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Abstract

The development of talent acquisition is examined in this study, with an emphasis
on the increasing use of artificial intelligence (Al) in current hiring processes. The
education details important turning points that have affected recruitment
strategies over time, tracing the evolution from early informal and localised
recruitment methods to today's highly digital and data-driven approaches. The
effects of the Industrial Revolution, the rise of executive search firms, and the
establishment of employment agencies have helped formalise and broaden
recruitment procedures. Al, social media, and recruitment technologies have
changed the way people find and hire in the digital age. These developments have
completely changed how businesses find, evaluate, and interact with potential
employees. Employer branding, improved candidate experiences, data-driven
decision-making, and a focus on diversity are now hallmarks of modern recruitment.
With a focus on the growing application of artificial intelligence (Al)
in modern hiring practices, this study explores the evolution of talent acquisition.
From early informal and localised recruitment methods to today's highly digital and
data-driven approaches, the study traces the evolution of recruitment strategies
over time, highlighting key turning points. The way that companies search for,
assess, and communicate with potential employees has been transformed by these
developments. These days, modern hiring practices include data-driven
decision-making, enhanced candidate experiences, employer branding, and an
emphasis on diversity.

Keywords: Talent Management, Advancement of Technology, Artificial
Intelligence, Talent Acquisition, Strategic HR, Modern Hiring Practices
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1 Introduction

with advancements in technology, Artificial Intelligence (Al) has had a thoughtful
influence on numerous fields across various industries, including engineering and
human resources. Al has helped humans perform tasks in a more organised manner,
thereby contributing to the achievement of organisational objectives. The HR
department, in particular, plays a crucial role in streamlining processes that ensure
efficient business operations. These operations involve managing manpower from
lower-level to senior-level positions. Al technology has become instrumental in
organising teams and distributing workloads, enhancing overall productivity. The
transformative potential of Al is evident across numerous sectors, with HR
management being no exception. According to Stone et al.(2015), Al classifications
are increasingly utilised to automate routine work, freeing HR to focus on
growth-driving strategies. This shift not only optimises resource allocation but also
enhances decision-making processes within the HR domain. Although Al cannot
match the complexity of the human brain, it has proven to be invaluable in
executing tasks that require a set format, independent of human behaviour. One
may wonder how technology accomplishes this. The answer lies in its ability to
follow prescribed instructions and perform tasks according to predefined
algorithms. To guarantee profound and perceptive comprehension, a thorough
experimentation and literature review are required before putting any
technological advancement into practice (Brynjolfsson and McAfee,2014). Al can
recognise trends and patterns without the use of human perception or emotion
because itis built to function using scientific principles and algorithms. Applications
for this technology are numerous and include bots and voice
recognition systems. Voice recognition has turned technology into intelligent
features that lighten the workload by assisting HR professionals and carrying
out tasks according to a predetermined pattern. Speech-to-text tasks are handled
by voice recognition systems. In contrast, bots act as HR assistants for tasks
involving learning and instructions, executing actions based on keywords and
phrases. Bots are useful for learning, chatting, giving directions, and more. This
practical application of Al in HR is supported by findings from Marr (2018), who
highlights the efficiency gains achieved through automation and intelligent data
processing. Despite its advantages, Al implementation faces hurdles, as even the
simplest decisions require extensive logical solutions. For instance, candidate
shortlisting follows a set format that must be checked during verification. In such
cases, Al serves as an assistant to HR, streamlining the process and ensuring
efficiency (Kaplan & Haenlein, 2019). Furthermore, the incorporation of Al in HR
essential be wisely accomplished to address proper concerns and ensure
reasonable treatment of all candidates (Boden, 2016). Therefore, constant research
and growth are crucial to connecting Al's full possible while overcoming its
challenges.

118 Journal of Services Research, Volume 25 Number 1 ( April-September 2025)
© by Vedatya Institute. All Rights Reserved.



Suniti Chandiok1

1.1 Evolution Of Talent Acquisition

The evolution of talent acquisition spans centuries, evolving in tandem with shifts
in economic, social, and technological landscapes. Initially, talent acquisition was a
localised and informal process, relying on word-of-mouth referrals and personal
networks to identify and recruit individuals for specific roles (Rees, 1966).

1.1.1 Industrial Revolution:Formalisation of Recruitment became structured to
meet industrial labour demands; employment agencies emerged as intermediaries
(Miles, 2017).

