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Research Article The article is devoted to analyzing the effectiveness of implementing CRM systems in the
mass recruitment process and their impact on employee turnover. The focus is on the
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employer costs in the context of large-scale hiring. The study aims to identify key factors
that contribute to lowering turnover rates and enhancing the efficiency of recruitment
strategies through the integration of CRM solutions. The research employs a combination
of quantitative and qualitative analysis, including surveys of HR specialists, recruiters,
and HR managers, as well as semi-structured interviews with representatives of
companies that have already implemented CRM in mass recruitment. The results of the
analysis show a significant positive impact of CRM systems on recruiting. Using these
systems reduces the time it takes to fill vacancies by 25-30%, improves the quality of
communication with candidates, and increases staff retention by 10-14%. Case studies
from companies such as IBM and Unilever show impressive results: IBM achieved a 45%
reduction in turnover in critical positions and a 95% reduction in hiring time, while
Unilever recorded a 16% reduction in turnover over three years. Digitalization facilitates
deeper analysis of candidate behavior, personalized hiring strategies, and automation of
onboarding processes, reducing early turnover by 30%. Integrating employee
engagement analytics into CRM allows you to predict the risk of turnover with 78%
accuracy and reduce turnover by 25-43%, saving up to $4,000 per hire. The findings
emphasize that the implementation of CRM in mass recruiting is a strategic decision that
not only optimizes costs but also increases process transparency, employer trust, and
company competitiveness. It is recommended to integrate CRM with other HR systems,
automate communications, and use analytical tools to create a sustainable system for
attracting and retaining personnel in an unstable labor market.
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CraTTs npucBsdyeHa aHauizy edexTuBHOCTI BrnpoBakeHHs CRM-cuctem y mporec
MacOBOTO PeKPYyTHUHTY Ta IX BIVIMBY Ha IIJIMHHICTb Ka/|piB. Y LIeHTpi yBaru — MO>JIMBOCTI
yudpogizanii HR-nmporecis, onTuMisanii etaniB nizd6opy nepcoHany Ta 3MeHIIEHHS
BUTpPAT POOOTOAABLIB ¥ KOHTEKCTI BeJIMKOMACIITaOHOTO HaliMy. MeTolo JoC/Iii)KeHHA
€ BH3HAYeHHS1 K/IYOBUX (PaKTOpiB, sKi COPUAIOTH 3HWKEHHIO IJIMHHOCTI KajpiB i
niBUILEHHI0O ePEeKTUBHOCTI PEKPYTHHIOBUX cTpaTerid 3aBasku iHTerpanii CRM-
pilieHb. Y JOCai)KeHHI BUKOPUCTAHO NOEJHAHHSA KiJIbKICHOTO Ta SIKICHOrO aHaJjisy,
BKJItOYalo4yu onuTyBaHHs HR-daxiBuiB, pekpyTepiB i kepiBHUKIB Ka[poBUX MiAPO3/iiB,
a TaKOX HamMiBCTPYKTYypOBaHi iHTepB'I0 3 mpeAcTaBHMKAaMHU KOMIIaHiH, Mo BXKe
3anpoBauau CRM y MacoBUi peKpyTHUHI. Pe3y/ibTaTH aHai3y 3acBif4y0OTh 3HAYHUN
no3UTUBHUM BIIMB CRM-cucTeM Ha peKpyTHHT. BUKOpHCTaHHS IIUX CUCTEM [J03BOJISIE
CKOPOTHUTM 4Yac 3aKpUTTA BakaHCill Ha 25-30 %, mokpalmuTH AKiCTb KOMYHikKauii 3
KaHAWJATaMM Ta NiBULIMTH piBeHb yTpUMaHHA nepcoHany Ha 10-14 %. Keiicu
KoMIaHiH, Takux sik IBM i Unilever, seMoHCTpyOTh Bpakatoui nokasHuku: IBM gocsiria
45 % 3HWKEHHS IJIMHHOCTI Ha KPUTHUYHHUX NMO3ULiAX i 95 % CKOpoueHHs Yacy HalMy,
Tozi Ak Unilever 3adikcyBasa 16 % 3MeHIIeHHs JIMHHOCTI 3a TpU poku. Llndposisawis
COpHUsie TIMOIIOMY aHajli3y NoBeAiHKHM KaHAWJATIB, MepCOHa/Ni30BaHUM CTpaTerisaM
HaliMy Ta aBTOMaTH3alil ajanTalniiHUX NPOILeCiB, 1[0 3MeHIIY€E PaHHIO MJIMHHICTh Ha
30 %. InTerpauisa aHaaiTUKKU 3a1y4deHoCTI nepcoHany B CRM [03BoJisIE MPOrHO3yBaTH
PU3UKHY 3BiJIbHEHHS 3 TOYHICTIO 0 78 % i ckopo4yBaTH NMJIWHHICTB Ha 25-43 %, wo
3abe3neuye ekoHoMir0 a0 4000 gmos. CHIA Ha HaliMi. BUCHOBKHM HigKpecaOIOTH, 10
BnpoBagxxeHHs CRM y MacoBHU peKpPYTHHT € CTpaTeriyHUM pillleHHAM, Ke He JIUIe
ONTUMI3y€E BUTPATH, ajie i NiJiBULIYE MPO30picTh NpoueciB, AoBipy J0 pob6oToAaBLsA Ta
KOHKYPEeHTOCIIPOMOXHiCTh KoMNaHill. PekomenayeTbces iHTerparnis CRM 3 inunmu HR-
cUCTeMaMy, aBTOMAaTH3allisl KOMyHiKallill Ta BAKOPUCTAHHS aHAJIITUYHUX iIHCTPYMEHTIB
JJIS CTBOpDEHHS CTIMKOI CHCTEMH 3a/lydeHHs Ta YTPUMaHHA INEepCoHaly B yMOBax
HeCTabiJIbHOTO PUHKY MpaLi.

