, maintaining data consistency, completeness, 

and low minimal delay in these dynamic data streams poses significant challenges. High-performance 

computing resources, including cloud-based infrastructure-as-a-service solutions, provide the 

necessary infrastructure to efficiently handle and analyze streaming data, empowering organizations to 

respond promptly to critical information [15], [16], [17]. 

2.1.4 Value 

Data value signifies the potential utility derived from analyzing data. It addresses the fundamental 

question: Is the investment of time and resources in data analysis worthwhile? This aspect is 

paramount as the value of data is inherently tied to its ability to contribute meaningfully to processes, 

activities, or predictive analysis [15]. The value of data is related to the nature of the events or 

processes it represents—whether stochastic, probabilistic, regular, or random—which may influence 

the required extent of data collection or long-term storage for future analysis. Furthermore, data value 

is closely intertwined with volume and variety [15], [16], [17]. Extracting actionable insights from 

large, heterogeneous datasets necessitates advanced technologies such as Hadoop, Spark, NoSQL 

databases, and sophisticated methodologies to generate outcomes that benefit both businesses and 

academia. 
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2.1.5 Veracity 

Veracity refers to the quality, reliability, and credibility of data, including factors such as data noise 

and accuracy. These factors significantly influence the analytical approach and the time required for 

decision-making. The trustworthiness of data is crucial for leaders to make informed decisions, 

particularly when extracting accurate correlations from large datasets. However, a significant 

challenge persists as many leaders express doubt in the data used for critical decisions, especially 

given the increasing volume and diversity of data sources. Big data platforms address this challenge by 

employing advanced tools and techniques to filter through vast datasets, ensuring that only accurate 

and reliable data is used to drive meaningful analysis and decision-making [15], [16], [17]. 

 

2.2 perceived usefulness  

The successful adoption of Big Data technologies hinges on individuals' perception of their usefulness. 

Perceived Usefulness (PU) is defined as the degree to which an individual believes that a particular 

technology can enhance their job performance [13], [18], [19]. This perception is a key driver of 

technology adoption, as it fosters a belief in the potential benefits and positive outcomes associated 

with its use [20]. Bhattacherjee [21] further emphasized that PU influences users' readiness to engage 

with new technologies by shaping their expectations of the value they will derive. Gong et al. (2004) 

[22] refine this notion, suggesting that PU embodies a user's belief in a technology's ability to improve 

efficiency and meet job-related requirements. 

Perceived value is another critical factor in the adoption of Big Data. This concept is multifaceted, 

encompassing both comparative and benefit-sacrifice dimensions. The comparative dimension 

involves evaluating the perceived benefits of technology, such as enhanced insights and improved 

decision-making, against the associated costs, time, and complexity [23], [24]. While data quality, 

actionable insights, and processing speed are commonly recognized benefits, a comprehensive 

assessment of Big Data's value should consider its broader impact on various organizational aspects. 

 

Building upon the foundational knowledge established in the literature review, this study proposes a 

conceptual framework, as depicted in Figure 1. These hypotheses investigate the impact of volume, 

variety, velocity, value, veracity. 

 

 

 

 

 

 

 

 

 

 

 

Fig -1: Conceptual framework of the study 
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3  Methodology 

This qualitative study investigated the influence of Big Data dimensions on perceived usefulness 

within the HR sector, focusing specifically on the recruitment process. To achieve this, individual in-

depth interviews were conducted with professionals experienced in HR functions within Moroccan 

companies. 

Semi-structured interviews were used to examine participants' decision-making processes, engagement 

with Big Data analytics, their perceptions of data quality and relevance, and how Big Data insights 

affect their hiring strategies and recruitment outcomes (see Table 1). These interviews, conducted 

either face-to-face or online, were audio-recorded with participants' consent and subsequently 

transcribed for detailed analysis. 

Thematic analysis helped identify recurring patterns and themes within the transcribed data, offering a 

comprehensive understanding of Big Data’s role in shaping hiring decisions. To enhance the reliability 

of the findings, member-checking and peer-debriefing techniques were employed (see Table 2). 

