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Abstract – The talent procurement team defines the role talent acquisition team of the HR who oversee discovering, procuring, 

evaluating, and hiring candidates who fit the roles that are required to meet company goals and fulfill project requirements. 

Many challenges faced in the recruitment industry and for any organization to achieve its goals, a committed workforce is a 

must.  The traditional method of recruitment was time consuming, cost ineffective. Through Artificial Intelligence (AI) we will 

figure out which are the factors to be concentrated more so that we can hire a skilled employee with less sourcing time and 

making it cost effective even to the organization as well.  
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I. INTRODUCTION 

 
A committed and efficient workforce is the fuel for the 

organization which drives it towards its goals. However, 

the biggest challenge in today’s world is finding this 

category of talent in the market who can contribute to the 

organization for a longer period. This lays a responsibility 

on the HR department to attract and retain the people who 
fit best to the organization. The whole process from 

attracting to retaining falls under the Talent Acquisition 

which if successfully implemented can eliminate many 

challenges in identifying, attracting, and engaging the 

talent.  

 

Talent acquisition is considered as an important function 

under the HR profession. It can be coined as a system or 

process which strategizes the functions like identifying 

and acquiring skilled human labour to meet any 

requirement of the organization and retaining them for a 
longer time. The traditional method of recruitment was 

time consuming, cost ineffective. Through AI we will 

figure out which are the factors to be concentrated more so 

that we can hire a skilled employee with less sourcing time 

and making it cost effective even to the organization as 

well. The purpose of this project is to identify the key 

areas of recruitment where it can be replaced by artificial 

intelligence technology. 

 

1.Need of the Study: 

Enrolment specialists will want to lead proactive vital 
recruiting as opposed to invest the greater part of their 

energy with sourcing.  

Selection representatives will be ready to close the circle 

with employing administrators as AI permits them to 

utilize information to show enrolling KPIs including 

nature of recruitment. 

 

2. Objective: 

2.1 Objective 1: To determine AI technology to take 

over traditional way of recruiting.  
This is the process where AI plays a vital role as we can 

find the traditional way of recruitment consumes time, 

makes loose interest in the candidates and biasing of 

candidates can happen. Through AI we can bring out a 

difference in the recruitment process. 

2.2 Objective 2: To determine AI technology consumes 

less time for sourcing the right candidate.  

This is the process where we can reduce the time in 

finding out the right candidate for the right job. AI can 

reduce one’s sourcing time as per the job description and 

indeed can be cost effective to the organization as well. 

2.3 Objective 3: To determine people’s choice of portal 

which is used for sourcing the candidate.  

This is the process where we can identify the recruiter’s 

choice of sourcing the candidates. As we all are in the era 

of social media like Facebook, Instagram, LinkedIn so on. 

This process will help us identify which is the most used 

portal for sourcing the candidates. 

 

II. RESEARCH METHODOLOGY 
 

The research methodology starts from data collection like 

primary data, secondary data, and research design. 

1.Data Collection: The data used in the project includes 

both primary and secondary data.  

1.1 Primary Data- The study was conducted using 

questionnaires as a tool for gathering information and the 

survey was sent to all the employees who work in the 

organization though mail. The survey was built as a 
google form and a track of the respondents was done.  
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1.2. Secondary data- Company Website, Research 

Magazines, Journals and Human Resources Books.  
Research Design: Descriptive Statistics, Exploratory Data 

Analysis, Correlation and Regression analysis. But as part 

of the research, it is carried out by way of questionnaire as 

survey. Survey questions in the questionnaire have been 

developed from numerous studies papers.  

 

III. LITERATURE REVIEW 

 
James Wright (2020)-In this research paper titled “The 

impact of artificial intelligence within the recruitment 

industry” Considers how the introduction of Artificial 

Intelligence will influence employers and candidates for 

roles throughout the recruitment process. Interviews has 

been conducted with experts in the industry, contrasting 
these with the opinions of employees and job seekers and 

finally analysing the trends of an observation.  

Concludes saying in the next 5 years there will be 

significant structural changes needed to implement the 

above recommendations, enabling significantly better 

hiring results, lower day to day costs and a competitive 

advantage over other talent teams. 