KJ/IIOYOBI C/IOBA

CRM-cuctemMa, MacoBUH pEeKpYTHHT,
aBTOMaTH3allisl.

IUIMHHICTh KazpiB, uudposizanisa, HR-
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1. Introduction

In today's highly competitive labor market and high staff turnover, especially in industries with
massive hiring, employers face an urgent need to optimize their recruitment processes. The COVID-19
pandemic, followed by the full-scale war in Ukraine, has significantly changed approaches to
recruitment, calling into question the effectiveness of traditional human resource management models.
Companies that hire staff on a large scale - in logistics, retail, manufacturing, and services - are forced to
look for new ways to ensure the stability and adaptability of HR processes.

One of the responses to these challenges was the introduction of CRM systems (customer
relationship management systems) in the recruitment sector. Although CRMs are traditionally used in
marketing and sales, in recent years they have been actively integrated into the HR environment as an
effective tool for organizing mass recruitment, automating communication with candidates, improving
analytics and predicting turnover risks.

The crises of recent years have become catalysts for digital transformation, forcing businesses to
review their HR policies and invest in innovative solutions. In the context of high employee mobility and
rising costs of hiring and onboarding, CRM solutions can not only reduce recruitment time but also
positively impact staff retention through an improved candidate-centered approach. In this context, the
introduction of CRM in the mass recruitment process is not just a technological innovation, but a key
element of a long-term HR strategy aimed at increasing efficiency, reducing costs and strengthening the
stability of the human resources potential.

2. Literature Review

In today's mass recruitment environment, CRM systems and artificial intelligence (Al) tools are
increasingly being integrated into HR processes. For example, in 2025, Capita announced the launch of
an Al-based system for recruitment automation, which aims to reduce time and increase the accuracy
of recruitment [9]. Similarly, the IBM Watson Recruitment case study states that the use of Al has reduced
hiring time by 95% and increased employee engagement by 17% [10].

Practical cases using CRM solutions and automated recruitment are widely presented in the
research of the Psico-Smart analytical platform. In particular, publications [2] present effective cases of
reducing staff turnover, predicting employee retention, and implementing cloud-based HRMS systems
in recruiting processes. The authors emphasize that automation reduces the workload of recruiters and
improves the quality of decision-making.

Studies [3; 4; 8] focus on the general management and security aspects of the functioning of socio-
economic systems, including those in conflict. This creates a basis for analyzing the latest tools for
human resource management in crisis conditions. In particular, work [8] is important for understanding
the aspects of personnel security under martial law.

The Unilever case study demonstrates that the application of Al-assisted video analysis reduced
interviewing time by more than 50 thousand hours and saved more than 1 million pounds, while
increasing candidate diversity [1]. This demonstrates the significant potential of Al-integrated CRM
solutions in mass recruitment.

Thus, the review of sources demonstrates that automated CRM solutions combined with Al
analytics can play a key role in reducing employee turnover, optimizing the mass hiring process, and
improving strategic planning of the HR function.

3. Problem Statement

The purpose of this study is to analyze the implementation of CRM systems in the process of mass
recruitment and assess their impact on the efficiency of recruitment and staff turnover. To achieve this
goal, the following tasks will be performed:

- analyze current challenges in the field of mass recruitment in an unstable labor market;

- characterize the functionality of CRM systems in the context of recruiting processes;

- identify the benefits of implementing CRM to improve the efficiency of hiring and
communication with candidates;
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- study the impact of CRM solutions on reducing staff turnover;
- to formulate practical recommendations for integrating CRM into the HR processes of
enterprises engaged in mass recruitment.