1.1.2 Classified Advertisements: The Late 19th-early 20th century saw
newspapers broaden employer reach; unions also began influencing hiring
practices (Kaufman, 2008).

1.1.3 Executive Search Firms. Mid-20th century marked the rise of headhunting
for senior roles, using networks and industry expertise (Mackenzie, 1969).

1.1.4 Technological Advancements Computers and digital databases
revolutionised resume management; online job boards emerged in the late 1990s
(Broughton et al., 2013).

1.1.5 Social Media & Networking Platforms: Platforms like LinkedIn enabled
recruiters to engage passive talent and expand beyond traditional methods
(Melanthiou et al., 2015).

1.1.6Al & Machine Learning: Modern hiring is driven by Al tools like resume
screening and predictive analytics, improving efficiency and decision-making
(Upadhyay & Khandelwal, 2018).

1.2 Nature OF Talent Acquisition: The talent acquisition encompasses the
multifaceted process of recognising, charming, and retaining skilled individuals
to meet an organisation's workforce needs and achieve its strategic objectives.
It is a dynamic and strategic function within human resources management that
adapts to moving market conditions, technological advancements, and
opportunities.

1.2.1 Strategic Alignment and WorkFforce Planning: This includes understanding
the specific services, experiences, and qualities compulsory for success in various
roles within the organisation and developing targeted strategies to attract
individuals who possess these attributes. According to Dr. John Sullivan (2019),
strategic talent acquisition professionals work carefully with hiring managers and
senior leadership to understand the organisation's current and upcoming capacity
needs.
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1.2.2 Adaptability to Market Dynamics and Technological Innovations: Another
key aspect of talent acquisition is its adaptability to changing market dynamics and
technological innovations. The recruitment landscape is constantly evolving, driven
by factors such as demographic shifts, economic conditions, and advancements in
technology. Dr. Peter Cappelli (2020) notes that talent acquisition professionals
must stay abreast of these trends and leverage emerging tools and platforms to
enhance their recruitment efforts.

1.2.3 Shaping Candidate Perceptions and Employer Identity: Talent acquisition
now emphasises candidate experience and employer branding, as positive
interactions

1.2.4 People-Centric Approach: Talent acquisition is people-centric, with
professionals serving as brand ambassadors and culture shapers. They drive
diversity, inclusion, and long-term engagementby aligning talent with
organisational values (Chatman, 2019)

1.3 Recent Trends In Talent Acquisition

In recent years, talent acquisition has undergone significant transformations driven
by technological advancements, shifting demographics, and changing candidate
expectations. Several notable trends have emerged, reshaping how organisations
attract, engage, and retain top talent

1.3.1 Data-Driven Recruitment Strategies: One prominent trend is the increasing
adoption of data-driven recruitment strategies. With the proliferation of digital
tools and platforms, organisations now have access to vast amounts of data that
can inform their hiring decisions. Data analytics and predictive modelling are being
used to identify talent trends, forecast hiring needs, and measure the effectiveness
of recruitment efforts(Mercer, 2023; The Guardian, 2023).

1.3.2 Employer Branding and Candidate Experience: Another key trend is the rise
of employer branding and candidate experience initiatives. In today's viable job
market, applicants have more choices than ever before, and their perceptions of an
organisation can significantly impact their decision to apply for a job or accept an
offer. Employers are investing in building strong employer brands and enhancing
the candidate experience at every touch point, from the initial job application to
onboarding and beyond. This includes clear communication, personalised
interactions, and transparent feedback throughout the recruitment process
(LinkedIn Talent Blog, 2022).

1.3.3 Diversity, Equity, and Inclusion (DEI): There is also increasing importance on
diversity, equity, and inclusion (DEI) in talent acquisition. Organisations are
recognising the business imperative of building diverse and inclusive workforces
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that reflect the communities they serve. DEI initiatives are being integrated into
recruitment strategies, with a focus on removing bias from hiring processes,
expanding candidate pools, and creating inclusive workplace cultures where all
employees feel valued and supported (McKinsey & Company, 2023).

