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EXECUTIVE SUMMARY 

 

This research investigates the revolutionary influence of Artificial Intelligence (AI) in 

contemporary recruitment strategies, with particular emphasis on how AI improves 

the candidate experience throughout the hire journey. As expedited digitalization and 

the maturation of recruitment from human resume screening to AI-based evaluation, 

organizations are more and more relying on smart solutions to make hiring more 

efficient, tailored, and equitable. 

 

The study follows a mixed-methods design, combining qualitative interview data and 

quantitative survey responses from 110 MBA candidates and job applicants actively 

participating in AI-facilitated hiring processes. The focus is on Indian businesses—

traditional firms as well as startups—adventuring into AI technologies such as 

chatbots, resume parsers, video interviewing software, and predictive analytics 

software. 

 

Major findings indicate that AI has greatly enhanced recruitment processes like 

candidate shortlisting, resume screening, and interview scheduling. Time saved, better 

communication, and enhanced candidate-job matching were cited as significant 

advantages by the respondents. Nevertheless, issues regarding transparency within the 

system, algorithmic bias, and the absence of personalization in completely automated 

systems remain. 

 

In spite of the expected gains, statistical analyses uncovered no significant relationship 

between awareness of AI tools and general satisfaction or preference for recruitment 

models. Furthermore, candidate perceptions of process transparency and fairness had 

no strong tie to variables such as gender, education level, or exposure to placements. 

 

The research sums up that although AI promotes operational efficiency and 

responsiveness, its success is based on ethical deployment, openness, and the 

sustaining of a human touch. To ensure sustainable adoption, organisations need to 

sort out issues of trust, develop HR professionals, and use hybrid recruitment models 

that use machine precision to use alongside human empathy. 
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Chapter: 1 

Introduction 

 

1.1 Background 

Artificial Intelligence (AI) has been a powerful force in the transformation of various 

sectors and the redefinition of organizational processes. In Human Resource 

Management (HRM), AI has gained more and more interest for enhancing operational 

efficiency, increasing accuracy, and supporting data-driven decision-making. From 

chatbots that communicate with job applicants to sophisticated algorithms that search 

resumes within milliseconds, AI is dramatically transforming the manner in which 

organisations attract, assess, and retain talent. 

The increasing use of digital platforms, telework infrastructure, and data-driven 

organizational cultures has accelerated the adoption of artificial intelligence in the 

recruitment process, making it not just an enabler but a core strategy for innovative 

organizations. As digital transformation is redefining the world of business, 

organisations that fail to adopt the latest technologies might miss the opportunity to 

recruit the best talent and improve efficiency in operations. 

HR artificial intelligence has moved beyond its conventional role of being a backend 

analytical and administrative tool. Instead, it is now embedded right in the center of 

the recruitment process—touching different stages such as sourcing, screening, 

interviewing, candidate communication, onboarding, and post-hire analysis. 

Organisations are increasingly using AI solutions to get insights into candidate 

behavior, predict job fit, and create a unified and interactive recruitment experience. 

On this score, the use of artificial intelligence is more than the mere automation of 

processes; it strongly alters the hiring process, particularly for candidates. With AI, 

organisations are able to take a proactive, responsive, and inclusive approach to their 

hiring processes and hence reframe talent engagement in the digital era. 
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Evolution of Recruitment Practices 

The role of recruitment in the corporate world has been radically altered over the last 

two decades. Traditionally, recruitment was a human-intensive, manual process. 

Recruiters would sift through many resumes, in-person interview prospects, and make 

hiring decisions based on intuition, experience, and social cues. While this approach 

allowed room for human relationships, it was often time-consuming, subjective, and 

unguided—particularly in instances of large-scale or high-volume recruitment 

initiatives. 

The beginning of the 2000s saw the beginning of online hiring with the advent of 

employment websites and applicant tracking systems (ATS). These platforms 

simplified the initial phases of recruitment by leveraging job postings, electronic 

resume collection, and database management. The decision-making process, however, 

remained very much manual and hence prone to human errors. With growing 

businesses and the volume of applications reaching astronomical heights, the 

limitations of conventional methods came glaringly to the fore. 

The arrival of the Fourth Industrial Revolution, coupled with the advancement of AI-

based technologies, signaled an era of revolution in recruitment in the world. Artificial 

intelligence started getting involved in screening candidates across various platforms, 

reading resumes via natural language processing (NLP), comparing skills with job 

specifications, and even forecasting candidate success via machine learning 

algorithms. These aspects have significantly enhanced the efficiency, accuracy, and 

scale of recruitment operations. 

Furthermore, video interviews powered by AI can now screen candidate tone, 

confidence, and facial expressions, providing recruiters with insights into behaviour 

that is not possible with traditional methods. Chatbots handle repeat questions, 

interviews are scheduled, and candidates are informed, freeing up administration time 

and enhancing response rates. 

The shift from paper to electronic to intelligent systems in recruitment mirrors a larger 

trend of utilizing technology to accommodate the needs of today's workforce. Job 

candidates today expect rapid feedback, customized matching, and transparency—

expectations that AI is particularly well positioned to accommodate when employed 

with care and an ethics of care. 
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Importance of Candidate Experience 

Candidate experience is the general impression a candidate forms of an organization 

during the recruitment process, from initial job search to final onboarding touchpoint. 

It encompasses readability and tone of job ads, response of communications, ease of 

application, quality of interviews, and speed of feedback. With today's employer 

market, candidate experience has shifted from a backburner to a frontburner concern. 

A good candidate experience can be a significant source of an employer brand, making 

an organization more attractive to the best talent. Candidates who are treated with 

respect, valued, and suitably informed throughout the experience are likely to accept 

an offer, recommend the organization to others, and return in the future even if not 

selected. A poor experience, in contrast, may lead to brand dilution, business loss—

especially in B2C organizations—and decreased candidate engagement. Based on 

these studies, one bad application experience may discourage nearly 60% of 

candidates from reapplying or recommending the organization. 

AI is central to creating this experience. Automated notifications, chatbot-based 

interactions, and AI-recommended jobs customize and automate candidate 

experiences. Instant messaging and quick application screening prevent keeping 

applicants in the dark. Additionally, AI ensures consistency and fairness in evaluation, 

leading to a sense of professionalism and equity. 

But organisations have to walk a tightrope. A process too mechanized or impersonal 

risks dehumanizing the candidates. If the decisions based on AI are not communicated, 

candidates will be tempted to doubt the authenticity of results—particularly if they are 

not shortlisted unnecessarily. So while AI adds significantly to optimizing candidate 

experience, it has to be accompanied by compassionate, human-touch interactions to 

get the balance just right. 

In an age where applicants share their recruitment experience on platforms like 

Glassdoor and LinkedIn, the touchpoint counts. A good-designed candidate experience 

is not only sound HR practice—it is a competitive advantage in the modern fluid 

labour market. 
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Role of AI Across the Recruitment Lifecycle 

The recruitment life cycle consists of a multi-step process involving sourcing, 

screening, evaluation, interviewing, hiring, and onboarding. Each of these stages 

offers opportunities—and challenges—for creating a smooth, engaging candidate 

experience. Artificial Intelligence has emerged as a pivotal enabler in maximizing 

each one of these steps through better efficiency, consistency, and personalization. 

Sourcing: 

AI-based sourcing software searches across several platforms such as job boards, 

career sites, and social media to find prospects. They apply semantic search and 

predictive analytics to locate passive candidates who have not actively applied but fit 

the bill. AI algorithms are able to read job postings and recommend improvements 

for broader visibility and improved fit with market trends. 

Screening: 

This is the most time-consuming phase, usually encompassing hundreds or 

thousands of resumes per vacancy. AI-powered resume parsers and ranking 

algorithms can assess applications automatically using pre-established criteria like 

skills, education, and experience. Natural Language Processing (NLP) allows 

systems to understand context, not simply keywords, making the screening more 

accurate and sophisticated. 

Most organisations employ AI-powered assessment platforms to administer 

cognitive, personality, and behavioral assessments. These enable more in-depth 

analysis of a candidate's abilities and cultural alignment. AI-driven gamified 

assessments and simulations can assess decision-making, leadership, and 

collaboration competencies within an active environment. 

Interviewing: 

AI has transformed interviewing with asynchronous video platforms that review 

verbal and non-verbal responses like tone, facial expression, and eye contact. Such 

tools provide objective scores against pre-determined parameters, which reduce 

unconscious bias. AI-based scheduling assistants also simplify the hassle of 

scheduling interviews with minimal back-and-forth. Selection & Offer: 
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Machine learning algorithms can support decisions by pitting best candidates against 

organizational standards, assisting recruiters with final picks. AI will even estimate 

offer acceptance probability based on past trends, candidate activity, and marketplace 

information. 

Onboarding: 

After a candidate has accepted an offer, AI-powered onboarding systems walk them 

through form-filling, training courses, and introduction to the team. Tailored 

onboarding experiences make new employees feel at home and minimize early 

turnover. 

