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ABSTRACT

Technology has always been an impact within the recruitment purpose, to reduce costs & to deliver the increased effectiveness while recruiting
candidates. To the introduction of Artificial Intelligence, Al provides many opportunities to achieve drastic & significant improvements & such
an early improvement are surely to affect the sourcing & screening of right candidates within the initial process of the recruitment procedure.
This research paper focuses on artificial intelligence (Al) & the impact its growing influence is having within the recruitment industry. This
piece of research considered as how artificial intelligence is set to influence employers & candidates, more specifically throughout the initial
recruitment stages. Because of, very few academic research has been conducted till date, artificial intelligence (Al) has been adopted by many
specialists & practising recruitment, as these days its being “game-changing for HR”. This research paper also looks at Artificial Intelligence &
its growing impact it’s all set to play in the recruitment industry worldwide. The overarching objective of this study was to find
recommendations that how the recruitment processes & recruitment initial stages could be changed, for the sake of better results & also in

recognition of the introduction of artificial intelligence technology
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Introduction

The business of recruitment industry is exceedingly
disjointed and even patchy; additionally, it suffers from
sparse regulatory guidelines and poor cost of access. Also,
evolving technological start-ups in this business make it
extremely competitive in today’s world. To make adequate
profits in this kind of ambience demands tremendous skills
and technological advancements on the part of recruiters to
enhance productivity.

As per a survey undertaken in 2019 by the company
Bullhorn, 61% of respondents showed that their chief
priority lay in procuring prospective employees and
sourcing. This was due to industries being hit by soaring
churn prices owing to meagre unemployment that are keen
to obtain a method to allay the looming destruction and
proceeds because of a flourishing job market. In order to
meet this test, a large number of industry houses are
undertaking digitalization of all tasks. Yet, in order to
outshine in the existing concept of business, recruiters will
need to embrace Artificial Intelligence to restructure their
whole business in tandem with digital technologies like
blockchain process automation and Al, which are not simple
matters to say the least.

Review Literature

Raviprolu (2017) examines the function of Artificial
Intelligence in the field of Human Resources (HR)
observing numerous hindrances to embracing it during this
phase. Artificial Intelligence warrants voluminous and
precise data. Such data is rather complicated; hence,
comprehending an aspirant’s psychology becomes an
arduous task.

Yano (2017) states Artificial Intelligence is only a hollow
container without the application of precise data.

Campoloet al (2017) noted due to greater protection of data
sets there is a danger that business houses may employ
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inauthentic and poor data sets to instruct Artificial
Intelligence programs.

Bafaroet al (2017) observes that for an ML programme, in
order to comprehend factors responsible for victory,
enormous data of successive years needs to be reassessed,
for which precise data is mandatory.

Wishkirchenet al (2017), despite giving support to
Artificial Intelligence in undertaking the procedure of
recruitment admits that Al technology is not infallible.
GDPR is another data test that has to be taken into account
since around eighty percent of recruitment companies are
not even aware of the rules, which influences the companies
negatively. (Chaker, 2018).

IBM (2016), states that the advantages of Artificial
Intelligence overshadow the perils and disadvantages shown
here.

Raviprolu (2017), states that the potential of Artificial
Intelligence has still not actualized into robust
communication capabilities. Tandon et al (2017) gives
assent to this view adding that the impact of Artificial
Intelligence is not likely to lead to complete automation of
the process.

Objective of the Study

. To give a glimpse into the extent of sway Atrtificial
Intelligence shall yield on the recruitment business. This
will give valuable volume to the existing academic research.
. To examine the influence Artificial Intelligence
will exert on the aspirant and the person under whom he will
be working.

. To observe findings that enhance the worth of
recruiters, once Artificial Intelligence technologies become
part of their practices, that help people make right
judgements on the feasibility of employing Al for
recruitment procedures.
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Research Methodology

This study is based on secondary data subject to availability
of online sources, research papers & company websites.
More than 20 research papers studied and visited 10
companies website to collect relevant information about
recruitment through artificial intelligence. This research is
quantitative by nature.

Hurdles for Recruiters

Lack of genuine requirement, sparse superior job details,
low-quality resumes, and poor communication and
comprehension among recruiters and hiring officials are the
prime productivity hurdles. Majority of recruiters depend on
one-to-one connections and local databases to choose
aspirants. Resultantly, they fail to attain the requisite fill rate
— the sole prime key performance indicator (KPI) that
affects a recruiting company's top-line. Described as the
number of open job orders that could be met, any obstacles
to the fill rate visibly impacts the income of a business
house.