1.3.4 Remote and Virtual Recruitment Practices: The COVID-19 many
organisations shifting to remote work arrangements, virtual hiring processes have
become the norm. Video interviews, virtual job fairs, and online assessments are
increasingly replacing traditional in-person interactions. This shift towards remote
recruitment has enabled organisations to access a broader talent pool, reduce
geographic constraints, and streamline hiring processes in a digital-first
environment (Forbes, 2021).

1.3.5 Market Saturation: As Al adoption in recruitment becomes more widespread,
there is a risk of market saturation and commoditization, with diminishing returns
on investment and differentiation for early adopters (Statista, 2022). Overall, these
recent trends in talent acquisition reflect the evolving needs and expectations of
both employers and candidates in a rapidly changing labour market.

2. Objectives of The Study
2.1 Explore the history of talent acquisition and understand why innovative
solutions like Al are now being adopted.

2.2 Evaluate how Al technologies expand recruitment effectiveness, from applicant
sourcing to hiring decisions.

2.3 Identify the benefits and returns of Al in talent acquisition.

2.4 Examine the challenges and limitations associated with the implementation of
Al in recruitment.

2.5 Analyse how Al adoption impacts organisational performance and diversity
efforts within companies.

3. Literature Review

Due to the logistical challenges posed by the volume of applications, human
resource departments have been investigating Al-driven solutions to improve
decision-making and productivity (Michailidis, 2018). Al's ability to reduce bias,
improve candidate screening, and solve time restrictions that frequently impede
conventional recruitment techniques is becoming more widely acknowledged
(Black & Van Esch, 2019; Bogen & Rieke, 2018). By using Al-enabled recruitment
tools to find and engage top talent in more effective and individualised ways, major
international corporations like Amazon, L'Oréal, IKEA, and Unilever have
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demonstrated the flexibility and promise of Al in contemporary talent acquisition
strategies (Sekhri & Cheema, 2019; Chatterjee, Rana & Sharma, 2020).

The ability of Al to develop gender-neutral job ads, measure emotional intelligence,
and analyse personality traits tasks that are increasingly crucial at various stages of
the hiring process reflects the recognition of its potential to improve candidate
screening (Sharma, 2018; Dastin, 2018; Chamorro Premuzic, Akhtar & Winsborough,
2017). For example, Al-powered Applicant Tracking Systems (ATS) effectively sort
through massive resume volumes, employing advanced algorithms to more
accurately and minimally manually match candidates to appropriate job
opportunities (Upadhyay & Khandelwal, 2018; Mehta, 2020). To provide more
uniform and data-driven applicant evaluations, Al-based platforms such as HireVue
or Pymetrics have emerged to assess video interviews using facial expression
analysis and natural language processing (Fernandez & Fernandez, 2019.Al's
incorporation into hiring procedures represents a paradigm shift in talent
acquisition tactics, enabling businesses to find and interact with high-potential
applicants more quickly, equitably, and scalably (Van Esch & Black, 2019; Meijerink
et al,, 2021). Al's strategic significance in personnel planning and organisational
development is highlighted by predictions regarding its contribution to economic
productivity (SIEMENS, 2020; Bughin et al., 2018). Al systems can support
data-backed decision-making by deriving valuable insights from behavioural and
historical data to advise recruiters about a candidate's motives, qualities, and fit for
a particular post (Rawat, 2020; Tripathi & Jha, 2021).

Al makes it possible for a more personalised and engaging application process,
which Ffurther enhances employer branding. Virtual assistants improve the
company's reputation as tech-savvy and candidate-centric by assisting candidates
with the application process and educating them about organisational values, work
culture, and job-specific expectations (Jonathan Kestenbaum, 2019;
Chamorro-Premuzic & Frankiewicz, 2019). Additionally, recruiters may now
optimise their efforts across demographics and locations by scaling their outreach
and recruitment campaigns to a worldwide scale (Sivathanu & Pillai, 2019).HR
practitioners can focus their efforts on strategic creativities like employer branding,
talent pipeline development, and stakeholder engagement by automating
repetitive administrative duties like scheduling, screening, and communication
(Rawat, 2020; Sharma & Mahapatra, 2020). When combined, the use of Al in talent
acquisition signifies a significant shift in hiring practices. It gives businesses the
ability to improve personnel planning, hone recruitment tactics, and build stronger
bonds with candidates. Al will play a more and more crucial role in determining the
future of hiring as technology develops, enabling businesses to stay flexible and
competitive in a labour market that is constantly evolving (Yadav & Lenka, 2020;
OECD, 2021).
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3.1 Role OF Talent Acquisition In Strategic HRM