Real-World Adoption Trends 

The use of AI recruitment is no longer the reserve of tech giants or pioneers—it has 

turned into a worldwide trend across industries, geographies, and sizes of 

organization. multinational corporations to nimble startups, businesses are using AI-

driven recruitment solutions to improve efficiency, save costs, and enhance candidate 

experience. 

Global Trends: 

Other firms like Unilever, IBM, and Accenture have incorporated AI into their 

recruitment processes. Unilever, for instance, employs a mix of gamified tests and 

AI-based video interviews for junior roles, leading to a quicker and more interactive 

recruitment process. IBM has created its own AI assistant, Watson, which aids in 

talent acquisition, benefiting recruiters and candidates. 

AI is also increasingly being applied in sourcing tools such as LinkedIn Recruiter, 

which recommends candidates based on recruiter activity and past successes. End-to-

end tools such as HireVue, Pymetrics, Eightfold.ai, and XOR offer everything 

from smart screening to automated messaging and analytics platforms. 
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Adoption in India: 

India, being a huge tech ecosystem and fast-digitizing HR operations, is 

experiencing the growth of AI adoption. Companies like Infosys, TCS, Wipro, and 

HCL Technologies are integrating AI into hiring processes, particularly high-volume 

hiring. AI is utilized to filter engineering graduates, evaluate communication skills, 

and oversee onboarding through chatbots. 

Startups such as Belong, Xobin, and Talview have become prominent players 

providing AI-driven hiring platforms in the Indian market. These platforms are 

assisting organisations in reaching out to passive talent, performing AI-conducted 

interviews, and making evidence-based hiring decisions. 

Key Drivers of Adoption: 

• Scalability: AI allows organisations to process high volumes of applications 

with ease. 

• Cost-efficiency: Automation eliminates the need for time and manpower to 

be utilized on repetitive tasks. 

• Remote Readiness: Digital interviews and testing powered by AI are well-

suited to hybrid and remote hiring. 

• Data-Driven Insights: Predictive analytics and real-time dashboards support 

strategic HR planning. 

Candidate Response: 

Interestingly, job seekers are increasingly open to the role of AI in recruitment—

particularly if it means faster feedback and transparency of communication. Surveys 

reveal that more than 60% of candidates feel at ease speaking to AI tools throughout 

the application process, as long as there is transparency and equality maintained. 

Real-world trends indicate that AI in recruitment is transitioning from innovation 

towards mainstream practice. The challenge now is not how to adopt AI, but rather 

how to apply it effectively, ethically, and inclusively. 
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Opportunities and Benefits 

Application of Artificial Intelligence in the hiring process is advantageous to 

companies in a number of ways as they seek to enhance their talent acquisition 

outcomes while providing a better candidate experience. Through the release of 

recruiters from mundane activities and enabling fact-based hiring, AI enables 

recruiters to focus more on strategic and people-related activities of talent sourcing. 

1. Speed and Efficiency 

One of the most significant advantages of artificial intelligence in hiring is a huge 

decrease in onboarding time for new employees. Resume screening, interview 

scheduling, and initial testing can be done much more quickly compared to manual 

processes. This technology not only speeds up the process of hiring but also boosts 

candidate satisfaction by reducing long wait times and uncertainty. 

2. Improved Quality of Recruitment 

AI applications can scan past hiring records and organisation performance data in an 

effort to find the highest-performing candidate profiles. This means improved hiring 

choices, improved job-candidate match, and lower turnover. AI tests can also reveal 

insights into soft skills and culture fit—issues that are notoriously challenging to 

measure in conventional hiring. 

3. Standardization and Consistency 

Artificial intelligence provides a uniform process to all candidates utilizing the same 

standards and rules for both the screening and assessment processes. This uniformity 

eliminates the potential for human errors and prejudice that are likely to occur in 

human assessments. Secondly, it helps in ensuring fair employment practices and 

regulatory compliance. 

4. Personalization at Scale 

Through the assistance of natural language processing and machine learning, AI 

systems can provide personalized job suggestions, customize communication, and 

provide dynamic FAQs through chatbots. Candidates are more heard and cared for, 

even in high-volume recruitment, resulting in improved engagement and employer 

brand perception. 
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5. Real-Time Analytics and Predictive Insights 

AI-powered dashboards offer instant feedback regarding app status, conversion, and 

hiring roadblocks. Predictive analytics can also predict candidates' points of drop-off, 

compensation requests, and likelihood of accepting an offer, enabling proactive 

recruitment strategy adjustments. 

6. Improved Candidate Experience 

Finally, artificial intelligence allows organisations to craft a recruitment experience 

that is more responsive, transparent, and interactive. Candidates appreciate real-time 

feedback, interactive sites, and reduced administrative barriers. AI also helps to 

provide feedback to candidates—something that traditional recruitment fails to do. 

By taking advantage of these possibilities, organisations are able to enhance both 

internal productivity and external image—promoting a virtuous cycle of improved 

recruitment and healthier pipelines of talent. 

Post-COVID Hiring Dynamics 

The COVID-19 pandemic drastically changed the world labor market, forcing 

companies to rethink their recruitment processes overnight. Lockdowns, travel bans, 

and social distancing necessitated a sudden transition from traditional, face-to-face 

recruitment processes to digital and online ones. In the new setup, artificial 

intelligence became an indispensable tool instead of a helpful aid. 

Rise of Online Recruitment 

Since in-person interviews were no longer viable during the height of the pandemic, 

businesses transitioned to AI-driven video interviewing software such as HireVue, 

Talview, and Spark Hire. The software provided asynchronous interviewing, in 

which candidates recorded separately, and recruiters filtered submissions on AI for 

tone, sentiment, and suitability of content. This shift provided scalability and 

convenience along with reducing health risks and geographical limitations. 

Virtual career fairs and AI-powered hiring events have also become increasingly 

popular, using match algorithms to pair candidates and possible employers in real 

time. These technologies provided continuity in talent sourcing during 

unprecedented global disruption. 
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Online Induction and Engagement 

Onboarding—once a high-touch activity—needed to be redefined for virtual 

workplaces. Onboarding portals and chatbots stepped in to bridge the gap of taking 

new hires through forms, meet-and-greets, and training calendars. Customized 

onboarding experiences made new hires feel special and welcomed, even without the 

physical touch. 

Virtual reality (VR) and augmented reality (AR) technology, occasionally combined 

with AI, was also employed to mimic office tours or team meetings—providing new 

joiners with immersive experiences. 

Growth of automation 

The pandemic brought to light the most important vulnerabilities of manual HR 

infrastructures. As HR departments were flooded with application numbers due to 

layoffs and job shifts, AI came in to automate screening, scheduling, and 

communication. The experience underlined the necessity for flexible, technology-

based systems that are capable of adapting to crisis modes. 

As a result, post-pandemic recruitment strategies now more and more focused on AI 

adoption as a long-term choice, not a short-term fix. 

Normalization of Remote and Hybrid Work 

The large-scale use of remote and hybrid work styles has changed the recruitment 

criteria. Organizations currently look for individuals who are self-motivated, tech-

literate, and can perform well in virtual team settings. Artificial intelligence tools are 

being designed to assess these traits by reading behavioral cues and conducting 

online team simulations. 
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1.2 Problem Statement 

While AI promises to automate recruitment, making it cheaper by volume, and more 

candidate-focused, most organisations are still mired in slow and impersonal 

recruitment. Candidates complain of slow communication, lack of transparency, and 

templated communication. These, in turn, damage the reputation of the organisation 

and, indirectly, make it more difficult for the organisation to attract high-quality 

candidates. 

AI application in hiring is inconsistent and typically meets resistance from a variety 

of reasons. Most prominently, there is systemic ignorance and a lack of knowledge 

about AI applications among HR professionals. Secondly, there exist biases in AI 

algorithms—particularly those developed based on past data—which can perpetuate 

unintended discrimination. Thirdly, concerns over data privacy and cybersecurity 

hold many firms back from adopting AI-driven systems to their maximum potential. 

Also, the candidates themselves may be reluctant to be assessed by computers. Not 

knowing how and why AI makes a decision, and fear of monitoring and misuse of 

personal data, contribute to the skepticism. There is also a class of employees, 

particularly older or less computer-skilled candidates, who may feel disenfranchised 

by highly automated processes. 

These varied concerns underscore how AI's impact on candidate experience needs to 

be addressed on an integrated level. Recognising and addressing these gaps, 

organisations can find the right balance between technological progress and human-

centric recruitment. 
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1.3 Objectives of the Study 

The overarching objective of this study is to evaluate the role of Artificial 

Intelligence (AI) in enhancing candidate experience in every phase of the hiring 

process. The study aims to find out how AI is transforming traditional recruitment 

and influencing engagement, perception, and satisfaction among job applicants. 

