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Abstract - In the new era of this dynamic world the advent of Artificial intelligence is revolutionizing ,the recruitment
process has transferred from traditional , manual process to technology driven approaches .The impact of Al tool
recruitment process enhance the candidate sourcing ,improve the efficiency of the resume which in turn lead to faster and
more efficient hiring process and a better match between job requirements and applicant skill. Al in recruitment is not
only making the hiring process faster but also smarter its role extends beyond just automating repetitive tasks.it helps in
collecting the data throughout the process and enhance the capacity of processing and analysis ,positioning itself as a
strategic ally rather than just an administrative assistant with AI in HR as strategic partner, recruiters can filter
candidates more quickly and identify the right profile in a short span of time. The purpose of this research paper is to
provide a detail analysis of how Al is reshaping the recruitment process
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I. INTRODUCTION

In today’s competitive job market speed and efficiency in recruitment are crucial. The key to overcome your
competitors lies in finding a right talent strategically. A human takes six seconds to read a resume ,while Al with
NLP processes 600 resumes in a second.Al technologies are revolutionizing the recruitment process by offering
innovative solutions for the hiring process which help in enhancing candidate engagement, and ensure more accurate
matches between the job seekers and positions . About 43% of human resources professionals are already using Al
in their hiring process .The reason behind the rapid adoption is that organisation are seeing the potential of Al and
what it can do to improve their recruitment efforts. By leveraging Al, recruiters can save time and effort ,improve
the quality of candidate matches ,reduce bias and make data driven decisions .Al for recruitment holds the potential
to revolutionize the hiring landscape by increasing efficiency ,accuracy and overall effectiveness in identifying and
attracting the right talent for organisation.

The role of Al in recruitment is expected to grow further indicating that around 70% of the companies will
incorporate Al technology into the hiring system by the end of 2025, this evolution will help the organisation to hire
the top talent, more efficient and skilled employees in the organisation

II. OBJECTIVE OF THE STUDY
1.To know how Al transform the hiring process
2.To study the challenges of applying Al in recruitment and selection process
III. METHODOLOGY
Primary data was gathered through a structured questionnaire designed to achieve the study's objectives.
Additionally, secondary data was reviewed to gain insights into similar issues. The sample size for this study is 98
participants.

1.Gender

Volume 29 Issue 2 March 2026 28 ISSN: 2319-6319



International Journal of New Innovations in Engineering and Technology

® Vale
@ Female

Result :out of 98 respondents ,most 54.7% of the respondents are female and 45.3% of the respondents are male
_ 2.How familiar are you with the use of Al technologies in recruitment processes?

O Not familir
@ Some what familiar
( Very familiar

Result:  The result show that majority of individuals that is around 64% are familiar in the recruitment process and
have a solid understanding of Al techniologies and their application

3.Do you believe that Al can enhance the efficiency of recruitement practices?
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@ Strongly disagree
@ Neutral

O Agree

@ Strongly Agree

Y

Result : The result show that majority of participants believe that Ai ability to streamline recruitment process ,while
significant portion remain neutral.

4.what is your overall perception of AI’s impact on the recruitment process?

@ Negative
® Neutral
) Positive

Result : The perception of Al in recruitment process reflects a mixed emotion among applicants ,with majority of
them are expressing neutrality that is around 66.33% of respondents are neutral while 25% view it positively and
8% hold a negative view.

5.which Al applications do you use in your recruitment process?
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@ Resume screening

@ Candidate sourcing

@ Chatbots for communication
@ Assessment tools

@ None

@ Naukri, linkedin

® NA

Result: The resultshows that around 41.4%respondents choose naukri ,linkedin platform while 11.5% go with
candidate sourciing 17.2% chatbots for communication 26.4% use assessment tool for recruitment process.this result
show a growing trend towards Al technologies for effectiveness in recruitment process.

6.How effective do you find Al tools in screening resumes compared to manual screening?

@ Less effective
44.8% @ About the same
@ More effective

44.8%

Result: The majority of the respondent feels that Al tools and manual screening are equally effective. which suggest
that many professionals recognize the strength of both methods. A very small percentage of people believe that its
less effective which suggest human recruiters for better access.

7. In your experience , how has Al impacted the speed of the hiring process .

@ Decreased speed significantly
@ Decreased speed slightly

@ No change

® Increased speed slightly

@ Increased speed significantly
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Result: The majority of respondents(half) believe that Al has contributed to a slight increase in speed while
21%(quarter)report that there is no change while smaller but notable percentage feel that Al has significantly
accelerated the hiring process.

8.Do you think Al reduces unconscious bias in recruitement decisions?

@ Disagree
@ Neutral
O Agree

.y

Result: The majority of respondents around 63.2%believe that Al has contributed to slight increase in speed in
hiring process.A significant portion that is 31% of respondents feel that there is no change in the hiring speed.while
a small portion of respondents feel that Al has significantly contributed towards hiring .

9.Have you observed any biases introduced by Al systems in your recruitment process?

® ves

® No

@ if yes, please specif
@ Don't know

Result :The result finds that around 75.9%beleive that Al system do not introduce biases while 18.9%respondents
express concern about biase.The rest respondents are not sure.

10.How would you rate the candidate experience when interacting with Al tools during the recruitment process?
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® Vvei, poor
@ Poor

@ Average

® Good
® Very good

Result: The majority respondents around 52.9% rated their experience as average while 36.8% have rated it to be
good ,6.3% rated it to be very good and rest as poor. This provides a valuable insight into how candidates perceive
Al in recruitment

11.Do you belive that candidates prefer interacting with Al over human recruiters for initial screening ?
® Yes

® No
@ Mavbe

Result: Respondents show varying prefrences when it comes to a camparision with Al and himan recruiters where it
shows that around 26.4% prefer human recruiters ,37.9% prefer human recruiters while 35.6% are uncertain
12.What challenges have you faced when implementing Al in your recruitment process?