SHRM focuses on aligning HR processes with business objectives to enhance
corporate performance and secure a competitive edge. Since it provides access to
the human resources required to successfully carry out strategic initiatives, talent
acquisition is essential to SHRM. The understanding that people are significant
assets that, when managed strategically, may contribute to corporate success is at
the heart of SHRM. Attracting and choosing people with the abilities,
proficiencies, and cultural fit needed to propel organisational performance is
made possible in large part by talent acquisition strategies. Organisations can
make sure they have the talent required to carry out their business strategy,
whether it is introducing new goods, entering new markets, or promoting
operational excellence, by coordinating talent acquisition with strategic objectives
(Collings & Mellahi, 2009). Additionally, by empowering companies to predict
and react to shifting market conditions and industry trends, talent acquisition
enhances organisational agility. Organisations can put themselves in a position to
swiftly adjust to changing business needs, grab opportunities, and reduce risks by
using proactive personnel planning and talent pipelining (Sullivan, 2019).

Furthermore, the way businesses find and interact with possible candidates has
been completely transformed by the combination of cutting-edge knowledge like
artificial intelligence (Al) and machine learning into talent acquisition procedures.
Compared to traditional approaches, Al-powered technologies can more reliably
and efficiently analyse large amounts of data to find the best-fit applicants
(Upadhyay & Khandelwal, 2018). Additionally, by removing prejudices, these
technologies support a more inclusive recruiting procedure (Raghavan et al., 2020).
But putting such cutting-edge technologies into practice has its own set of
difficulties. Issues related to data privacy, ethical considerations, and the need for
continual human oversight to ensure fairness and transparency. Organisations
must handle issues pertaining to data privacy, ethical considerations, and the
requirement for ongoing human oversight to guarantee fairness and
transparency (Privacy International, 2020).

3.2 Relevance OF ArtiFicial Intelligence In Recruitment

Al enables computer systems to mimic human intellectual functions such as
knowledge, reasoning, problem-solving, and language understanding. By
incorporating automation, data analytics, and machine learning into recruitment, Al
is transforming hiring processes, helping organisations manage large candidate
data, enhance evaluation quality, and improve overall candidate experience.

3.3 Various Aspects of The Recruitment Process Transformed By Al

3.3.1 Applicant Sourcing and Screening: Al-powered technologies can analyse
enormous volumes of data from a variety of online sources, including professional
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networks, social media sites, and job boards, to find possible candidates who
meet the job requirements. Resumés and applications can be screened by
sophisticated algorithms that automatically eliminate unfit applicants based on
preset standards, including qualifications, experience, and skills. This saves
recruiters time and effort while manually screening resumes.

3.3.2 Candidate Matching and Ranking: Al algorithms can analyse candidate
profiles and job descriptions to determine the degree of fit between candidates
and job requirements. By considering factors such as skills, experience,
education, and cultural fit, Al can generate candidate matching and ranking by
learning from past hiring decisions and feedback data, leading to more accurate
and personalised candidate recommendations over time.

3.3.3 Virtual Assistants and Chatbots: Al-powered chatbots and simulated assis-
tants can engage with candidates in real-time, answering frequently asked
questions, providing information about job openings, and guiding candidates
through the application process. Chatbots can also conduct preliminary interviews
with candidates, asking pre-defined questions and evaluating candidate respons-
es based on predefined criteria. This helps streamline the initial screening
process and provides a consistent experience for all candidates.

3.3.4 Decision Making and Predictive Analytics: Al-driven predictive analytics can
forecast candidate performance and likelihood of success based on historical data,
candidate attributes, and job-related factors. Recruiters can use these insights to
make data-driven hiring decisions, identify high-potential candidates, and mitigate
unconscious biases in the selection process.

3.3.5 Candidate Experience and Engagement: Al-powered tools can personalise
the candidate experience by delivering customised job recommendations, sending
personalised communications, and providing feedback and updates throughout the
recruitment process. By leveraging Al to enhance candidate engagement,
organisations can attract top talent, improve brand perception, and increase
candidate satisfaction.