The particular objectives are as follows: 

• To analyse how AI technologies impact the overall candidate experience 

in recruitment, i.e., how AI affects engagement, satisfaction, 

personalization, and perception across different phases like sourcing, 

screening, scheduling, interviewing, and feedback. 

• To find out how the attitudes of important stakeholders — recruiters, 

HR professionals, and job applicants — are towards AI-based hiring 

practices. This involves quantifying their attitudes, expectations, trust, and 

experience with AI-based tools. 

• Identify the ethical concerns, constraints, and challenges of using AI in 

recruitment. The highlight points of concern are algorithmic bias, privacy, 

transparency, fairness, and digital literacy. 

• To assess future possibilities, innovations, and best practices for 

improving recruitment through AI. The study will reveal future trends, 

strategic recommendations, and technological advancements that enable 

effective and human-oriented AI deployment in HR. 

This research uses the mixed-methods research approach, combining qualitative and 

quantitative methods to yield in-depth insights and offer practical recommendations 

on modern recruitment practice. 
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1.4 Scope of the Study 

The scope of the research is restricted here intentionally to provide actionable 

insights in a specialized setting. The prime geographical focus of research would be 

Indian companies, i.e., startups and HR technology businesses that are pioneers or 

early movers in the space of AI. These companies are more nimble and experiment 

with newer technologies more and are therefore best positioned to study AI adoption 

in hiring. 

The research will examine the application of certain AI tools like: 

• Candidate interactions and question-and-answer chatbots. 

• Resume screening systems based on machine learning algorithms. 

• Analytics-based video interview platforms to track performance. 

• AI-driven job recommendation engines. 

Both the recruiter's and the candidate's perspectives will be combined to provide an 

unbiased approach. The research will consider diverse industries, organizational 

sizes, and levels to be inclusive in nature. However, the focus will be on how AI 

tools affect the candidate experience and not on typical HR processes. 

Apart from the above, the research will also endeavor to examine regulatory and 

ethical requirements that can be applied in India, and global standards that can be 

used in the future for policy-making. By limiting the scope to these very narrow 

parameters, the research endeavors to provide exhaustive and applicable findings 

that can be added to academic research, as well as actual HR policies. 
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CHAPTER:2 

Literature Review 

 

2.1 Evolution of Recruitment Processes 

The methods employed to hire individuals have radically transformed over the last 

century. Getting a job earlier used to involve checking newspaper ads, asking people 

in the vicinity for suggestions, or visiting establishments with a personal curriculum 

vitae. Recruiters based their appointments to a considerable extent on personal contact 

and intuitive judgment. The entire process was manual, right from the screening of 

curricula vitae to arranging interviews, which consumed considerable time, effort, and 

documentation. Although this process was effective at the time, it was narrow-based 

and frequently lacked standardisation and equity. 

With the evolving technology, recruitment practices were subjected to dramatic 

changes. The advent of the internet and email in the 1990s drastically changed the way 

job seekers and employers communicated. With the use of the internet and email, 

applicants could send job applications from anywhere in the world from their homes. 

The human resource departments, in turn, started making use of in-house databases to 

improve the effectiveness of tracking applicants. The hiring process was not restricted 

to local talent pools anymore. 

On entering the early 2000s, there was a steep rise in Applicant Tracking Systems 

(ATS). The systems helped companies manage enormous volumes of applications by 

automating mundane processes like CV filtering, interview arranging, and 

communication with potential candidates. Although early ATS systems relied on 

rudimentary keyword matching methods, today's versions use much more advanced 

algorithms to review applications. 

Social media has turned out to be an extremely efficient tool for recruitment in 

organisations. For example, LinkedIn has revolutionised the manner in which 

professionals are sourced and approached who are not job seekers but open to 

opportunities. Facebook and Twitter, among others, have also helped organisations 

reach and address wider and more diverse groups, while at the same time promoting 

their organizational culture. 
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Subsequently, the worldwide COVID-19 pandemic emerged, hastening the instant 

online transition in the recruitment process. Since it was no longer possible to hold 

interviews face-to-face, companies started utilizing Zoom and Microsoft Teams to 

conduct video interviews and manage onboarding procedures. Furthermore, online 

assessments, digital signatures, and virtual career fairs quickly became the norm. The 

transition emphasized flexibility and the adoption of technology, highlighting its vital 

role not just for ease but also to ensure business continuity. 

More recently, there has been a distinct movement away from recruiters' needs and 

towards candidates' needs. Organisations are increasingly realizing that a friendly, 

honest, and efficient recruitment process is the way to secure the best performers. That 

involves responding promptly, keeping candidates updated, and providing a 

straightforward online application process. A negative candidate experience can harm 

an employer brand, whereas a positive one can convert unsuccessful applicants into 

future advocates. 

Artificial Intelligence (AI) is currently at the forefront of the revolution in hiring. After 

the groundwork laid by Applicant Tracking Systems (ATS) and online portals, AI has 

brought about technologies like chatbots that can answer candidate questions in real 

time or guide them through the application process. In addition, several AI systems 

sift through massive amounts of information to find candidates for positions, predict 

workplace performance, and even identify potential for future growth. AI-based video 

interviews can analyze communication styles, body language, and tone of voice, thus 

providing recruiters with greater insight. 

Yet, though technology delivers both velocity and reach, there is nonetheless a need 

for human touch. Though information can be processed by machines with ease, it 

cannot grasp subtlety, empathy, or cultural fit the way humans can. Therefore, a 

number of organizations are moving toward a hybrid approach to recruitment—using 

artificial intelligence to handle administrative functions and data analysis and leaving 

key decisions to veteran recruiters who can apply human judgment. 
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AI in HR Tech: Chatbots, ATS, Facial Recognition in Interviews, etc. 

Artificial Intelligence (AI) has emerged as a key enabler in the evolution of 

recruitment practices. Growing beyond the foundations laid by Applicant Tracking 

Systems (ATS) and internet platforms, AI uses technologies such as chatbots that can 

provide immediate responses to candidate queries or assist them in the application 

process. Furthermore, other AI tools sort through extensive databases to identify 

appropriate candidates for a role, estimate job performance, and mark areas for 

potential development. Moreover, AI-based video interviews can assess various facets, 

including communication style, body language, and tone of voice, thereby adding 

more information for recruiters. 

But although technology brings scalability and efficiency, human interaction is high 

on the agenda. Although machines can process at pace, they cannot understand 

subtlety, empathise, or achieve cultural fit in the same way humans can. It is this 

thinking that has given rise to the phenomenon of most organisations embracing a 

hybrid approach to recruitment—using artificial intelligence to deal with the 

administrative and data analysis, but leaving the high-level decision-making to 

experienced recruiters who can apply human judgment. 

Artificial Intelligence (AI) is now one of the cornerstones of contemporary Human 

Resource (HR) technology, revolutionising how organisations recruit, evaluate, and 

engage with candidates. From virtual assistants to predictive software, AI innovations 

are reshaping recruitment as quicker, wiser, and more candidate-focused. 

• Chatbots in Recruitment 

AI chatbots are likely the most publicized HR technology gadget. They serve as virtual 

applicant assistants who operate 24/7 to answer FAQS, guide applicants through the 

application process, and even schedule interviews. IBM (2020) says that AI chatbots 

can answer up to 80% of repetitive applicant questions, removing an enormous 

administrative workload from HR teams. Not only do the bots streamline things, but 

they also ensure that candidates receive timely responses, enhancing their overall 

experience. 
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For example, there is Mya, an automated hiring bot employed by big brands such as 

L'Oréal and H&M. Mya engages job applicants in a natural language, filtering 

applicants according to job specifications and grading applicants in real time. This 

decreases time-to-hire and improves the user experience. 

• Applicant Tracking Systems (ATS) powered by Artificial Intelligence 

Conventional ATS systems have grown more sophisticated with the integration of 

natural language processing and machine learning. They may now screen CVs above 

and beyond keyword matching, looking instead at context and meaning. This enables 

more level and effective filtering, keeping organisations from being discriminatory 

and selecting the best talent. 

More sophisticated ATS solutions like HireVue and iCIMS now provide candidate 

scores, predictive hiring information, and even integration for digital testing. Not only 

does it accelerate the hiring process but also makes it possible to have a more precise 

match for job roles and candidate fit. 

• Facial Recognition and Video Interview Analysis 

Facial recognition and behavioral analysis have also entered video interviewing with 

artificial intelligence. HireVue and Modern Hire software assess candidates using 

facial expressions, eye movement, tone of voice, and verbal responses. They aim to 

quantify soft skills, such as confidence, communication skill, and emotional 

intelligence. 

Though this provides a more sophisticated insight into candidates, it is also raising 

concerns about bias, precision, and ethical honesty. These systems may perpetuate pre-

existing biases or misinterpret behavior on different cultures and personality types, 

according to critics (Ajunwa et al., 2016). Therefore, most organizations are being 

cautious in applying these measures with a need for human judgment as part of the 

process. 