Ethical considerations were maintained rigorously throughout the study. Informed consent was 

obtained from all participants, and their confidentiality and anonymity were strictly preserved. 

Through this qualitative approach and robust methodological framework, the study provides critical 

insights into the impact of Big Data on perceived usefulness in HR, highlighting how data-driven 

insights can inform recruitment processes and support more strategic hiring practices in Moroccan 

companies. 

 

Table 1: Responders Profiles 

 

Profile Gender Years of 

Experience 

Position Estimated Interview 

Length 

1 Male 12 HR Director 45 minutes 

2 Female 8 HR Manager 35 minutes 

3 Male 5 HR Generalist 30 minutes 

4 Female 3 Talent Acquisition Specialist 50 minutes 

5 Male 7 HR Specialist 35 minutes 

6 Female 11 HR Responsible 30 minutes 

7 Male 6 Recruitment specialist  40 minutes 

8 Female 9 HR Analyst 35 minutes 

9 Male 13 HR Director 45 minutes 

10 Female 4 Talent Acquisition Specialist 20-30 minutes 

11 Female 10 HR Training & Development Manager 30 minutes 

 

4 Analysis and discussion of the results 

The examination of the results has uncovered several significant findings concerning the relationship 

between Big Data and perceived usefulness. These findings delve into the five core components of the 

5V Model: Volume, Variety, Velocity, Value, and Veracity (see Table 2). 

 

 

 

 

 



International Journal of Economic Studies and Management (IJESM) - ISSN 2789-049X 

   
 

   

http://www.woasjournals.com/index.php/ijesm 1389 

 

 

Table 2: Results 

Volume 
 

"With such a large volume of data at our 

fingertips, we can identify candidate patterns 

and trends across various roles. This insight 

is essential for refining our recruitment 

strategy and making smarter hiring choices." 

P1 

High - Strategic recruitment decisions 

"The vast data we now have access to means 

we can assess candidates on a broader scale, 

considering more variables. It’s made our 

hiring process not only faster but also more 

precise." P5 

High - Enhanced candidate evaluation 

"The data volume we manage allows us to 

analyze historical hiring trends and predict 

future needs. This ability to leverage Big 

Data means we’re making more effective 

matches and reducing turnover." P11 

High - Improved candidate matching 

   

Variety 

"The range of data we can analyze, from 

resumes to behavioral assessments, allows us 

to tailor our approach to each role and 

candidate. This variety is a game-changer in 

making informed, context-specific hiring 

decisions." P3 

High - Contextualized decision-making 

"Accessing different types of data, like 

candidate engagement metrics and skill 

assessments, gives us a richer picture of each 

applicant. This diversity in data sources has 

brought new depth to our recruitment 

process." P8 

High - Enhanced candidate profiling 

   

Velocity 

 

"The speed at which we can now access and 

process data is a game-changer. It allows us 

to respond to candidate applications in real 

time, giving us a competitive edge in 

securing top talent." P2 
 

High - Faster candidate response 

"Real-time data processing means we’re no 

longer waiting days to evaluate applicants. 

Instead, we can make quicker, more informed 

hiring decisions, which streamlines our entire 

recruitment workflow." P9 

High - Streamlined decision-making 

   

Value 

 

"The real value in Big Data comes from its 

ability to guide our decisions with precision. 

By using data-driven insights, we can 

prioritize candidates who align most closely 

with our business needs and values." P7 
 

High - Targeted candidate alignment 
 

 

"Big Data provides value by highlighting 

candidates with specific skills and 

experiences that we may have otherwise 

overlooked. This helps us make hires that 

High - Enhanced candidate quality 
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are both high-quality and strategic." P10 
 

"The true worth of Big Data is in how it 

transforms raw information into actionable 

insights. It allows us to predict hiring 

outcomes and minimize risks, ensuring a 

more effective recruitment process." P1 
 

High - Predictive hiring outcomes 

 

   

Veracity 

 

"Big Data veracity is essential in 

recruitment. Knowing that our data is 

accurate and reliable means we can make 

more precise assessments, reducing the 

likelihood of hiring mismatches." P4 
 

High - Precise candidate assessments 

"The accuracy of the data we rely on is 

critical. High-quality, verified information 

helps us make decisions with confidence, 

ensuring we’re selecting candidates who 

truly match our criteria." P6 
 

High - Reliable candidate selection 
 

"With Big Data, we need to be sure we’re 

working with clean, trustworthy data. 