4. Research Methodology

4.1 Nature and Purpose of Research

Research can be defined as a systematic and structured investigation undertaken
to explore, understand, and address specific problems or phenomena using
systematic methods. According to Earl Robert Babbie, a prominent American
sociologist, research is a methodical process aimed at describing, explaining,
predicting, and controlling observed phenomena through the application of both
inductive and deductive reasoning. Inductive approaches involve deriving general
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principles from specific observations and are often associated with qualitative
research, where themes, patterns, and meanings emerge from the data. In contrast,
deductive reasoning begins with a general theory or hypothesis and tests it
againstempirical data, a process commonly associated with quantitative
research. The interplay of these methods ensures a balanced and robust
analytical framework, allowing researchers to develop theory while validating
it through empirical evidence.

4.2 Research Design

This study uses a descriptive research design, which is well-suited for exploring the
contemporary landscape of talent acquisition and the growing integration of
Artificial Intelligence (Al) in recruitment processes. Descriptive research enables
the systematic observation and documentation of phenomena as they occur in
real-world contexts without manipulating variables. This study employs a
descriptive research design to explore the integration of Al in modern talent
acquisition. Descriptive investigation is ideal for observing and documenting
current trends without manipulating variables, making it suitable for understanding
real-world applications of Al in recruitment. The design enables a thorough analysis
of secondary data from theoretical publications, industry white papers, case
studies, and empirical reports. This approach supports the identification of key
patterns such as improved operational efficiency, enhanced candidate experience,
bias mitigation, and ethical challenges in Al-driven hiring.

The research focuses on:

* Mapping the present state of Al acceptance in recruitment.

* Promote the benefits and boundaries of Al tools.

- Examining ethical, legal, and operational suggestions.

« Informing HR leaders of evidence-based decisions.

By examining multiple perspectives across sectors, the study offers a grounded
understanding of how Al is redesigning employment frameworks and sets the stage
for future empirical research. For data collection, the study exclusively uses
secondary sources, prioritising relevance, reliability, and recency. Literature from
2018 to 2024 is analysed to ensure current insights are captured. Data is sourced
from trusted academic databases including Google Scholar, Research Gate, JSTOR,
and Scopus, encompassing scholarly articles, technical documents, and policy
papers. This methodology is both cost-effective and time-efficient, enabling
analysis of broad trends without the logistical demands of primary data collection.
The use of diverse sources ensures a multidisciplinary perspective, providing a
wide-ranging view of Al's impact on talent acquisition.

5. Data Processing, Analysis & Interpretation

According to Mercer and The Guardian (2024), 88% of companies worldwide use
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Al in HR, including recruitment. China leads with full adoption among major firms,
followed by the US at 83%, while round one-third of Australian businesses currently
employ Al tools for hiring.

GLOBAL AI RECRUITMENT MARKET i
§ I I I
- 2020 2021 2022 2023 2030
YEAR
Fig. 1

Interpretation: The widespread use of Al in HR demonstrates the technology's
increasing importance in expediting hiring procedures and boosting
productivity. The need for businesses to embrace these technologies to remain
competitive is highlighted by the global trend that Al will play a significant role in
determining the Ffuture of HR practices. The global Al hiring market
is anticipated to grow to $942.03 million by 2030. (Source: Future Market Research).
The market is anticipated to expand from $590P5M to over $940M with a
compound annual growth rate (CAGR) of 69% for 2023-2030. According to 86.1%
of recruiters, the use of ATS machine learning expedites the hiring process. (Source:
GetApp). ATS makes use of machine learning, a branch of artificial
intelligence that is capable of handling enormous amounts of data. Although
leaving this to humans takes a lot of time, most recruiters who use
Al think it significantly expedites the process.

10.60E42%70% 2.20%

® [t has greatly increased the speed at which I hire candidates
= [t hasslightly increased the speed at which I hire candidates

64.40%

Fig. 2
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Interpretation fact that so many recruiters (86.1%) agree that applicant tracking
systems (ATS) speed up the hiring process shows how important they think it is to
use technology to manage massive amounts of data effectively. This demonstrates
how the industry as a whole is moving toward Al-driven solutions to optimise
productivity and streamline hiring procedures. Over 78% of recruiters
believe that using Al in recruitment raises the calibre of candidates that
are hired. The McKinsey source. The ultimate goal of hiring is to identify the most
qualified applicant for the position. Because Al algorithms only take into
account factors that increase predictive accuracy, most Al users claim that it does in
fact, help them hire a higher-quality candidate and lessen the subjective
assessment of a resume by a human recruiter. It will select only those candidates
whose data indicates they are most likely to perform well on the job based on
their name, experience, qualifications, and personal statements. Artificial
Intelligence can.