• Predictive Analytics in Talent Acquisition 

Another widely used application of AI is predictive analytics. These applications assist 

HR professionals in forecasting candidate success, turnover likelihood, and overall fit. 

From CVs and performance appraisals to psych tests, AI, through examining available 

data, can help employers make better hiring decisions. 
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Organizations such as SAP SuccessFactors and Workday apply predictive model-

based approaches to enhance talent acquisition routes and tailor recruitment processes. 

This, in turn, results in more intelligent hiring conduct and tailored candidate 

experiences. 

The Use of AI to Improve Candidate Experience The most groundbreaking effect of 

AI in HR technology might be on the candidate experience. With technologies 

providing immediate feedback, personalized job suggestions, and shorter wait times, 

job applicants have a greater sense of respect and investment during the hiring process. 

Besides, by removing the tedium of repetitive tasks, AI enables recruiters to spend 

more time on relationship-building and strategic thinking—adding a human touch 

where it matters most.  

However, with artificial intelligence improving day by day, it is important to introduce 

ethical standards and prioritise the transparency of AI systems' decisions. The 

European Commission's guidelines for trustworthy AI (2021) highlight that the 

hiring tools used should be explainable, fair, and respect individuals' right to privacy. 

 

• Ethical Concerns and Data Privacy 

Since Artificial Intelligence is more deeply integrated in the recruitment workflow, it 

imposes upon itself many ethical issues as well as issues regarding data protection 

that cannot be avoided. In spite of bringing about efficiency as well as candidate 

experience, there must be control exercised over it with a stern sense of duty, justice, 

and openness. 

• Bias in Algorithms 

Perhaps the most glaring ethical issue with AI in hiring is algorithmic bias. AI 

algorithms learn from past data—data potentially already tainted with bias based on 

previous hiring behaviors. If an organization has previously hired greater numbers of 

men than women, for instance, the AI can unconsciously bias in favor of male 

candidates, even without being programmed to do so. This produces a cycle of 

imbalance that directly opposes the purpose of equitable hiring. 

One high-profile example is Amazon's AI hiring tool that was discovered to rank CVs 

containing the word "women's" (e.g., "women's chess club captain") lower because it 

had been trained on a decade of male-dominated applicant data. Amazon ultimately 
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abandoned the system in 2018, but the incident is an object lesson in putting too much 

faith in technology without sufficient checks and balances (Dastin, 2018). 

• Transparency and Explainability 

AI tends to act as a 'black box', i.e., it gives outputs or rankings without explicitly 

stating the rationale behind the decisions. The lack of explainability can make 

candidates bewildered, particularly if they are rejected without any idea why. It also 

creates problems for employers in defending decisions in case of challenges on 

discrimination or unfairness grounds. 

According to the European Commission's Guidelines for Trustworthy AI (2021), 

systems must be explainable to users as well as stakeholders. For recruitment, this 

translates into letting the candidates know when AI is applied and the right to ask for 

a human check on any decision taken. 

• Consent and Data Collection 

Recruitment entails harvesting vast quantities of personal information—from contact 

details and CVs to interview behaviour. AI systems frequently harvest even more—

facial expressions, tone of voice, eye movements, and even mouse clicks. This degree 

of data harvesting brings questions that need to be asked: Do candidates know what's 

being harvested? Has explicit consent been given? For how long is the data being 

stored, and to whom is it accessible? 

Without explicit policies, organisations jeopardize infringing on data protection 

legislation such as the General Data Protection Regulation (GDPR) within Europe. 

GDPR calls for transparency, data collection minimisation, and storage in secure 

ways—all of which need to be incorporated into recruitment technology. 

• Infringement of Privacy 

There is a fine line between collecting data to enhance recruitment and invading a 

candidate's personal space. Facial recognition or voice analysis can be intrusive, 

particularly if the candidate has no choice. Even if the technology is legal in this 

scenario, it can destroy trust. 

More humans are to provide opt-in options and alternatives wherever feasible. For 

example, if an AI video interviewing software is adopted, candidates must be allowed 

to opt-out and prefer a regular interview format. 
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• Security Risks and Data Misuse 

Candidate-sensitive data storage renders recruitment sites an attractive target for 

cyberattacks. Data breaches, if left unguarded, have the potential to leak confidential 

data, tainting the reputation of both the candidate and the recruiter. 

In addition, there's also a risk of data abuse, like the use of personal data for purposes 

other than recruitment or selling it to third parties without authorisation. This is not 

only against privacy legislations but also poses dire consequences to victims. 

In order to ward off these threats, HR departments and IT teams have to collaborate in 

executing strong cybersecurity protocols and ascertain that all AI tools abide by ethical 

guidelines and legal compliances. 

• Comparative Studies (Manual vs. AI-based Hiring Outcomes) 

In the changing recruitment paradigm, various comparisons have been made between 

the classic hiring methodologies and contemporary AI-driven models. These 

comparisons present valuable insights into the nature of both methodologies in terms 

of various aspects of recruitment, including efficiency, quality, fairness, and expense. 

• Speed and Efficiency 

Manual recruitment processes, involving lengthy CV filtering, exchange of 

communication, and administrative liaison, are usually time-consuming. AI-based 

solutions, including automated Applicant Tracking Systems (ATS), facilitate these 

steps by quickly sifting through candidate information and handling communications 

in real-time. 

Hiring Stage Manual Hiring (Avg. 

Duration) 

AI-Based Hiring (Avg. 

Duration) 

CV Screening 5–7 days Within minutes 

Interview 

Scheduling 

3–5 days Automated in real-time 

Final Decision-

Making 

7–10 days 2–4 days (with AI 

shortlisting) 

These technologies can cut hiring time by as much as 40%, especially in positions that 

demand rapid turnaround and high volumes of applicants. 
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• Quality of Hire 

AI solutions evaluate candidates against a broad array of indicators, such as 

qualifications, behavioural patterns, and even social media presence. This greater 

scope of evaluation can lead to better alignment of candidates and positions. 

Now, that being said, AI success relies significantly on training data quality. 

Recruiters, in contrast, tend to use instinct and experience, which is extremely valuable 

when evaluating intangibles such as cultural fit or interpersonal relationships. 

• Candidate Experience 

From the candidate's perspective, AI systems have advantages and disadvantages. On 

the positive side, responsive chatbots and timely updates enhance interaction. On the 

negative side, automated responses can come across as impersonal or inflexible. 

"It was quick and easy to use, but I just felt my application went into a system," said 

a respondent to a recent industry feedback survey. 

This implies that although AI enhances responsiveness, a hybrid approach with human 

interaction can create a more engaging candidate experience. 

• Bias and Fairness 

AI is commonly marketed as a mechanism to reduce human bias in recruitment. 

Algorithms use consistent evaluation criteria, which can assist in standardising 

selection. If not subjected to vigilant monitoring, however, such systems can replicate 

existing biases in their training data. 

As one instance, a multinational company's internal audit discovered that their AI 

system was disproportionately rejecting applicants from some universities based on 

past hiring patterns. Compared to human screening, with risks of unconscious bias, 

neither method is completely error-free—highlighting the importance of open 

oversight in both. 

 

• Cost Efficiency 

Organisations often mention cost cutting as one of the reasons to invest in AI 

recruitment software. Although setup costs are high at the beginning, savings are 

realised in the form of reduced hiring cycles, less turnover, and better matches.. 
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Cost Factor Manual Hiring AI-Based Hiring 

Average Cost per Hire £3,000–£5,000 £1,500–£3,000 

Time-to-Fill 40–60 days 15–25 days 

Interview Dropout Rate ~20% ~5–10% 

Savings are especially evident in large-scale or repetitive recruitment, such as seasonal 

roles or customer support. 

2.4 Emerging Trends and Future Directions 

With the changing recruitment landscape, there are certain major trends which are 

going to redefine the recruitment practices followed by organisations. With the 

improvement in technology and increased candidate experience orientation, the trends 

are redefining the recruitment practices by making it effective, equitable, and 

engaging. In this section, some of the most distinctive new trends and potential 

directions for recruitment will be explored. 

• Explainable AI (XAI) for Transparency and Trust 

One of the most significant recruitment technology trends is the emergence of 

Explainable AI (XAI) with the aim of enhancing transparency and explainability in AI 

system decision-making. Traditionally, recruitment software using AI has been 

criticized for its "black-box" approach, where decisions are made without appearing 

to understand how they were arrived at. Lack of transparency has been a concern on 

matters of fairness and accountability. 

Explainable AI addresses these concerns by providing clear and transparent 

explanations for the hiring decisions. This is particularly important for building trust 

between candidates, so they are confident of the fairness of the process. It also makes 

organisations compliant with the law and ethics, as it provides a record of decisions 

made during the hiring process. XAI can actually improve transparency, so both hiring 

managers and candidates can understand why certain decisions were made. 