Verifying data quality allows us to filter out 

inconsistencies and focus on genuine 

insights, which adds real value to our hiring 

process." P8 
 

High - Trustworthy recruitment 

insights 
 

 

 

Big Data has become a critical factor in optimizing recruitment processes. HR professionals 

increasingly recognize the potential of Big Data's five dimensions - Volume, Variety, Velocity, Value, 

and Veracity - to enhance recruitment efficiency, accuracy, and insightfulness. Ultimately, the 

effective application of Big Data can positively impact the perceived effectiveness of hiring decisions. 

 

The volume of data available has a significant impact on the perceived usefulness of recruitment 

processes. HR professionals leverage large datasets from diverse sources to conduct comprehensive 

assessments of candidate pools. By analyzing these vast amounts of data, recruiters can make more 

informed and accurate hiring decisions. The ability to effectively manage and process substantial 

volumes of data significantly improves the overall efficiency and effectiveness of the recruitment 

process. 

 

Data variety significantly contributes to the perceived usefulness of recruitment processes. By 

incorporating a diverse range of data sources, including resumes, assessments, and online profiles, HR 

professionals can gain a comprehensive understanding of each candidate. This variety allows 

recruiters to analyze a full picture of an applicant's skills, experience, and potential, beyond traditional 

metrics such as years of experience or educational qualifications. This holistic approach enables more 

accurate assessments of candidate fit and potential, leading to improved decision-making and 

increased confidence in the hiring process. Ultimately, data variety empowers HR professionals to 

make more informed and effective hiring decisions, positively impacting the perceived usefulness of 

data-driven recruitment. 
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Data velocity plays a crucial role in ensuring the timeliness of recruitment decisions. By enabling 

high-speed data processing and analysis, HR professionals can gain real-time insights into candidate 

pools and market trends. This rapid access to information empowers recruiters to make prompt 

decisions, especially for roles that require immediate placement. High data velocity can significantly 

shorten recruitment timelines, reduce time-to-hire, and prevent the loss of top talent due to delays in 

the hiring process. Ultimately, data velocity contributes to the perceived usefulness of recruitment 

processes by enabling timely and efficient decision-making. 

 

Data value significantly influences the perceived usefulness of recruitment processes. By focusing on 

data that provides actionable insights relevant to recruitment goals, HR professionals can make more 

informed and strategic hiring decisions. Valuable data can offer insights into candidate fit, predict job 

performance, and identify skill gaps. This targeted approach enhances the effectiveness of recruitment 

by aligning hiring decisions with organizational needs. Ultimately, data value drives the perceived 

usefulness of recruitment processes by providing actionable insights that lead to better hiring 

outcomes. 

Data veracity plays a critical role in ensuring the accuracy and reliability of recruitment data. By 

prioritizing data accuracy and minimizing bias, HR professionals can make more informed and 

trustworthy hiring decisions. Veracity enhances confidence in data-driven assessments, as recruiters 

can rely on high-quality data to evaluate candidate fit, predict performance, and identify potential. 

Ultimately, data veracity contributes to the perceived usefulness of recruitment processes by ensuring 

that the insights derived from data are accurate, reliable, and free from bias. 

 

This research highlights the significant influence of Big Data's five key dimensions—Volume, 

Variety, Velocity, Value, and Veracity—on improving recruitment processes. By harnessing these 

dimensions, recruiters can enhance their strategies, refine candidate assessments, and make more 

informed hiring decisions. Future studies could delve deeper into how these dimensions interact to 

optimize recruitment outcomes, providing valuable insights into the role of Big Data in contemporary 

talent acquisition. 