mﬁr n"ﬂ’ _,eﬂ ” .,#'“ ﬁw**'ﬂr
-F' .ﬁ’hﬂ' o o

P

Part of the hiring process can be replaced

FhhG

Fig. 3
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Interpretation: Many recruiters believe that tasks like screening resumes for
qualified applicants can be automated by artificial intelligence. Additionally, they
think Al could assist with other tasks like creating job descriptions,
conducting initial interviews, and even locating candidates on websites. The largest
budgets are allocated to Al hiring by enterprise companies. (Source: Al
Recruitment Budget for Statista). The largest percentage of businesses that invest
in Al recruiting tools globally are mid-markets (24%), small and medium-sized
enterprises (35%), and enterprises (40%).

Share of companies that allocate budgets to Al recruiting

tools
o, 50.00% 35.50% av 40.50%
= |—|‘
S 2 000 IS _—
E % Small and Medium Business (SMB) Mid-market Enterprise
=™
Fig. 4

Interpretation: With enterprises setting the standard Ffor investment,
this data points to a growing trend among companies of all sizes to integrate Al into
their hiring procedures. 67 percent of recruiters think that the main
advantage of using Al is time savings, which may be explained by the scalability and
efficiency advantages that Al technologies provide in simplifying hiring processes
and enhancing hiring results. (Source: Al Benefits from Statista). The main
advantage of using Al for hiring, according to 67% of hiring decision-makers, is time
savings. It can also eliminate prejudices, save money, and identify the best
candidates. The majority of recruiters cited time savings as the main benefit of Al
technologies, although the data indicates that these technologies offer several
advantages for hiring. This demonstrates how Al is becoming more and more
significant in contemporary hiring procedures and how it has the potential
to revolutionise how businesses find and select talent. Sixty-eight per cent of
recruiters think Al will help eliminate bias.
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Recruiters' Beliefin Al's Bias Reduction Potential

32%
]
68%

8 Al will help remove human biases = Al will not help remove human biases
Fig.5

Interpretation: The déa underscores the increasing importance of Al in reshaping
recruitment practices, with a focus on fostering more equitable and unbiased hiring
processes. It reflects a shift towards embracing technology as a tool to improve
decision-making and enhance diversity and inclusion efforts within organisations
5.914% of Al-picked candidates are likelier to pass the interview. (Source: Forbes).
According to Forbes, candidates selected by a machine (rather than a human) have
a higher chance of passing an interview and receiving a job offer and an 18% higher
chance of accepting a job offer when offered. The data suggests that Al-driven
candidate selection processes improve recruitment efficiency and enhance the
likelihood of successful outcomes for both candidates and employers. This
underscores the potential of Al technology to revolutionise traditional hiring
practices by optimising candidate selection and improving overall hiring outcomes.

6. Companies Using Ai For Recruitment

6.1.Unilever

Unilever, a British multinational fast-moving consumer goods company founded in
1929, operates globally with products available in over 190 countries. Its product
portfolio includes food products, beauty and personal care products, beverages,
home care products, vitamins, minerals, and supplements. Use of Al in Recruitment
Progressions: Unilever has integrated Al technology into its hiring processes. The
company partnered with skills assessment tools to streamline recruitment. Their Al
system analyses video interviews by examining candidates' facial expressions, body
language, and word choice. This data is then compared against traits predictive of
job success. Results:(Source: The Guardian). Significant time and cost savings,
including £1 million in annual savings and over 100,000 hours of human recruitment
time, Improved candidate diversity and processed around 2 million job applications.
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6.2. Hilton Worldwide Holdings Inc

Hilton Worldwide Holdings Inc., an American multinational hospitality company
founded by Conrad Hilton in May 1919, manages and franchises a broad portfolio of
hotels and resorts. The company is headquartered in Tyson's, Virginia, United
States. Use of Al in Recruitment Processes: Hilton leverages Al technology to
enhance the candidate experience and streamline recruitment. The company
developed an Al-powered chatbot that answers candidate queries and provides
personalised feedback. This chatbot also assists in scheduling interviews and
providing feedback to candidates. Results: (Source: LinkedIn Talent Blog). The
Al-powered interview platforms assess candidates' language, tone, facial
expressions, and body language during video interviews, helping to identify ideal
candidates for customer-facing roles. Enhanced speed and efficiency in the
recruitment process, filtering top candidates for the hospitality industry from
thousands of applicants. Introduction of a modern and innovative candidate
experience, reflecting a positive impression of Hilton as an employer. Reduction in
vacant position replacement times by 90%.