• Diversity Hiring and Bias Mitigation 

Another notable trend regards the use of technology to advance diversity and inclusion 

(D&I) in the recruitment process. Companies are more and more recognizing the 

benefits of diverse workforces and turning to advanced tools in an attempt to fight 

biases in their hiring processes. The tools are designed specifically to detect and 
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eliminate gender, ethnic, and other types of bias from job advertisements, rendering 

the language used inclusive and attractive to a wide range of candidates. 

In addition, artificial intelligence technologies are increasingly being developed to test 

applicants without any gender or racial bias, thus facilitating more equitable and 

unbiased assessment of applicants' competencies. Diversity markers monitoring 

technologies in the recruitment process also allow organizations to track and measure 

their performance in attaining diversity objectives. Therefore, these technology 

innovations are promoting more inclusive organizational cultures with the capacity of 

organizations to identify and counteract prevailing potential biases in the recruitment 

process. 

• Gamification in Recruitment 

Gamification is also growing in recruitment as a fun and effective way of testing 

candidates. With AI-driven gamified tests, organisations can assess the abilities, 

problem-solving potential, and cultural alignment of candidates through interactive 

game-like experiences. The tests can also mimic actual workplace situations, and 

candidates can showcase their talents in an energetic, casual setting. 

Gamified testing provides several advantages. They not only improve candidate 

experience and make recruitment entertaining, but also provide recruiters with factual 

information regarding the behavior of candidates under stress, their approach to 

problem-solving, and their cultural alignment with the organization. By combining 

game play with real-life scenarios, recruiters gain a clearer idea about a candidate's 

potential, thus enhancing the recruitment process as a whole. 

• Assessing Remote-Readiness and Self-Management Skills 

The increasing prevalence of remote and hybrid working arrangements has brought a 

fresh set of challenges to recruitment professionals. As more organizations embrace 

flexible working patterns, there is a need to assess whether a candidate can thrive in a 

remote or hybrid setup. Artificial intelligence technology is being re-purposed to 

ascertain an applicant's fitness to work remotely, considering attributes such as self-

regulation, time management, and independent work ability. 

These tools are likely to use psychometric tests, behavioral tests, and situational 

judgment tests to measure the readiness of the candidate for teleworking. By assessing 

qualities like autonomy, communication ability, and adaptability, employers can 
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identify the most appropriate candidates for telework environments, thus enhancing 

the success chances of such candidates in flexible or distributed work. 

• The Future Outlook 

The job prospects are bright, with several opportunities for organizations to refine their 

hiring procedures to be more precise. Explainable AI advancements will continue to 

drive transparency and trust, while diversity and inclusion technology will ensure the 

hiring practices are inclusive and fair. Gamification will continue to enhance candidate 

engagement and provide recruiters with a more objective picture, while remote-

readiness tests will become increasingly important as hybrid work patterns become 

more widespread. 

Despite the technologies having significant benefits, it is also imperative that one 

understands that human judgment still plays a significant role in recruitment. The best 

recruitment models will be a symbiotic combination of technological innovation and 

human potential. As businesses continue to adapt and adopt the new trends, the future 

of recruitment will be marked by more equity, efficiency, and inclusiveness, therefore 

ultimately yielding better candidate experience and recruitment results. 
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Chapter 3  

Research Methodology 

 

3.1 Introduction 

The present study investigates the contribution of Artificial Intelligence (AI) in the 

recruitment process with specific reference to its contribution to enhancing the 

candidate experience. As today's organisations are increasingly adopting AI-based 

tools across the recruitment process, it is important to understand the attitudes, 

concerns, and opportunities arising out of this shift. This chapter outlines the research 

methodology used to achieve the research goals. This encompasses the research 

design, data collection methods, sampling methods, instrument development, data 

analysis techniques, ethical issues, and research limitations. 

3.2 Research Design 

A mixed-method research design has been utilised with exploratory and descriptive 

approaches: 

• Exploratory Research aims to investigate new and emerging aspects of 

artificial intelligence in hiring, namely, candidate experience. Since the topic 

is quite new as well as ever-evolving with the growth of technology, 

exploratory research allows one to find trends and opinions that are not yet 

adequately documented in the literature. 

• Descriptive Research is interested in the documentation of measurable 

patterns, frequencies, and perceptions of various stakeholder groups such as 

recruiters, HR professionals, and job applicants. The research approach is 

effective in generalising the findings and making conclusions regarding the 

status of artificial intelligence adoption in the recruitment process. 

The research is advantaged by the extensive qualitative research and the extensive 

quantitative analysis achieved by integrating these two methods. 
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3.2.1 Research Objectives 

The primary objectives of this study are: 

1. To identify the most critical attitudes of job seekers, recruiters, and HR 

professionals towards hiring using AI. 

2. To determine the difficulties organisations are encountering in using AI tools 

to enhance candidate experience. 

3. To determine how much artificial intelligence can improve various stages of 

the recruitment process. 

Inquiry Questions 

The research drawn on by the following research questions: 

1. How do HR professionals and job candidates view the effect of AI on 

candidate experience? 

2. Which artificially intelligent technologies have the widest range of application 

in relation to the recruitment process, and for which stages of the hiring journey 

do they have an effect? 

3. What are the perceived benefits and challenges of integrating AI into 

recruitment practices? 

3.3 Data Collection Methods 

A combination of primary and secondary data collection methods has been used to 

achieve a great insight. 

3.3.1 Primary Data Collection 

• Surveys 

A systematic questionnaire was created and placed on the internet for reaching 

the respondents, such as HR professionals, recruiters, and job applicants. The 

questionnaire was prepared to gather quantitative information about their 

experience, attitude, and adoption of AI-based recruitment tools. Likert-scale 

items, multiple-choice questions, and ranking-type questions were employed. 
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• Semi-Structured Interviews 

In-depth interviews were held with chosen participants from the HR 

background and job candidates. Interviews were directed towards 

understanding in-depth the practical applications, advantages, and ethical 

issues of AI. A semi-structured approach was applied to attain flexibility while 

ensuring that wider themes such as AI's impact on personalisation, 

communication, transparency, and bias were covered. 

3.3.2 Secondary Data Collection 

Secondary sources were deemed to offer a theoretical foundation and corroborate the 

primary findings. They are: 

• Academic journals and articls on AI in human resource management (HRM) 

• Industry Leaders whitepapers and reports like LinkedIn, SHRM, Deloitte, 

PwC, and McKinsey 

• Organisational empirical studies that have integrated artificial intelligence in 

their hiring processes 

• Current news stories and blogs about recent trends in AI-powered recruitment 

tools (e.g., chatbots, resume sifters, AI-powered tests) 

3.4 Sampling Design 

3.4.1 Sampling Method 

• Purposive sampling was also applied in the selection of interviewees, 

focusing on those with direct experience in dealing with recruitment and job 

application using AI tools. 

• Convenience Sampling was used on surveys due to time constraints and ease 

of accessibility, accessing the participants through professional networks like 

LinkedIn, alumni networks, HR forums, and job-seeking networks. 

3.4.2 Sample Size 

• Surveys: 100–150 responses were targeted to ensure statistical relevance. 

• Interviews: 20–30 in-depth interviews were taken with professionals from 

various industries such as IT, BFSI, FMCG, and e-commerce.. 
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3.4.3 Participant Profile 

• Senior HR managers and recruiters who have utilied or operated AI recruiting 

software 

• Job Seekers who have been exposed to AI systems (e.g., computerized tests or 

chatbots) 

• Demographics such as age, experience, industry, and tech-familiarity were 

considered to maintain diversity. 

3.4.4 Instrument Development 

• Survey Questionnaire: Designed on Google Forms and pilot-tested among 10 

participants to ensure consistency, reasonableness, and coherence. Questions 

were structured to cover AI usage in the recruitment life cycle (RLC). 

• Interview Guide:  It contained open-ended questions regarding people's 

impressions, experiences, and suggestions on AI-mediated recruitment 

processes. A faculty member checked it for thoroughness. 

3.5 Data Analysis Method 

3.5.1 Qualitative Analysis 

• Thematic Analysis: The interview transcripts were coded following Braun & 

Clarke's six-step process: familiarisation, coding, theme development, theme 

review, definition, and reporting. The themes that emerged were AI's role in 

personalisation, candidate trust, data privacy, and fairness. 

3.5.2 Quantitative Analysis 

• Descriptive Statistics: Frequency distributions, percentages, means, and 

standard deviations were employed in aggregating the survey responses. 

• Data cleaning, graphical presentation, and statistical computations were 

carried out using software like Excel and SPSS. 

• There was some cross-tabbing done to compare answers across varying levels 

of job or tech-savviness. 
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3.5.3 Ethical Issues 

Ethical standards were strictly maintained throughout the research process: 

• Informed Consent: Everyone who participated in the study was informed 

about the purposes of the research, and their consent was obtained before they 

participated. 