 

Nishad Nawaz(March,2019)- in his study “Robotic 

process automation (RPA) is a new emerging technology 

in recruitment Industry” 47% HR leaders said that most of 
the organizations already in involved in automation, but 

only 24% are using AI & robotics in their daily or routines 

works and another study of LinkedIn survey stated that 

35% of hiring managers said that by 2020, RPA will be 

list in the top in recruitment industry. Concludes saying 

RPA technology have a significant impact on an 

organization to find the right balance between talent and 

human interaction  

 

Dr. Chandrashekar Uppin(2017)-Talks about “The 

benefits of automation tools in recruitment”  

A pre-tested structured questionnaire was used to collect 
data from HRIS users in India. Mean, ttest and factor 

analysis are used for data analysis using SPSS. Concludes 

saying HR process automation will improve the work 

culture. It will decrease the decision-making time and also 

they believe that organizations will benefit from factors 

including employee motivation, satisfaction, productivity. 

 

Navdeep Kumar, Pradeep Garg (2019) in their study 

titled “Impact of Online Recruitment on Recruitment 

Performance” have showed the increasing importance of 

online sourcing for recruitment processes. While 
traditional recruitment may not require any technology, 

online sourcing in recruitment is reliant on a wide range of 

information and communication technologies and access 

to them by the public. Viewing technology just as 

contingency will limit research to establishing economic 

rationality of automating recruitment tasks and changes in 

routines, while technology in this case plays a wider 

societal role and may affect livelihoods of individuals and 

organization 
 

Raviprolu (2017) directly considers the “Role of AI 

within Human Resources (HR)” acknowledges that there 

are a number of barriers to adoption at this stage, firstly AI 

requires a large amount of data that is also accurate, these 

data sets are very complex to effectively understand the 

psychology of candidates. Yano highlights AI is nothing 

more than an empty box unless data is applied. Campolo et 

al argued that with increasingly protected data sets there 

are risks of companies using cheaper, non-representative, 

and therefore less valid, data sets to train AI programmes. 

Bafaro et al also explains that a ML program might need 
to review years of succession data to understand success 

factors, and this is assuming that data is accurate. 

Wishkirchen et al (2017), whilst being a supporter of AI 

within the recruitment process does concede that even the 

most sophisticated AI technologies can make mistakes. 

GDPR is another data challenge that needs to be 

considered and with an estimated 80% of recruitment 

companies not being complicit with the rules, it will 

heavily impact the industry. 

 

IV. INDUSTRY PROFILE 
 

Today, the recruitment industry is a 6-billion-dollar 

industry. The enlistment market has become as well as had 

advanced into an adult market. Here are sure patterns that 

we see will impact the Recruitment Industry and the 

interest in specialty spotters. Somewhere in the range of 

2016 and 2019, the interest in scouts developed by 63%. 
This implies that top level spotters can now take their pick 

among the best organizations in 2020, making enlistment 

among the most significant abilities a HR expert could 

have.  

 

More limited residencies and various open positions at 

mid a senior-level have prompted an expansion in work 

creation and interest for enrolment specialists. The 

expansion popular for specialty abilities and the deficiency 

of ability with abilities has given an ascent to the 

requirement for expert’s scouts. Positions are open longer 
and the whole employing measure turns out to be 

exceptionally tedious, costly, and baffling for recruiting 

directors. Corporate employing supervisors don't have the 

opportunity and inside and out area information to track 

down the right competitors and more urgently, the 

uncommon ability that an organization is searching for 

may not be searching for new freedoms at that point. 

Specialty scouts continually contact up-and-comers who 

are not on a task board or effectively searching for a task – 

in our terms a "Aloof Candidate".  

 

With the battle for-ability proceeding to be extreme for 
specialty abilities, HR spotlight would hone on ability 

commitment and maintenance. Work-from-home, 

recruiting variety, longer maternity/paternity leaves, low 
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maintenance occupations/contract occupations and other 

worker commitment cycles would turn into the standard of 
the day. Although our reality is turning out to be 

progressively mechanized, a few things require an 

individual touch. That is the place where scouts come into 

the image.  

 

The premium on qualified and gifted ability is set to 

increment and associations are vying for securing the best 

Indian ability for their worldwide requirements. 

Customary Applicant Tracking Systems have developed 

into shrewd programming furnishing constant prescient 

examination with the capacity to gauge information 

focuses and waitlist the best-fit possibility for a position, 
accordingly, taking out the component of inclination and 

instinct. Associations are changing from employing 

through work sheets to effectively recruiting through web-

based media. Grounds recruiting will be the standard to 

assemble ability pipelines in associations.  