6.3.I1BM

IBM, an American multinational technology and consulting company, has adopted
Alinits recruitment processes to enhance efficiency and improve candidate quality.
IBM uses Al-driven platforms such as Watson Recruitment, which helps in
identifying the best candidates by analysing vast amounts of data from resumes,
social media profiles, and other sources. The Al system also predicts job success by
assessing various candidate attributes. Results:(Source: IBM Newsroom). Important
reduction in time-to-hire, Improved candidate matching accuracy and enhanced
diversity and inclusion by reducing unconscious biases.

6.4. Google

Google, a global technology leader, utilises Al to streamline its recruitment process.
Google's Al-powered tools analyse resumes, predict candidate success, and provide
personalised interview questions. The company also uses Al to monitor and
enhance the candidate experience throughout the hiring process. Results (Source:
Google Al Blog). Enhanced efficiency in resume screening, Improved quality of hire
and Positive candidate experience through personalised interactions.

6.5. L'Oréal
L'Oréal, a French multinational cosmetic and beauty company, leverages Al for
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various aspects of recruitment. The company uses Al-powered chatbots for initial
candidate screening and to answer candidate queries. L'Oréal also employs Al
algorithms to match candidates with job requirements and predict their success in
specific roles. ( Source: L'Oréal Corporate Website). Reduction in recruitment time
by 50%, Increased candidate engagement through real-time interactions and
improved diversity by focusing on skills and qualifications.

6.6. Siemens

Al is used in the hiring process by Siemens, a multinational conglomerate
based in Germany, to increase productivity and candidate quality.
Siemens conducts preliminary interviews, evaluates candidate fit, and screens
resumes using Al-driven platforms. The Al system assesses applicants'
backgrounds, abilities, and cultural fit to make sure they meet business
requirements. Better quality hires who better fit the company culture, quicker and
more effective hiring procedures, and increased recruitment Ffairness and
transparency (Source: Siemens Newsroom)

6.7. Shell

Al is used by the multinational conglomerate of petrochemical and energy
businesses, Shell, to improve its hiring practices. Shell analyses resumes, screens
applicants, and forecasts job performance using Al. The Al system reduces human
biases and evaluates a variety of attributes to help find the best
candidates. Results: (Source: Shell Careers). It improved diversity and inclusion
initiatives, better candidate matching and job performance forecasts, and shorter
time to hire and cost per hire.

6.8. Accenture

To increase hiring efficiency and enhance candidate selection, Accenture,
a multinational provider of professional services, incorporates Al into its
hiring procedures. Accenture performs preliminary evaluations, screens
resume, and forecasts candidate success using Al-driven platforms. Additionally,
the business uses Al to offer a customised application process. Findings: (Source:
Accenture Newsroom).A notable decrease in the duration of the hiring process,
increased precision in the selection of candidates, and
improved candidate satisfaction through tailored interactions.
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7. FINDINGS OF THE STUDY

The work carried out has led to several key findings, which are supported by
relevant references:

7.1 The projected growth of the global Al recruitment market to $942.3 million by
2030 highlights the increasing investment and confidence in Al-driven results to
discourse recruitment challenges (Markets and Markets, 2022).

7.2 Al in recruitment has significantly increased the proficiency of the talent
acquisition process by industrializing monotonous tasks such as resume showing
and applicant sourcing (Upadhyay & Khandelwal, 2018).Al algorithms analyse huge
quantities of facts to accurately match candidates with job requirements, leading
to better hiring decisions and reduced time-to-fill (Guenole & Feinzig, 2018). By
concentrating only on candidate qualifications and performance metrics, Al-driven
recruitment tools reduce unconscious biases in the hiring process and
support diversity and inclusion. (Dastin, 2018). Enterprise businesses allocating the
highest budget to Al recruitment initiatives indicate the strategic importance of
leveraging Al technologies to meet the talent needs of large-scale organisations
effectively (McKinsey & Company, 2021).