• Confidentiality: Personal identifiers were anonymised, and data were kept 

safe. 

• Voluntary Participation: The participants were informed that they could 

withdraw at any moment without any issues. 

• Transparency: After the completion of the research, the participants were 

provided with a chance to have a preview of the results. 

3.5.4 Validity and Reliability 

• Validity: Guaranteed by comprehensive literature review, peer validation of 

survey and interview instruments, and data source triangulation (primary + 

secondary). 

• Reliability: Pilot survey assisted in the instrument refinement for consistency. 

Cronbach's alpha was computed to measure internal consistency of Likert-

scale items (where applicable). 

3.5.4 Limitations of the Questionier 

Although the strategy is good, there are some disadvantages: 

• The research only involves English-speaking professionals, and the 

representation of certain groups could be missing. 

• There is a small interview sample size that cannot capture all the industry-

specific information. 

• AI as a field is evolving; hence, outcomes can become outdated as fast as 

possible. 

• Convenience sampling method may be bias as the result. 

 



Chapter 4: 
Case Studies / Analysis / Discussion / Recommendations 

4.1 Introduction to the Case 

In recent years, the integration of Artificial Intelligence (AI) in Human Resource 

Management (HRM) has drastically changed conventional recruitment practices. The 

transition from human-dependent processes to smart systems not only enhanced the 

efficiency of the hiring process but also transformed the job seeker experience. Yet, 

the achievement and success of AI in recruitment are directly contingent upon the 

application and its acceptance in various industries. Here, the analysis of actual uses 

of AI in hiring becomes important to determine its influence on the candidate 

experience, one of the most important yet frequently disregarded aspects in the 

recruitment cycle. 

The earlier chapters have explained the conceptual frameworks, theoretical 

foundations, and methodological aspects related to the research theme: "Leveraging 

Artificial Intelligence to Enhance Candidate Experience in the Recruitment 

Lifecycle." This chapter now shifts from theory to practice by presenting chosen case 

studies of firms currently employing AI-driven recruitment solutions. These case 

studies attempt to capture the subtle realities of AI adoption in the profession, 

ranging from automation technologies and candidate engagement features to 

feedback loops and ethics. 

AI recruitment is no longer the preserve of multinational corporations. A wide range 

of organisations—from tech startups to global HR technology providers—are using 

AI to make hiring easier. These technologies cut across different stages of the 

recruitment process: sourcing and screening, to assessments, interviews, and 

onboarding. Yet, as much as these innovations are promoted for increasing 

efficiency, it is important to explore how they affect the qualitative dimensions of 

candidate experience, including emotional connection, fairness, clarity, and 

engagement. 

In order to present a multi-dimensional view, three companies have been selected 

for this case study analysis: 
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1. HireVue – An American global business that provides AI-driven video 

interviewing and assessment solutions. Its vast-scale deployment and contentious 

facial analysis feature make it an interesting case to examine the ethical and 

experiential costs and benefits of AI in hiring. 

2. Pymetrics – Famous for its innovative method of applying neuroscience games to 

evaluate candidate characteristics and align them with firm positions. Pymetrics 

presents itself as a champion of fair and inclusive recruitment, and therefore is a 

perfect example of ethical and candidate-focused AI. 

3.Xobin – An Indian HR technology startup serving the pre-employment testing 

space. Its AI offerings are customised to suit Indian business needs, which makes it a 

significant addition to keep in line with local industry trends and regional user 

trends.  

These companies were selected based on three criteria: 

●​ Diversity in AI applications (ranging from assessments to communication 

tools) 

●​ Geographical and market representation (global vs. Indian context) 

●​ Public availability of data and user testimonials 

The aim is not to compare such companies competitively, but to examine how the 

different strategies in AI implementation impact the candidate journey. Their models, 

challenges, and learnings can be a critical reference for organisations contemplating 

AI adoption in hiring, particularly in finding the right balance between operational 

efficiency and human-centric engagement. 

Using a blend of primary and secondary sources of data—such as company white 

papers, user feedback, employee interviews, and survey data gathered through the 

research—each case study will analyze the particular manner in which AI is being 

applied. The analysis will centre on how these technologies influence the candidate's 

impression, ease friction, and sway results, as well as the limits, threats, and inherent 

biases inherent in automated systems. 
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4.2 Data Collection 

The data collection process for this study was carefully structured to gather insights 

into how Artificial Intelligence (AI) influences the candidate experience in the 

modern recruitment lifecycle. Due to challenges in directly connecting with HR 

professionals and recruiters, the primary focus was placed on MBA graduates and 

job seekers, who are actively experiencing AI-based recruitment systems in 

real-time. 

A. Primary Data Sources 

1. Online Survey of Job Seekers 

A structured questionnaire was circulated among Students and recent graduates 

across various business schools in India. The survey aimed to capture: 

●​ Awareness and exposure to AI-based tools in recruitment (e.g., video 

interviews, gamified assessments, AI-based shortlisting). 

●​ Perceived advantages and drawbacks of such tools. 

●​ Emotional responses and overall satisfaction during AI-led recruitment 

processes. 

●​ Concerns around fairness, transparency, and human touch in AI-driven 

selection. 

The survey used a mix of Likert-scale, multiple-choice, and open-ended questions 

to capture both quantitative data and qualitative insights. A total of 110 valid 

responses were collected. 

2. Informal Discussions and Peer Feedback 

Since the target group consisted mainly of MBA students with shared internship and 

placement experiences, peer group discussions were a valuable supplementary 

source. Insights were gathered on: 

●​ Real-life experiences with platforms such as HireVue, Xobin, and Pymetrics. 

●​ Word-of-mouth perceptions about fairness and effectiveness of AI tools. 

●​ Emotional impact of being assessed by algorithms. 
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Though anecdotal, this input helped support and contextualise findings from the 

survey. 

B. Secondary Data Sources 

To complement the job seekers’ perspective, secondary data was gathered to 

understand AI adoption from an organisational and industry standpoint. Sources 

included: 

●​ Whitepapers from AI-based HRTech platforms such as HireVue, Pymetrics, 

and Xobin. 

●​ Industry reports from LinkedIn Talent Solutions, SHRM India, 

NASSCOM, Deloitte, and McKinsey. 

●​ Academic literature on candidate experience and ethical AI in recruitment. 

●​ Case studies and articles covering corporate experiences with AI 

implementation in hiring. 

This mix of sources helped bridge the gap between candidate experience and 

recruiter intent, allowing for a holistic understanding of how AI is shaping 

recruitment from both ends. 

C. Rationale Behind Sample Selection 

The primary sample group consisted of MBA job seekers, selected for their active 

engagement in campus placements, internships, and early-career recruitment 

environments where AI-based systems are becoming more common. This 

demographic is seen as particularly pertinent for understanding modern candidate 

perceptions.  

Although direct input from HR professionals and recruiters was limited due to 

accessibility issues, the depth of firsthand candidate experiences offered a distinctive 

and grounded view on the impact of AI on human interactions, satisfaction, and 

decision-making in recruitment. 

 

 

 

 

32 | Page 
 



4.3 Data Analysis Methods 

A. Quantitative Analysis 

Data Preparation:​

Survey responses were exported from Google Sheets to Microsoft Excel for 

initial analyses and cleaning, and to IBM SPSS for further and advanced 

statistical analyses. 

Descriptive Statistics: 

●​ Frequency distributions for demographic variables were calculated along 

with means and standard deviations of the items considered in the survey. 

●​ Charts and graphs were then utilised for displaying trends. 

Inferential Statistics: 

Cross-tabulation and correlation analyses were run to confirm hypothesized 

relationships between demographics, AI exposure, and perception. 

Reliability of the Likert scale items should be tested using Cronbach’s Alpha if 

application is valid. 

B. Qualitative Analysis 

Thematic Analysis: 

●​ Transcripts of interviews and searchable free-text answers of 

surveys were coded using thematic analysis (per Braun & Clarke). 

●​ Key themes, including personalization, trust, fairness, data 

privacy, and emotional impact, were identified and analyzed. 

●​ AI-powered tools were also utilized for transcription and initial 

coding, thus enhancing precision and efficiency. 

Triangulation: 

●​ The findings of quantitative and qualitative data were compared and mixed, 

thus enabling credibility to be established along with a richer perspective. 
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4. Ethical Considerations 

●​ Informed Consent: All participants got information on the study’s purpose 

and their rights. 

●​ Confidentiality: Identifying information was removed in order to keep it 

confidential; data were kept under secure guard. 

●​ Voluntary Participation: Withdrawing from the research at any point was 

their right. 

●​ Transparency: Participants had the option to receive a summary of the 

study’s results. 

5. Validity and Reliability 

●​ Checked our questions: Experts reviewed surveys and interview guides.  

●​ Used different angles: Multiple data sources/methods for better validity.  

●​ Survey consistency checked: Cronbach's alpha used. 

6. Limitations 

●​ Mostly MBA students and job seekers participated; limited direct input from 

HR pros. 