A major test for employers in these times is the high rate of
wear and tear and making the current staff perform its best.
Ultimately it is the, employee who is the prime source of
lasting competitive benefit today. Yet it is difficult to deal
with this basic human resources challenge since the aptitude
lifecycle greatly depends on elusive aspects such as man’s
behaviour and mental makeup, his culture, and task fitment.
Obviously, these arenas are apt for disturbances from the
digital invasion. The current study aims to examine how the
recruitment industry can adopt digital datacentric techniques
for recruitment rather than hanging on to the orthodox
methods and attain maximum value for employees and
obtain higher fill rates.

Low Retention, Poor Recruitment:

With the growth of work, employee turnover and expenses
are becoming even greater. Two years earlier, employee
turnover touched a peak, so companies can expect mounting
costs now onwards. Workers who choose to quit a company,
compare weighing their existing position with other options.
Sourcing talent is a big issue. As per Society for Human
Resource Management, employers and recruiters take
almost 36 days for sourcing, and eventually for hiring
employees. They need to put in great effort, and not finding
the right talent is another problem. However, if employers
adopt timely measures they might prevent over seventy-
seven percent of their employee turnover.

Organizations have great opportunities to recruit, employ,
and keep talent in an effectual manner. Presently, the
industry is handling this issue by employing more persons
for the job. Greater time and energy are being spent on
doing research, holding interviews, onboarding, and
retaining employees. However since the basic problem
remains unhandled it is not very effectual. To augment
employee retention, employers and recruiters must hire the
right talent which is apt culturally as well as job-wise.

To acquire right talent, a feasible analytics platform is
required that may restructure the employee lifecycle,
augment recruitment, retention, and internal progress and
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hence result in a higher fill rate. A strong futuristic platform
ought to objectively assess an aspirant’s aptitudes along
with his personality type, adaptability, and learning potential
employing Holland's occupational insights and Gardner's
multiple intelligence tool, to judge if the aspirant is the right
candidate for a specific task.

Creating value by employing an integrated analytical
platform

Problems related to challenges in sourcing and greater
turnover starts once a business house starts recruiting active
as well as passive talent. Hence, it becomes mandatory to
have a strong incorporated critical platform that may give
vital knowledge to recruiters, managers, recruiters, as well
to the aspirants to enable them to take correct hiring
decisions. This kind of a dais will guarantee safeguarding
the veracity of the workplace within the industry.

Quality matching for aspirants exploring new avenues:

Through employing a basic Al-driven appraisal like
choosing particular images or colours and uploading or
swiping images, the dais would be effectual in procuring
comprehensive information on the aspirant as also his basic
work ethics and prevailing qualities. Such data will be
obtained by means of an algorithm without having asked a
single question directly to the aspirant. Later, a proprietary
program will categorize and prioritize job openings in
tandem with the aspirant’s technical knowhow, cultural
background and his prime motivators. This would help
reduce subjectivity by almost eighty percent, as also
enabling the aspirant to know himself better.

Larger talent database for recruiters:

To recruit the right talent is itself a major challenge for
recruiters. Most organizations have a large number of
resumes in their database that can aid in selecting the correct
candidate with the right skills and cultural background, with
minimal time, hard-work and money spent. A strong
database platform with a pool of resumes, can assist in
finding the fittest candidate, which will cut down the cost by
over fifty percent..

Extending worth much further than sourcing:

Information available on this robust platform may be
employed to guarantee the right kind of onboarding
familiarity for new employees and bosses. Being aware of
the person’s motivators and his manner of working and
acquiring skills, managers can with ease arrange best
possible tools to support him and develop adequate
incentive programs, too. Additionally, they can make sure
that the person has the required mental makeup and is
working with compatible co-workers and is also given right
grounds for career advancement. Also due to greater
digitization where experienced staff is given more
responsibilities and positions, critical information available
on this type of platform can facilitate customized job
alternation, individualized practices, and form synergistic
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teams. If employees remain inter-related and engaged in the
times of such changes, it can ensure greater productivity.

ARTIFICIALINTELLIGENCE =

+ Sentiment
Analysis

TALENT "
| SEARCH ¢

Source:-  https://honorvettech.com/honorvet-technologies-
selects-engage-talent-to-align-veterans-with-the-right-jobs/

Benefits of using Al in the recruitment process:

Majority business houses struggle to procure suitable
candidates. For many tasks the rightly  qualified persons
cannot be found and unless such people are looking at new
job opportunities. Business houses may face difficult time
reaching out to the right candidates to fill in vacancies,
while certain vacancies may be difficult to locate online. It
also proves to be a challenge not to reject certain candidates.
In such a scenario for talent hunt, Artificial Intelligence
performs an enormous role. Majority houses find Al makes
the recruitment process more effectual and modern,
even smarter. However the advantages and actual
functioning of employing Al in the process of recruitment
remains to be seen. Following insights reveal on how
Artificial Intelligence may be deployed to select the right
candidates.

