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Abstract 

AI has made a big difference in how Indian organizations find and manage their talent pool. 

This study looked into how many organizations are using AI, the kinds of AI methods they 

apply and what benefits and problems are found when using AI in recruitment. The study used 

a combination of surveys and interviews with HR specialists from many sectors within India. 

According to the findings, many organizations are now using software that screens resumes, 

allows for automated chats and predicts future outcomes. It was observed that using these 

tools makes companies more efficient, hires faster and improves the odds of picking the right 

candidate. But there remain issues with data privacy, bias inside algorithms and too little 

openness. The research found that while AI can improve recruitment, making sure it is fair 

and inclusive still requires being supervised by humans. The research supports understanding 

how AI helps shape and guide the way HR works in India. 

Keywords: Artificial Intelligence, Talent Acquisition, Recruitment, Human Resource 

Management, Indian Organizations, AI Tools, HR Technology, Algorithmic Bias, Ethical AI, 

HR Analytics. 

1. INTRODUCTION  

Significant changes in HRM have happened because of the advancement of technology and 

AI has been especially important in recruiting talent. Firms today have to work hard and be 
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strategic to attract, review and keep the best employees. Machine intelligence is now 

changing existing recruitment methods by placing an emphasis on automation, using data and 

training systems to review and rank resumes, predict a candidate’s fit and stimulate candidate 

interest. 

AI is being used more and more in recruitment strategies in the Indian information 

technology, banking, manufacturing and startup industries. Due to more people practicing and 

firms needing quick decisions, Indian companies are including new technologies like 

applicant tracking systems, chatbots, analysis of video interviews and hiring prediction 

models. Thanks to these updates, hiring takes less time and money and they work to reduce 

unconscious biases for a higher-quality hiring result. 

Even so, applying AI in hiring involves certain difficulties. Concerns about privacy with data, 

unfair decisions due to biased algorithms and mistakes in ethics are still investigated 

thoroughly. There is still an ongoing conversation about how much we rely on intuition when 

AI plays a bigger role in recruitment. 

This study looks into how Artificial Intelligence is used in India for acquiring talent, 

reviewing how much AI has been adopted, the range of tools involved, their success and any 

difficulties firms experience. Its goal is to give useful understanding of how AI is reshaping 

India’s recruitment methods and the consequences for human resource management. 

Research Objectives 

• To see which types of Artificial Intelligence tools are being used by Indian companies 

when hiring staff. 

• To assess the way AI influences recruitment processes for Indian HR professionals 

and the problems they encounter. 

2. LITERATURE REVIEW  

Agnihotri et al. (2023) explored the new changes in talent intelligence and management that 

AI is bringing. The researchers pointed out that predictive analytics and intelligent data 

mining, supported by AI, are helpful for making important decisions in talent acquisition. It 

was explained that AI supports both automating usual HR work and tracking down top 
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candidates by picking up on particular patterns, encouraging wiser management of the entire 

workforce. 

Sattu, Das, and Jena (2024) Looking at how HR professionals in Indian IT companies view 

the use of AI for recruitment. According to the research, adopting AI made operations more 

efficient and recruiters hired faster, but several factors played a role, including how well the 

organization was ready, how much trust people have in AI and how difficult they perceive AI 

systems to be. The survey found that HR managers generally welcomed the opportunity of 

AI, yet raised concerns about how well these algorithms can be trusted and how ethically do 

they make their decisions. 

Paramita, Okwir, and Nuur (2024) considered how AI is implemented at both a company 

structure level and day-to-day operations level in talent acquisition. They found that 

effectively using AI in organizations depends on its agreement with the company’s culture, 

backing by leaders and the use of change management techniques. The research revealed that 

while AI advanced the way candidates are found and reviewed, it was also necessary to keep 

an eye on it to avoid biased and unfair hiring practices. 

Bedi et al. (2024) examined the ways in which AI affects how companies look for and hire 

employees. At the INNOCOMP conference, their data showed that AI tools like chatbots, 

assessment software and resume scanners made hiring processes much faster and more 

interactive for candidates. Yet, they found that difficulties with data security, hidden decision-

making algorithms and relying too heavily on technology are major issues involved. 

3. PROPOSED METHOD 

This study focused on the use of Artificial Intelligence (AI) in how Indian organizations 

recruit employees. To meet the objectives, this research depended on a combination of 

qualitative and quantitative methods. Thanks to the design of this research, key insights were 

gained about how AI is used in recruitment, whether it delivers results and what HR 

professionals and job seekers feel about it. 

3.1.Research Design 

This study focused on the use of Artificial Intelligence (AI) in how Indian organizations 

recruit employees. To meet the objectives, this research depended on a combination of 
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qualitative and quantitative methods. Thanks to the design of this research, key insights were 

gained about how AI is used in recruitment, whether it delivers results and what HR 

professionals and job seekers feel about it. 