●​ Convenience sampling was used, so the group might not represent everyone 

perfectly. 

●​ Findings might not apply outside of India or to non-English speakers. 

4.3.1 Data Analysis and Hypothesis of Study  

The collected data underwent both quantitative and qualitative analyses. 

Closed-ended responses were analysed descriptively and correlatively using SPSS 

and Excel, while open-ended responses were coded and thematically analysed to 

uncover recurring patterns in perceptions of Agile implementation challenges. This 

two-tiered approach revealed not only the frequency of these barriers but also the 

contextual reasons for their existence. 
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4.3.1. Statistical Analysis (According to Working Professional) 

Demographic (Industry) 

 

The pie chart titled "Industry of Working Professional" provides a breakdown of 

survey respondents by industry. The largest segment, comprising 31%, belongs to the 

FMCG sector, indicating that professionals from this industry formed the majority of 

the respondent base. This is closely followed by Consulting & Fintech, which 

accounts for 27%, reflecting a strong presence and likely growing interest in 

AI-driven recruitment practices within that domain. The IT Software & Service 

sector makes up 21% of respondents, consistent with the sector's early adoption of 

AI technologies. E-commerce professionals represent 15% of the total, showing 

moderate engagement, while the BFSI sector has the smallest share at 6%, 

suggesting either lower participation or slower AI integration in recruitment within 

financial services. Overall, the data highlights a strong representation from FMCG, 

Consulting, and IT sectors, which may influence the overall trends and insights 

drawn from the survey. 
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AI tools are mainly used by the companies 

 

The bar chart titled "Common AI Tools" illustrates the types of AI technologies most 

commonly used by companies in their recruitment processes. Video Interview 

Analysis emerges as the most widely adopted tool, with 40 respondents indicating its 

usage. This suggests a growing reliance on AI to evaluate candidate behavior, tone, 

and facial expressions during interviews. Natural Language Processing (NLP) tools 

follow closely with 36 mentions, reflecting their importance in analyzing resumes, 

cover letters, and candidate communications. AI-based Sourcing Tools are also 

significantly used, with 22 users citing them, likely for scanning platforms like 

LinkedIn to find potential candidates. 

Meanwhile, tools like Chatbots and Automated Skill Assessments each received 15 

mentions, highlighting their role in streamlining communication and evaluating 

candidate competencies. Resume Parsing Tools (14) and Predictive Analytics (13) 

are also utilized, though to a slightly lesser extent. Interestingly, 19 respondents 

indicated using “None of the above,” suggesting that a portion of companies still rely 

on traditional recruitment methods or use custom-built systems. Overall, the data 

reveals that AI tools focused on interview analysis and language processing are at 

the forefront of adoption, pointing to a shift toward more automated and insightful 

candidate evaluation methods. 
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Phases that have improved due to the introduction of AI  

 

The bar chart titled "Phases that have improved due to the introduction of AI" 

highlights the recruitment stages that have seen the most enhancement through AI 

integration. Candidate Shortlisting stands out as the most improved phase, with over 

30 mentions, indicating that AI is significantly streamlining the process of narrowing 

down suitable candidates from a larger pool. This is followed by Post-interview 

Communication and Resume Screening, with around 20 mentions each, reflecting 

AI's growing role in enhancing efficiency and consistency in both follow-ups and 

initial screening. 

 

Interview Scheduling also shows notable improvement, cited by around 15 

respondents, suggesting that AI tools like chatbots and automated schedulers are 

making the coordination process smoother. Assessment & Testing, while still 

improved, has the lowest mentions at approximately 12, possibly indicating that this 

phase still requires more human oversight or that AI tools in this area are less mature 

or less trusted. Overall, the chart indicates that AI is most impactful in the earlier 

stages of recruitment, especially in filtering and shortlisting candidates. 
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Benefits According to Working Professional of Ai :-  

  

The horizontal bar chart titled "Benefits According to Working Professional of AI" 

showcases the perceived advantages of using AI in recruitment as reported by 

professionals. The most frequently cited benefit is “Time-saving in screening 

candidates,” with over 30 respondents recognizing its value. This underscores AI’s 

effectiveness in automating repetitive tasks and accelerating the early stages of 

hiring. 

Following closely is “Improved quality of hire,” which suggests that AI tools help in 

identifying better-suited candidates by analyzing more comprehensive data points. 

Reduced human bias and Faster communication with candidates are also notable, 

indicating that AI is helping to create a more equitable and responsive hiring process. 

Additionally, Cost-effective hiring and Better data-driven decisions were cited by a 

significant number of respondents, pointing to AI’s impact not only on operational 

efficiency but also on strategic decision-making. Overall, the chart reflects that AI is 

seen as a powerful enabler of speed, fairness, and precision in recruitment 

workflows. 

Challenges According to Working Professionals of AI:-  

The bar chart titled "Challenges According to Working Professionals of AI" outlines 

the key concerns faced by companies while integrating AI into their recruitment 

processes. System integration issues emerge as the most frequently reported 
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challenge, cited by nearly 23 respondents, indicating that aligning AI tools with 

existing HR systems remains a major technical hurdle. 

Closely following are Lack of transparency and Candidate distrust, each mentioned 

by around 21 professionals. This suggests growing concern over how AI decisions 

are made and perceived, which can impact the candidate experience and trust in the 

process. Limited customization is another prominent challenge, with nearly 20 

mentions, highlighting the difficulty of tailoring AI tools to specific job roles or 

company requirements. Lastly, Bias in algorithms was reported by 15 respondents, 

emphasizing ethical concerns regarding fairness and diversity. Overall, the chart 

illustrates that while AI brings efficiency to recruitment, it also raises significant 

operational, ethical, and trust-related challenges that organizations must address. 

 

 4.3.2. Hypothesis of Study  

H₀: There is no correlation between awareness level and overall experience. 

H₁: There is a significant positive correlation between awareness level and 

overall experience. 

Test: Spearman or Pearson correlation  
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The correlation analysis between respondents’ awareness of AI-based hiring and 

their overall experience with AI-based recruitment processes reveals no statistically 

significant relationship. Both Pearson and Spearman correlation coefficients are 

weak and negative, at -0.065 and -0.059 respectively. Furthermore, the p-values for 

both tests exceed the standard significance threshold of 0.05, with Pearson’s p-value 

at 0.502 and Spearman’s at 0.537. These results indicate that we fail to reject the null 

hypothesis, which states that there is no correlation between awareness level and 

overall experience. In other words, a respondent's awareness of AI in hiring does not 

have a meaningful influence on how they perceive or evaluate their overall 

experience with AI-driven recruitment. 

2nd Hypothesis Test 

H₀: There is no association between AI tool exposure and recruitment model 

preference. 

H₁: There is a significant association between AI tool exposure and preference 

for a hybrid model. 
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The Chi-Square analysis shown in the image investigates whether there is a 

relationship between an individual’s exposure to AI-based recruitment tools and their 

preference for a specific recruitment model. The Pearson Chi-Square value is 4.605 

with 4 degrees of freedom, and the p-value is 0.330, which is greater than the 

standard significance threshold of 0.05. This means the result is not statistically 

significant. 

As a result, we fail to reject the null hypothesis (H₀), which states that there is no 

association between AI tool exposure and recruitment process preference. In simpler 

terms, whether or not a person has experienced AI-based recruitment tools does not 

significantly influence their preference for human-led interviews, AI-based 

evaluations, or a hybrid approach. Preferences appear to be independent of personal 

experience with AI in hiring processes, suggesting that other factors—such as trust, 
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comfort, or perceived fairness—may be influencing candidate preferences more 

strongly than direct exposure. 

H₀: There is no difference in fairness perception scores across gender groups. 

H₁: At least one gender group differs significantly in fairness perception. 

Test: Kruskal-Wallis test 

 

The Kruskal-Wallis test in the image examines whether there is a statistically 

significant difference in perceived fairness of AI-based evaluations between male 

and female respondents. The results show a Kruskal-Wallis H value of 1.159 

with 1 degree of freedom and an asymptotic significance (p-value) of 0.282, 

which is well above the commonly accepted threshold of 0.05. 

 

Based on this, we fail to reject the null hypothesis (H₀), which states that there is 

no difference in fairness perception scores across gender groups. Although the 

mean rank for males (58.22) is slightly higher than that for females (51.72), the 

difference is not statistically significant. This suggests that perceptions of 

fairness in AI-based recruitment evaluations do not significantly vary between 

male and female respondents, implying a relatively uniform experience across 

gender in this aspect. 
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H₀: There is no difference in confidence using AI tools between technical and 

non-technical students. 

H₁: Technical students have significantly higher confidence in using AI tools. 

●​ Test: Independent t-test  

 

The Mann-Whitney U test shown in the image assesses whether there is a 

statistically significant difference in confidence levels when using digital/AI tools 

during job applications between two groups: Human Resources (interpreted here as 

non-technical) and Others (assumed to be technical). 