 

V.ANALYSIS 

 
There are basically five steps which are carried out for 

analysing the data. They are as follows. 

 

Step1: Data Cleaning/Data Pre-processing  

Step 2: Feature Engineering  
Step 3: Exploratory Data Analysis  

Step 4: Correlation 

Step 5: Likert Scale Analysis 

 

 

Step1: Data Cleaning/Data Pre-Processing  
Before cleaning the responses received through the 

questionnaire was 50+ There were duplicate responses 

present which I dropped then specifically index drop. 

There were even the outliers present and I have analysed 

the, using the box plots.  After cleaning the data, it was 

reduced to 43responses.Using these 43 responses analysis 

is done using various methods. 

Step2: Feature Engineering  
Introducing new columns for age class: Age class has been 

classified as youth, young middle and Old for age between 
20-21years, 22-29 years,30-39 years,40 years and above 

respectively.  

Introducing new column for salary class: Salary class has 

been classified as lower class, above lower class, upper 

class, above upper class for 2-5LPA,6-8LPA,8-10LPA and 

above 10 LPA.  

Step 3: Exploratory Data Analysis 

5.3 Descriptive Statistics: Carried out for mainly for age 

group. 

5.3.1Age column 

Table 1. Descriptive Statistics for age column 

Age Column 

Mean 17.32876712 

standard error 0.854759883 

median 27 

Mode 24 

standard deviation 7.303071642 

sample variance 53.3348554 

kurtosis 6.046689363 

skewness 2.183507621 

Range 39 

minimum 21 

maximum 60 

Sum 742 

Count 43 

 

From the age table we can infer that the mean median and 

mode values are not equal hence it is not normally 

distributed. The kurtosis value is above 3so we can say it 

is platykurtic in nature and through skewness we can say it 

is positively rightly skewed. 

 

5.4 Cross Tabulation- This is carried out using python 

programming for better understanding of different 

variables. The following set of variables are analysed, and 
the results are as follows. 

5.4.1 Gender and Job Portal-Given the portal is Naukri, 

the chances of females using it is 71%  

Given the portal is LinkedIn, the chances of males using it 

is 33%. 

5.4.2 Age class and Experience Level-Given the age 

class is youth, the chances of youth falling below 5 years 

of experience is 73.9% 

Given the age class is old, the chances of old falling above 

5 years of experience is 28.5% 

5.4.3 Age class and salary band 
Given the age class is old, the chances of me finding them 

earning above 10LPA is 50%. given the age class is youth, 

the chances of me finding them earning below 5LPA is 

51.6%. 

 

Step 4: Correlation 

4.1: Correlation between sourcing time and selection 
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Fig. 2. Correlation between sourcing time and selection 

 

We can infer from the graph that it is positively correlated. 

The correlation coefficient is 0.21. More the time spend 

for sourcing, more is the chances of selection of 

candidates.  

4.2: Correlation between age and experience. 

There is no much correlation when we observe the graph 

as it is highly scattered. 

           

    Fig. 3 Correlation between age and experience 

Step 5: Likert Scale Analysis. 

5.1: The respondents strongly agree AI technology is 

preferred to hire skilled candidates  

 

              

Fig 4. Hiring Skilled Candidates. 

 
From the above graph we can infer that around 30% of the 

employees are neutral and 33% of the employees strongly 

agree. We can infer that hiring of skilled candidates can be 

more with adaption of AI.  

 

5.2: The respondents strongly agree time reduction is the 

main reason for using AI. 

 

 
        

Fig. 5 Time reduction is main reason 

 

We can infer from the graph that 33% of the employees 

say that time reduction could be the reason for using AI. 

And 19% people strongly agree to the fact.  

 

5.3. Respondents strongly agree AI over Traditional 

Method 
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Fig. 6: Preference of AI over Traditional Method. 

 
From the graph we can infer that 42% of employees prefer 

AI over traditional recruitment. 14% strongly agree to the 

fact of AI method is best method. 

 

VI. CONCLUSION  

 
Small sample size did not provide a very promising insight 

Recruiters prefer AI platform to on-board the skilled 

candidates Primary reason for AI platform is time 

reduction The secondary reason for AI platform is hiring 

bias Naukri is max preferred portal for sourcing the 

candidates. Professionals with experience less than a year 

tend to hire unskilled candidates.  
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