3.2.Sample Selection and Participants 

Researchers studied HR professionals, recruiters and hiring managers who were employed by 

Indian organizations operating in IT, finance, manufacturing, healthcare and education. 

Stratified sampling was selected to make certain both large businesses and SMEs were 

included. Two hundred people were chosen for the quantitative survey and 20 HR specialists 

were interviewed to obtain qualitative data. 

3.3.Data Collection Methods 

Quantitative Data: A survey form was created using Google Forms and SurveyMonkey to 

be sent out electronically. These questions asked respondents to detail how AI was being 

used, what kinds of AI tools the company had, how effectively the firm recruited and what 

experiences candidates had. 

Qualitative Data: We interviewed a number of HR professionals through the platforms 

Zoom and Microsoft Teams. An interview tool was designed with large questions to discover 

how participants felt about the positives, negatives, values and future of AI and hiring. 

3.4.Instruments and Measures 

A pilot test on 20 participants was performed to check the survey instrument. Good internal 

consistency was observed on the scale, with Cronbach’s Alpha showing a value of 0.84. Two 

HR domain experts went over the interview questions to make sure they were appropriate. 

3.5.Data Analysis Techniques 

Quantitative Analysis: Essential data was summarized using the mean, frequency and 

percentage statistics. Both chi-square tests and ANOVA were applied to find out how AI 

adoption differed by industry and company size. Results were generated with SPSS (version 

26.0). 
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Qualitative Analysis: All interview transcripts were processed using the NVivo application. 

Statements from the employees were gathered and sorted by main themes such as the good 

side of automation, better hiring decisions, how recruiters feel and ethical issues. 

4. RESULTS AND DISCUSSION 

Both the outcomes from the quantitative survey and qualitative interviews are presented and 

discussed in this section. To find out about AI in talent acquisition, the research team 

explored the level of use, the selection of AI products, effectiveness perceptions and what 

challenges existed. The ideas brought up in these findings are discussed alongside the 

literature to underscore their relevance in Indian organizations. 

4.1.Extent of AI Adoption in Talent Acquisition 

The study reveals that more Indian organizations are adopting Artificial Intelligence (AI) in 

recruiting talent. Among the surveyed group, 27% said their companies had incorporated AI 

completely in hiring, highlighting a large move towards automated and data-driven methods. 

About 40% of those surveyed told us that they had made some use of AI, reflecting that many 

companies continue to make gradual progress in introducing AI. Out of all respondents, 22% 

mentioned that their organizations were getting ready to use AI which means growing 

curiosity and increased adoption of AI technologies going forward. Just 11% of the 

organizations surveyed said they aren’t using AI, suggesting that AI use is on the rise with 

89% either already deploying or planning to use it in talent acquisition. It is clear from this 

data that AI use in Indian recruitment has grown popular, but how much it is used depends on 

each organization’s state of readiness, access to resources and set priorities. 

Table 1: Extent of AI Adoption in Talent Acquisition 

Level of Adoption Frequency Percentage 

Fully Adopted 54 27% 

Partially Adopted 80 40% 

Planning to Adopt 44 22% 

Not Using AI 22 11% 



 

 

596 | P a g e  
 

ISSN: 2320-3714 

Volume:2    Issue:2 

May 2025 

Impact Factor:11.9 

Subject: Management 
 

Airo International Journal 

Peer-Reviewed  

Multidisciplinary 

Total 200 100% 

 

 

Figure 1: Extent of AI Adoption in Talent Acquisition 

This study agrees with prior research showing that AI is becoming more used in HR efforts in 

emerging economies. Many companies in IT and finance are at the top of AI integration in 

their recruiting efforts. 

4.2. Types of AI Tools Used in Recruitment 

Indian organizations are using AI to improve and speed up how they hire talent. Almost two-

thirds of respondents prefer to use resume screening software to automatically screen 

applications first. Half of employers are using candidate chatbots to address their candidates’ 

questions in real time. According to our research, many companies are using video interview 

tools and predictive analytics to monitor candidate behavior and estimate their potential in the 

workforce. Thirty-nine percent of respondents said they employ AI technology for job 

postings, reflecting their effort to place the right message in front of the best candidates. 

Many different uses of AI prove that it is being thoroughly adopted in all steps of the 

recruitment cycle. 
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Table 2: Types of AI Tools Used in Talent Acquisition 

AI Tool Used Frequency Percentage 

Resume Screening Software 130 65% 

Chatbots for Candidate Queries 102 51% 

Video Interview Analysis Tools 84 42% 

Predictive Analytics Tools 76 38% 

AI-driven Job Posting Tools 58 29% 

 

 

Figure 2: Types of AI Tools Used in Talent Acquisition 

Among the activities, screening a resume was the most commonly done, topped by using 

chatbots and analyzing video interviews. These tools played a key role in cutting the time 

needed to hire and increasing how objective the screening process was. 