Technical issues 40 (46%)

25 (28.7%)

Resistance from staff
Lack of training/resources 37 (42.5%)

Not directly involved

As of now we didn’t start Al tools

Result : The majority of the respondents around 46% feel technical issue is one of the major challenge while 42.5%
of them felt is due to lack of training resources ,28. 7% of them feel resistance from staff is also a challenge in
implementing Al in recruitment process where other remain neutral.
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13.How concerned are you about data provacy issues related to using Al in recruitement

® Mot concerred at ail
® Slightly concerned

Moderately concerned
@ Very concerned

Result: A substanial portion of respondents slight concern about the privacy concern while a 31% of the respondents
are moderate concern over the privacy ,a small portion 14%of the respondents are very concerned about it
14.Have you recived any training on how effectively use Ai tools in recruitment

® Yes
® No

Yes but not thoroughly..less effective

Result: The majority of the respondent around 69.9% report that they have not receive any training using Al tool in
recruitment process ,while only 29.9% indicate they have undergone such training ,This shows that there is a gap in
knowledge and skill regarding use of Al in recruitment process,

How can Al transform your hiring process

Automation and smart decisions can save companies time as well as cost. Recruiters can use Al assisted automated
recruiting to pursue a candidate -first strategy.

Simplifying the sourcing process : Finding a right candidate for the position is a struggle with Al recruitment the
recruiters can scan the resumes and social profiles of potential candidates so that they can find the most potential
candidates suitable for the positions available in the company.

Enhancing employee experience: once sourced ,Al solutions can contact the most potential candidates for their
available position which in turn help them through the recruiting funnel quickly .This ensures a smooth and positive
candidate experience and that top talent is identified and engaged promptly.

Boosting Screening : Al tools are always learning ,they can boost your screening process ,not only by relying on the
candidates who have applied for the position but also reviewing on the past applicants to select the most suitable
candidates. Al models help in removing unconscious bias from the recruitment process in order to ensure a diverse
workplace .

Assisting Interview process : Before inviting the candidates for personal interview ,Al in talent acquisition can
help you to check is the candidate suitable for the job position available .undertaking personality testing and
conducting a pre -set virtual interview will ensure that not only candidates meet the job requirements but they also
fit your company culture.

Improving on boarding experience: Al powered HR solutions go beyond just screening and interviewing and
extent towards on boarding as well .by automating repetitive task such as background checks ,putting together the
paper work and getting employees to start with necessary documentation help the employees to begin their work
quickly and the HR department to focus on other critical task.
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Improve the quality of hires : Employees are the asset for the organisation , hiring a right candidate is very much
essential for the success of the business ,and one wrong error can have a serious impact on the productivity. This is
where Al can prove to be beneficial Al powered recruiting solutions can assess job candidates based on data and
analytics and provide insights that can help managers to make right decisions.

IV. CHALLENGES OF APPLYING AI IN RECRUITMENT AND SELECTION PROCESS

Here are some of the challenges of using Al in recruitment
1.Bias
Bias in Al recruitment has become one of the major challenge in Al recruitment process HR department uses Al
tools such as resume screening ,where a tech scans resume for key words related to qualifications ,work experience
and education .These tools also carry out talent pool development by scanning platforms such as LinkedIn for
potential job candidates using these tools comes with potential dangers. for example ,biased tools may search
LinkedIn only for people who have attended specific college and ignore candidates that don’t fit that criteria but they
might turn to be a good fit. In addition ,HR leaders may not know the origin of the data that Al uses to carry out its
processes and data might lead to bias
2.Data security and Ownership

Usually ,training for a company’s Al is conducted by third party vendors who train their software base on the data
points from various organisations but there are chances that data may be biased ,which leads to Al making biased
decision ,so HR leaders should clarify data questions with the third party regarding
Where is the data stored ?
Who has the access to that data?
Who owns the data ?
Data is just not hacked by the hackers but also from ownership prospective
3.Data governance

As Al technology is new an organisation may not yet have put proper data safeguards in place. HR department
handle a huge amount of sensitive data ,so HR must consider Al governance so its necessary for the HR department
need to make sure that when they introduce new technologies they are not breaking the compliance.
4.Candidates Experience
Chatbots can potentially save HR staff time by answering candidate questions and addressing them more quickly
than recruiter can however ,Al can also negatively affect the candidate experience ,because there is necessity for the
human touch.in addition to that ,HR must make it a priority to inform job candidates about how they are using Al
failing to do so create trust issues with job candidates.
5.Pressure to use Al
Al is currently in each and every sector so there is lot of pressure to use the tool even for the HR leaders without
considering whether it suits the organisation. Al currently comes with uncertainty and risk .during an video
interviews may seem to be helpful, but having a personal connection with the candidates is essential part of
recruiting process ,using Al may hinder that because use of technology makes candidates uncomfortable during an
interview
6.Lack of transparency

Al algorithms can be complex making it difficult for the recruiters to understand how decisions are made .This lack
of transparency can lead to distrust among candidates and potential legal issues relate to discriminatory practises.

V. CONCLUSION
The current study conducted on the role of Artificial Intelligence in recruitment and selection process indicate that
majority individuals are familiar with the recruitment process and have a good understanding about the Al
technologies. While most of them believe that Al can streamline recruitment ,regarding platforms most of them
prefer Naukri and Linkedln ,While a small portion utilise assessment tools .concerns about bias exist ,lack of
training resources are seen as a major challenge in Al implementation .privacy concerns are present ,with reporting
no training in Al tools for recruitment ,highlighting a knowledge gap in this area
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