4. Methods and Materials

The methodology for studying the effectiveness of implementing CRM systems in the process of
mass recruitment is based on a combination of quantitative and qualitative approaches. To collect
empirical data, authors will survey HR professionals, recruiters, and heads of HR departments of
companies engaged in mass recruitment. Semi-structured interviews will also be conducted with
representatives of companies that have already implemented CRM solutions in their HR processes.

In addition, the analysis includes secondary sources, such as analytical reports, publications in
industry journals, and research results on HR digital transformation and the impact of automation on
staff stability [7]. This methodological combination allows us not only to quantify the effectiveness of
CRM tools (through indicators of reduced staff turnover, shorter hiring periods, etc.), but also to better
understand the qualitative changes in HR management due to the digitalization of recruiting.

5. Results and Discussion

The introduction of CRM systems into the mass recruitment process contributes to a significant
increase in recruitment efficiency and has a significant impact on reducing staff turnover. Modern
research confirms that automation of recruiting processes using CRM systems can reduce the average
time to hire by 25-30% [3]. This is achieved by optimizing the selection stages, speeding up the
processing of candidate applications, automatically filtering and analyzing resumes, and communicating
more effectively with potential employees. As a result, HR departments are able to respond quickly to
the changing needs of the labor market and scale the recruitment process without losing quality.

For example, companies that have implemented modern ATS (Applicant Tracking System) and
CRM analytical tools report a 10-14% increase in staff retention [11]. This growth is due to a more
accurate matching of candidates with corporate culture and specific job requirements. CRM systems
provide an in-depth analysis of both professional skills and personal characteristics, which helps to
avoid mismatches between employer expectations and employee capabilities. As a result, the adaptation
of newcomers is improved, the risk of early resignations is reduced, and overall job satisfaction
increases.

In addition, the introduction of CRM into recruiting processes allows to systematize the candidate
database, which is especially important for mass recruitment, where the number of applications can
reach thousands per month. Automated segmentation and ranking of candidates allows to identify the
most suitable ones and quickly move on to the next stages of selection, which reduces the workload of
HR specialists and improves the quality of decisions made.

CRM systems also support integration with various communication channels, such as email,
messengers, and social networks, which significantly improves feedback from candidates [12].

In general, the introduction of CRM in mass recruitment is a key factor in the transformation of
HR processes, which not only optimizes operating costs but also creates a more stable, motivated, and
productive team, which directly affects the competitiveness and development of enterprises.

Well-known cases of Al-oriented recruitment systems implementation in large corporations such
as IBM and Unilever demonstrate a significant impact of such technologies on reducing staff turnover
and increasing the efficiency of recruitment processes. IBM has managed to reduce the outflow of
employees in critical positions by 45% in a few years by implementing intelligent CRM solutions that
automate the search and selection of candidates [10]. This became possible due to a more accurate
selection of personnel that meets not only professional requirements but also the company's corporate
culture.

Unilever also recorded positive results - a 16% reduction in turnover over a three-year period,
which is attributed to the use of automated recruiting solutions, including the use of artificial
intelligence algorithms to evaluate candidates. It is important to note that these innovations not only
improved retention rates at Unilever, but also helped to reduce the time spent on hiring, which allows
them to respond more quickly to business needs [1].

4
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IBM has achieved an impressive 95% reduction in hiring time, which indicates a significant
optimization of the entire recruiting process. As a result, the company was able to significantly increase
employee engagement by 17%. Engagement is a critical factor in reducing turnover, as motivated
employees are less likely to look for other opportunities.

In addition, automation of recruitment processes helps to reduce early staff turnover (within the
first six months of employment) by 30%. This is due to increased transparency of the hiring stages,
better selection, and a better experience for candidates who positively evaluate the process of
interaction with the company. Transparency and comfort of communication, as well as prompt
feedback, significantly reduce the number of rejections at later stages and increase the likelihood of
long-term employment.

Table 1 below summarizes the key findings of these cases.

Table 1. Efficiency of Al solutions in mass recruitment: comparative results of IBM and Unilever

Indicator 1IBM Unilever
Reduced staff turnover 45% in critical positions 16% over three years
Reduced hiring time 95 % Significant reduction
Increase the level of engagement 17 % Data not made public
Reduced early turnover 30 % Data not made public
Improving the candidate experience High level of transparency and Improved interaction and
communication evaluation

Source: Developed by the author based on [1; 10].