5 Conclusion  

5.1 Theorical implication 

This research seeks to make a substantial contribution to our understanding of how Big Data 

influences perceived usefulness within the recruitment sector. As the era of Big Data unfolds, 

providing an unprecedented wealth of information, this study will illuminate the evolving landscape of 

recruitment practices. It will emphasize the intricate relationship between data utilization and its 

effectiveness in decision-making processes. 

 

Furthermore, by exploring Big Data's impact on perceived usefulness, the research will enrich the 

existing body of knowledge on talent acquisition. It will examine the extent to which HR professionals 

rely on data-driven insights to identify and attract suitable candidates. This exploration will contribute 

to broader discussions on Big Data and Usefulness [2], [3], [13], [14], [25], [26], [27]. 

 

Additionally, by assessing the impact of Big Data across diverse organizational and industry contexts, 

this research may refine and expand current frameworks and theories within the fields of human 

resources and recruitment. 
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5.2 Managerial implications  

This research provides valuable insights for recruitment industry professionals, offering practical 

implications for HR departments and recruitment agencies. By understanding how Big Data enhances 

the perceived effectiveness of recruitment processes, organizations can refine their data-driven 

strategies. This enables them to leverage analytics to optimize candidate selection and engagement, as 

well as improve employer branding. 

 

Moreover, the research informs the development of recruitment metrics that align with organizational 

goals and values, facilitating more effective talent acquisition. Additionally, the study illuminates 

factors influencing the accuracy and relevance of data in recruitment decisions. This enables 

companies to monitor and manage their data-driven strategies more effectively, supporting the 

development of initiatives aimed at candidate engagement and fostering positive candidate 

experiences. 

 

Furthermore, the research highlights the importance of data variety and veracity in recruitment. This 

information can be valuable to policymakers and industry regulators in developing guidelines to 

protect candidates from biased or misleading information and promote fair hiring practices. Lastly, the 

research assists HR professionals in enhancing the candidate experience by identifying key factors 

valued by job seekers. This enables businesses to tailor recruitment efforts to attract the most suitable 

talent, ultimately improving overall recruitment outcomes. 

Conclusion 

This study explored the impact of Big Data on perceived usefulness within the recruitment sector. The 

five-dimensional model of Big Data, encompassing volume, variety, velocity, value, and veracity, was 

employed to assess its influence. A qualitative research approach involving HR professionals and 

recruitment managers was utilized to gather empirical data. 

 

The findings indicate a strong correlation between all Big Data dimensions and perceived usefulness. 

However, the research also highlighted the potential for cognitive biases to influence data-driven 

decision-making in recruitment.  

 

Big Data serves as a valuable tool for recruiters to construct objective candidate profiles. To maximize 

the benefits of data-driven insights, recruitment organizations should promote the use of advanced 

analytics techniques, such as predictive analytics, and incorporate candidate feedback into their 

decision-making processes. 

 

This research contributes to the recruitment literature by demonstrating the significant impact of Big 

Data accessibility on the cognitive evaluation of recruitment processes and subsequent hiring 

practices. By understanding the intricate relationship between Big Data and perceived usefulness, 

organizations can optimize their recruitment strategies and make more informed hiring decisions. 

 

6 Limits of the study 

 

While this study provides valuable insights into the impact of Big Data on perceived usefulness, it is 

important to acknowledge several limitations. 
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Sample Size and Generalizability: The relatively small sample size and specific context of the study 

may limit the generalizability of the findings to diverse recruitment practices across various industries 

and regions. The qualitative approach, while allowing for in-depth exploration, may not fully capture 

the breadth of experiences and perspectives within the field. 

 

Research Context: The study's focus on a particular organizational and cultural setting may restrict the 

transferability of its findings to other contexts. Cultural, regulatory, and contextual factors can 

significantly influence perceptions and decision-making processes, necessitating further research in 

diverse environments. 

 

To address these limitations, future research could consider employing larger sample sizes, diverse 

sampling techniques, and mixed-methods approaches to enhance the generalizability and robustness of 

findings. Additionally, exploring the impact of Big Data in different cultural and organizational 

contexts would provide a more comprehensive understanding of its influence on recruitment practices. 
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