4.3. Perceived Effectiveness of AI in Hiring 

Organizations found that AI greatly improves different parts of the hiring process, as the 

results indicate. AI tools are seen as most advantageous for cutting down on the time it takes 

to hire employees, according to their mean score of 4.3. AI is also shown to help match the 

right candidates to jobs (4.1) while bringing down recruitment costs (4.0). While AI helps 
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improve the way people interact, the candidate experience surveyed here received a moderate 

positive rating of 3.8. The fact that 3.6 was the lowest indicates that people feel AI aids in 

fairer hiring, even so, uncertainties related to fairness and algorithm openness persist. 

Generally, the research finds that AI performs well in major hiring areas. 

Table 3: Perceived Effectiveness of AI Tools (Mean Ratings) 

Hiring Aspect Mean Score (out of 5) 

Reduction in Time-to-Hire 4.3 

Improved Candidate Matching 4.1 

Enhanced Candidate Experience 3.8 

Reduced Human Bias 3.6 

Cost Efficiency 4.0 

 

 

The analysis shows that AI helped the most in cutting down the time taken to hire and 

enhancing the success of the candidate by job. Still, both performance in addressing bias and 

improving candidates’ experience scored low, showing that there is room for progress. 

 

 

3.2

3.4

3.6

3.8

4

4.2

4.4

Reduction in
Time-to-Hire

Improved
Candidate
Matching

Enhanced
Candidate
Experience

Reduced Human
Bias

Cost Efficiency



 

 

599 | P a g e  
 

ISSN: 2320-3714 

Volume:2    Issue:2 

May 2025 

Impact Factor:11.9 

Subject: Management 
 

Airo International Journal 

Peer-Reviewed  

Multidisciplinary 

4.4. Challenges in Using AI for Talent Acquisition 

There are difficulties that come with using AI in the way that talent is acquired. An analysis 

of the survey and qualitative data led to the identification of essential issues. How candidate 

data is gathered, stored and analyzed by AI was a concern often brought up by those in HR 

during the discussion. A lot of stakeholders worried about privacy issues and possible lack of 

compliance with regulations. Problems with AI bias came up in the survey, with individuals 

stating AI-based tools sometimes make injustices worse instead of fixing them. As a result, 

people started asking whether the job search was fair and inclusive enough. 

Another big problem mentioned was that companies didn’t clearly explain how their AI 

systems work. It was hard for some organizations to grasp how AI made its decisions, so the 

technology’s usefulness and ability to improve hiring outcomes was questioned. Many HR 

workers were strongly against new ideas and changes in their work. There were professionals 

who did not want to adopt AI because they feared losing their jobs, did not know much about 

AI or doubted whether AI systems could be depended on. They represent common issues in 

the ongoing worldwide discussion about the ethics and ways AI is used in HR (Binns et al., 

2018; Cappelli et al., 2019). 

4.5. Insights from Qualitative Interviews 

An analysis of thematic data from interviews with HR pros gave further understanding of 

how organizations use AI when recruiting workers. There was a general sense of optimism 

among the participants because most saw that AI made recruiting easier and more based on 

data. They pointed out that AI made routine duties such as checking resumes and arranging 

interviews, simpler, so HR teams could focus more on planning. 

However, all of the participants stressed that AI should serve as a helper, not replace human 

decision making. Many members of the HR community pointed out that using intuition is 

important in assessing if a candidate matches the culture, shows good soft skills and 

possesses personal traits that AI doesn’t notice. Therefore, it was understood that having 

people make the final hiring decisions was necessary, to avoid unfairness and stay true to the 

organization’s values. 

They said that, in the near future, AI will be used more in finding the right in-house roles for 

workers and for cutting down on unconscious bias in hiring more diverse individuals. They 
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support embracing AI’s future possibilities, but focus heavily on making its use ethical and 

beneficial to people. 

4.6.Discussion 

Research demonstrates that AI is helping to shape the way talent is acquired in India. The 

study agrees with what has already been written about AI helping to speed up hiring, both in 

selection and arranging schedules. Still, doubts about openness, fair play and the involvement 

of candidates point to the importance of better ownership. In order to achieve positive results 

in hiring, Indian organizations must develop ethical AI approaches, educate employees and 

monitor AI systems constantly. 

5. CONCLUSION  

Analysis shows that more and more Indian organizations are using AI in talent acquisition, 

mainly in the IT, finance and larger company sectors. The results showed that firms are using 

AI, including resume screening software, chatbots and predictive analytics, to improve hiring 

processes, lower the time required and get candidates and jobs to match more effectively. AI 

has been found to help improve the recruitment process by making it more effective and 

affordable, but some issues with data privacy, biases and transparency are still there. Many 

people in HR said that AI is useful, but it shouldn’t replace human decisions in choosing who 

to hire. All in all, the research found that for Indian companies to use AI well in recruitment, 

they should act with ethics, be transparent and never rely entirely on technology. 
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