Analysis of the data in Table 1 shows high efficiency of Al solutions implementation in recruitment
processes at both IBM and Unilever, although the level of detail of indicators differs between companies.
IBM provides more precise quantitative results, which allow for a clear assessment of the scale of the
impact: a 45% reduction in staff turnover in critical positions, a 95% reduction in hiring time, a 17%
increase in engagement, and a 30% reduction in early turnover. This data demonstrates not only the
effectiveness of automation, but also the company's strategic focus on retaining and retaining staff.

In the case of Unilever, the effects of Al are less formalized in quantitative terms, but also show
positive trends. A significant reduction in hiring time and an improved candidate experience is reported,
indicating an increase in the quality of communication and interaction in the recruitment process. At
the same time, the lack of data on engagement and early turnover makes it impossible to make a full
comparison with IBM, but emphasizes the individual approaches of companies to assessing the
effectiveness of HR innovations. Overall, both cases demonstrate that the use of artificial intelligence in
recruiting can significantly optimize key performance indicators.

A key factor in the successful implementation of CRM systems in the mass recruitment process is
the establishment of effective two-way communication between employers and candidates. CRM
systems automate important communication stages, such as confirmation of application receipt, regular
updates on the status of candidate consideration, and timely follow-up messages after hiring. This
makes candidates feel that their input and time are valued, which creates a positive impression of the
company at the initial stages of interaction.

Automation of communication minimizes the human factor in routine operations, which reduces
the risk of delays or ignored messages. This creates transparency in the process and ensures constant
contact with candidates, which is especially important in mass recruitment when the number of
applications can be very high. Candidates get a sense of involvement and respect, which increases their
motivation to continue participating in the selection process and maintains a positive employer image.

In addition, after hiring, CRM systems provide regular information to new employees about
further adaptation steps, training, and internal company processes. This approach helps to reduce the
stress level of newcomers, increases their confidence and sense of support, which, in turn, significantly
reduces the desire to leave the company in the early stages of work. Loyalty and trust formed during the
recruitment process grow into a strong commitment to the organization, which has a positive impact on
staff retention rates [5].

Employee engagement analytics is one of the most important tools in modern human resource
management, especially in the context of mass recruitment. The use of specialized analytical systems

5
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allows predicting the risks of employee dismissal with high accuracy - up to 78% [11]. This opens up
new opportunities for proactive HR management: thanks to such forecasts, HR departments can
intervene promptly by applying various support programs, adaptation measures, performance
monitoring, or improving onboarding processes [6].

The use of such analytical approaches can not only reduce the number of premature resignations
but also increase the overall efficiency of staff retention. For example, companies that implement
engagement analytics tools and integrate them into their HR systems report a 25-43% reduction in
turnover rates [12]. This has a significant economic effect: the average savings per hire reaches
approximately USD 4,000 due to a reduction in the number of unsuccessful hires and the corresponding
costs of rehiring, training, and adaptation of new employees.

By improving employee performance tracking and identifying potential problem areas promptly,
companies can more accurately customize motivation and development programs, which helps to
increase employee loyalty and creates favorable conditions for long-term cooperation.

Table 2 below summarizes the results of implementing engagement analytics in different
organizations.

Table 2: Comparison of the results of implementing employee engagement analytics in different

companies
Company / Accuracy of forecasting Reduced Savings on Kev impact measures
Platform dismissal risks (%) turnover (%) hiring (USD) ymp

Psico-Smart 78 25 3,800 Support programs, tracking,
improved onboarding

Reddit 75 30 4,200 Productivity analytics,
personalized motivational
strategies

HireBee.ai 77 43 4,000 Automated alerts, adaptive
training programs

Average 77 33 4,000 A comprehensive approach

indicators with analytics and support

Source: Developed by the author.

Thus, the integration of analytical tools for assessing engagement in CRM systems is a key factor
in improving the quality of recruitment and retention. It allows not only to optimize hiring processes
but also creates mechanisms for timely intervention that significantly reduce the risks of losing valuable
personnel and the corresponding financial costs.

6. Conclusions

Thus, the introduction of CRM systems in the mass recruitment process contributes to a significant
increase in the efficiency of HR processes by automating communications, structuring the candidate
database, and improving analytics. Digital tools allow to quickly process large volumes of applications,
optimize the hiring funnel, and minimize duplication of functions in the work of recruiters. CRM can
improve the candidate experience, reduce the time to hire, and help reduce staff turnover, particularly
in critical positions.

External effects include increased transparency of the recruitment process, increased trust in the
employer, and improved reputation of the company in the labor market. At the same time, internal
measures, such as integrating CRM with other systems (ATS, HRMS), setting up automatic scenarios for
interacting with candidates, and analyzing behavioral patterns, provide a strategic advantage in a highly
competitive environment. These steps allow businesses not only to reduce recruitment costs but also to
create a sustainable system of staff attraction and retention, which is critical in an unstable labor market.
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