7.3 Al-driven evaluation tools impartially assess candidates'
abilities and proficiencies, offering valuable information
about their suitability for particular positions and pinpointing areas in need of
improvement. (Chamorro-Premuzic, Akhtar, Wins borough, & Sherman, 2017).
Candidates receive real-time support from chatbots and Al-powered
virtual assistants, which provide prompt answers to their questions and streamline
communication throughout the recruitment process (Schiemann, 2021).

7.4 While Al automation can streamline recruitment processes, there is a risk of
diminishing the human connection between recruiters and candidates. Excessive
reliance on Al-powered chatbots, automated email responses, and video interviews
may lead to a lack of personal interaction and empathy, potentially alienating
candidates and detracting from the overall candidate experience (Bersin, 2019).
7.5 The increased reliance on Al in recruitment raises concerns regarding candidate
privacy and data protection. Al algorithms often analyse huge volumes of personal
data from candidates' resumes, social media profiles, and additional sources. There
is a risk of unauthorised access, data breaches, or misuse of sensitive candidate
information, which could erode trust and damage the employer's reputation
(Privacy International, 2020).

7.6 Despite efforts to mitigate bias, Al algorithms in recruitment may inadvertently
perpetuate or amplify present biases existing in historical data.
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According to Raghavan, Barocas, Kleinberg, and Levy (2020), Al algorithms trained
on historical hiring data may unintentionally reproduce biases based on
socioeconomic background, gender, or ethnicity.

8. Conclusion Of The Study

Due to its unprecedented levels of efficacy, efficiency, and creativity,
artificial intelligence (Al) in talent acquisition has Ffundamentally
altered hiring practices. It is used by 88% of businesses worldwide, Al in their hiring
procedures, this study highlights the technology's broad adoption. The growing
investment in Al-driven solutions is demonstrated by the forecasted increase of the
worldwide Al recruiting market to $942.3 million by 2030. The advantages of Al in
hiring are obvious; it can speed up the hiring process, enhance candidate
excellence, and cut human prejudices, all of which support diversity, equity &
inclusion.

Data privacy, algorithmic bias, and maintaining the human element in hiring are
some of the disadvantages of adopting Al. It is crucial to carefully manage these
complications as businesses continue to use Al, making sure that it enhances social
judgment rather than takes its place. Using Al to find top talent, automate tedious
procedures, and improve the applicant experience while keeping a human-centric
approach is the way of the future for talent acquisition. When applied carefully and
morally, artificial intelligence (Al) is a potent instrument that enables recruiters to
make more strategic, data-driven choices, encouraging an complete and equitable
workplace philosophy. To totality up, Al is a pattern change in talent acquisition
that is changing how businesses find, evaluate, and keep people.

9. Managerial And Social Implications

9.1 Enhanced Hiring Efficiency
Al improves the speed, accuracy, and objectivity of recruitment processes.

9.2 Automation
Enables automated screening, predictive job-role matching, and improved
candidate experience through digital tools.

9.3 Strategic Workforce Planning
Aligns recruitment with long-term business goals, reducing time and cost per hire.
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9.4 Data-Driven Decisions
Promotes unbiased, evidence-based hiring practices.

9.5 DEI Advancement
Supports diversity, equity, and inclusion by minimising unconscious bias.

9.6 Ethical Responsibility
Requires transparency, accountability.

10. Limitations OF The Study

Limitations of the study include that it uses secondary data, and
its real-time applicability may be limited. Due to time and resource limitations,
primary data collection methods, such as surveys and interviews, are not included.
Disparities in Al adoption by industry and geography are not thoroughly
examined. Rapid Al development could also quickly make some findings obsolete.
Although acknowledged, ethical and legal issues are not thoroughly investigated.

11. Future Scope OF The Study

Future studies can use qualitative or quantitative approaches to integrate primary
data to better understand how Al is being used in the real world in hiring. Studies
that compare different industries, geographical areas, and organisational sizes
can provide a more comprehensive understanding of how Al affects
various recruitment ecosystems. Candidates' opinions, experiences, and trust in
Al-driven hiring procedures can all be investigated. The long-term effects of
Al-based hiring on worker performance, company culture, and retention tactics
can be investigated in more detail.
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