All industries have need of an assorted workforce, which is
not an easy task .Al can aid in augmenting the divergence
and extensiveness of an organisation. The point at hand is
having vacancies, and unconsciously many vacancies
eliminate some groups of persons, like the ill-educated
persons or belonging to a certain sect or gender.

Algorithms are the means to investigate if vacancies are
universal and appeal to all audiences. At times it becomes an
arduous task for recruiters to objectively evaluate candidates
minus any prejudice. This unconscious human prejudice of
the recruiters can be dramatically lessened with the aid of
Al. When evaluation of the candidate is done on the basis of
data, emotions have no weight over decisions.

Writing content for vacancies, recruiting candidates,
selecting candidates and job interviews; these tasks are time-
consuming. And there is so much more to do in a
recruitment department. Artificial intelligence (Al) can take
a lot of work off ones hands. It takes less time to write
vacancies, as does recruiting and screening candidates. More
valuable responses to the vacancies posted will be received
and it becomes easier to tell whether a candidate is fit for the
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task. This augments productivity sparing quality time for
other significant activities.

Augmented Intelligence Recruitment Process
Model

Today’s procedure for recruiting staff is almost the same as
it was several years ago, states Singh (2017). But, owing to
the use of artificial intelligence changes are required to
optimise the advantages while lessening the disadvantages.
Owing to the present study, a novel approach to the
recruitment procedure is in sight. This novel model, termed
the Augmented Intelligence Recruitment Process, proves
beneficial to recruiters as well as the agencies before they
set about recruiting and hiring, with recommending the level
of artificial intelligence they bring into every stage.

Company Profiing ~ Marketing Mapping ~ Application Stage ~ Faceto-Face ~ Offer & Negotiation

H“‘M Qj
L I
| " N

bt

Profiing the target Advanced Candidates will no ~ Ashortlisted setof ~ Afinal offeris
company and mapping of the longer apply candidates il made through the
their employees candidate market througha CV. meet for face-to- recruiter as an
should now be the is made possible Gamficationwill ~ facemeetings  intermediary. Any
first task of any through A, objectively  withthe recruiter  negotiation wil
recruiter. This will widening the consider suitability ~ and the company. happen without
help identiy talent pool of candidates. ~ Anopportunityfor Al Those that
company culture, significantly, Recruiterswil  thecompanyand  have not been
future targets and increasing oversee the the candidate to successful will
skillgaps that are diversity and processandoffer  understandone  receive detailed
currently present candidate quality. supportto another. feedback on how
atthe company. applicants. and where to
improve in future.
Source:- https://www.cfsearch.com/wp-

content/uploads/2019/10/James-Wright-The-impact-of-
artificial-intelligence-within-the-recruitment-industry-
Defining-a-new-way-of-recruiting.pdf

Artificial intelligence shall affect the complete functions of
the HRD, and the recruitment procedure is the initial facet
set to view this change. Resultantly, in the ensuing five
years noteworthy structural changes will be required to put
into practice the stated recommendations, allowing superior
hiring results, lessened costs and a competitive edge over
several talent teams.

Findings of the Study

. Despite enormous data availability, majority
business houses capture only a negligible potential value
when it is a matter of recruiting candidates..

. Majority data is available in silos, and although
business house expend time and money on advertising job
positions and contracting several recruiters, they are unable
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to influence and use technologies such as Al and machine
learning (ML) to effectually do the task.
o However, the more progressive organizations are
altering this equation as a vast number of technology firms
are adopting Al by employing the mechanics of personality
to select the best candidate for the task.

o Importantly, Al can identify factors for success for
a certain position and use that to screen candidates.
o By analysing data on candidates, Al can determine

which candidates score well on those factors and will
therefore be a good fit for the job.

) Employers can determine the success factors based
on current, successful employees. Candidates who have the
same characteristics are likely to perform just as well in the
same position.

) The better candidates score on these factors, the
better the match between the candidate and your
organisation.

) It is obvious that, organizations that employ
aptitude data and knowledge to optimize hiring performance
will be at an advantage in meeting the high-speed
requirements of a digital economy and even hasten the
results.

Conclusion

It is concluded that more and more companies understand
that artificial intelligence (Al) can make their recruitment
process smarter and more efficient. And that a future
without Al in the recruitment industry is actually
unthinkable. That’s why we offer AI-driven tools that help
you write vacancies that appeal to the right audience and
don’t exclude groups of people. By using artificial
intelligence (Al), there are more options for screening
candidates. Companies can analyse more data on the
candidate than the information provided by the candidate.
Nowadays, employers can find a lot about your candidates
online. Just think of social media, such as LinkedIn profiles.
There is a wealth of extra data on each candidate that you
can analyse. This gives you even more information to
determine whether that person is a good fit or not.
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