The mean rank for the "Others" group is 21.06, slightly higher than the 18.10 mean 

rank for Human Resources. However, the Mann-Whitney U statistic is 152.000, with 

a Z-value of -0.839 and an asymptotic significance (2-tailed) of 0.402, which is 

greater than the commonly used threshold of 0.05. Similarly, the exact significance 

value is 0.426, further reinforcing the result. 
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Given these findings, we fail to reject the null hypothesis (H₀). This means there is 

no statistically significant difference in confidence levels between technical (Others) 

and non-technical (Human Resources) students when it comes to using AI tools 

during job applications. While the technical group appears marginally more 

confident on average, the difference is not significant enough to support the 

alternative hypothesis. 

H₀: Awareness levels are not significantly different across recommendation 

categories. 

H₁: Awareness levels differ significantly depending on whether a participant 

recommends AI to others. 

●​ Test: Kruskal-Wallis test 

 

The Kruskal-Wallis Test displayed evaluates whether participants' perceived fairness 

of AI-based evaluations differs significantly based on whether they would 
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recommend AI-based hiring methods to their peers. The responses are grouped into 

four categories: Yes, No, Not Sure, and Depends on context. 

The mean rank varies slightly across these groups, with "Depends on context" 

(59.91) and "Not Sure" (59.48) ranking slightly higher, while the "No" group shows 

the lowest mean rank (47.88). However, the Kruskal-Wallis H value is 2.700 with 3 

degrees of freedom, and the asymptotic significance (p-value) is 0.440, which is well 

above the 0.05 significance threshold. 

Based on this, we fail to reject the null hypothesis (H₀). This means there is no 

statistically significant difference in fairness perception across the different 

recommendation groups. In other words, whether or not participants would 

recommend AI-based hiring methods does not significantly influence their 

perception of fairness in AI evaluations. 

H₀: There is no difference in satisfaction scores based on whether timely 

updates were received. 

H₁: Participants who received timely updates report significantly higher 

satisfaction. 

●​ Test: Kruskal-Wallis test 
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The Kruskal-Wallis Test presented examines whether there is a significant difference 

in overall experience with AI-based recruitment processes based on whether 

participants received timely updates or communication during the hiring process. 

Respondents were grouped into three categories: Yes, No, and Partially, with 

corresponding mean ranks of 54.47, 59.81, and 52.41 respectively. 

The Kruskal-Wallis H value is 1.141 with 2 degrees of freedom, and the asymptotic 

significance (p-value) is 0.565, which is considerably higher than the conventional 

0.05 significance threshold. 

As a result, we fail to reject the null hypothesis (H₀). This means there is no 

statistically significant difference in satisfaction or overall experience scores based 

on whether participants received timely updates during the AI-based recruitment 

process. While timely communication may influence user perception qualitatively, 

this test shows that its effect is not strong enough to produce a statistically significant 

difference across the surveyed population. 

H₀: There is no association between process clarity and perception that skills 

were reflected. 

H₁: Process clarity is significantly associated with the belief that skills were 

reflected. 

●​ Test: Chi-square test 
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The crosstab analysis and Chi-Square test in the image examine whether there is an 

association between the clarity of the AI recruitment process and the perception that 

the AI assessment accurately reflected a candidate’s skills and competencies. The 

Pearson Chi-Square value is 1.163 with 4 degrees of freedom, and the p-value is 

0.884, which is far above the conventional significance level of 0.05. 

As a result, we fail to reject the null hypothesis (H₀). This indicates that there is no 

statistically significant association between how clear and easy to understand the AI 

recruitment process was and whether candidates felt the AI assessment reflected 

their actual skills. In other words, even if the process was perceived as clear, this did 

not necessarily correlate with candidates believing that their competencies were 

accurately evaluated by the AI system. 

H₀: Placement participation is independent of AI awareness. 

H₁: Placement participation is associated with higher awareness of AI in 

recruitment. 

●​ Test: Chi-square test 
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The Chi-Square test results in the image evaluate the association between placement 

participation and awareness of AI tools in recruitment. The Pearson Chi-Square 

value is 0.424 with 1 degree of freedom, and the p-value is 0.515, which is greater 

than the conventional 0.05 threshold for statistical significance. Other related 

statistics, such as the Continuity Correction and Likelihood Ratio, also return 

p-values well above 0.05. 

Given these results, we fail to reject the null hypothesis (H₀). This means there is no 

statistically significant association between participation in placement programs and 

awareness of AI tools in recruitment. In simpler terms, students who have taken part 

in placement drives are not necessarily more aware of AI usage in recruitment than 

those who have not, indicating that exposure through placement processes does not 

significantly enhance AI-related awareness among participants. 

H₀: Awareness level does not differ significantly by education level. 

H₁: Awareness level differs significantly among different education levels. 

●​ Test: ANOVA  

 

The Bayesian analysis presented evaluates whether awareness of AI-based hiring 

differs across various education levels. The table shows posterior means and 95% 

credible intervals for different educational groups using standard priors. Notably: 
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●​ Graduates have the highest posterior mean awareness score at 3.500, with a 

credible interval ranging from 2.985 to 4.015, indicating a relatively higher 

and more certain level of AI awareness. 

●​ Postgraduates and Others both have a mean of 3.000, with overlapping 

credible intervals (Postgraduates: 2.398–3.602; Others: 2.509–3.491), 

showing moderate and statistically similar awareness. 

●​ Diploma/Certificate holders show the lowest awareness level, with a 

posterior mean of 2.680 and a credible interval from 2.115 to 3.245. 

Despite these numerical differences, the credible intervals for all groups overlap, 

suggesting that while there are variations in the posterior means, they may not be 

statistically significant enough to confirm meaningful differences across education 

levels. 

Hence, based on this Bayesian analysis, we do not have strong evidence to reject 

the null hypothesis (H₀). There is no statistically credible difference in awareness 

of AI-based hiring across education levels, though the trend suggests that graduates 

may have a slightly higher perceived awareness. 

H₀: There is no difference in awareness level across different platform users. 

H₁: Awareness level differs significantly based on platform usage. 

●​ Test: Kruskal-Wallis test 

 

49 | Page 
 



The Kruskal-Wallis Test displayed in the image assesses whether awareness of 

AI-based hiring differs significantly across users of various recruitment platforms, 

including Company Websites, HireVue, LinkedIn, Naukri, and Xobin. 

The mean ranks vary across platforms — with Company Websites (62.20) and 

HireVue (60.18) at the higher end, and Naukri (46.41) showing the lowest mean 

awareness rank. However, the Kruskal-Wallis H statistic is 3.887 with 4 degrees of 

freedom, and the asymptotic significance (p-value) is 0.421, which is greater than the 

standard 0.05 threshold for statistical significance. 

As such, we fail to reject the null hypothesis (H₀). This indicates that there is no 

statistically significant difference in awareness levels of AI-based hiring across the 

different platform user groups. While the mean rank values suggest slight trends 

(e.g., users of company websites or HireVue reporting higher awareness), these 

differences are not strong enough to confirm a meaningful association between 

platform usage and AI awareness levels. 

4.4 Findings and Recommendations 

Key Findings 

Analysis of the primary and secondary datasets proves to be a number of key 

findings regarding the use of Artificial Intelligence (AI) to improve the candidate 

experience within the recruitment process: 

Accessibility of AI Tools: 

●​ Artificial intelligence solutions are increasingly being employed across 

different stages of the recruitment process. Video interview analysis, natural 

language processing (NLP) to assess resumes, and AI-driven sourcing 

platforms are now mainstream, primarily across industries like fast-moving 

consumer goods (FMCG), information technology (IT), and consulting. 
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Efficiency and Quality Enhancements: 

●​ Members consistently emphasized the time-saving advantage of AI, primarily 

candidate shortlisting and resume filtering. Furthermore, AI has helped with 

better quality of hire by way of data-oriented decision-making. 

Perceived Fairness and Bias 

●​ Although interviewees did note that AI minimizes human bias in hiring, 

issues persist concerning algorithmic fairness and perceived transparency of 

decision-making. Emotional detachment and impersonalized experiences 

were also listed as drawbacks. 

Candidate Awareness and Satisfaction: 

●​ Statistical testing did not yield any significant association between awareness 

of AI tools and a candidate's satisfaction with the recruitment process. 

Significant differences were not also detected in gender, technical 

background, or education levels. 

Lack of Influence due to Placement Exposure: 

●​ Interestingly, the research did not discover any considerable correlation 

between involvement in placement activities and preference and/or 

knowledge about artificial intelligence in recruitment, indicating that 

exposure does not have considerable influence on perceptions.  

Hybrid Models:  

●​ While there has been increased use of artificial intelligence, the majority of 

respondents preferred a mix of recruitment strategy—combining AI 

objectivity with the human interaction involved in traditional interviews. 
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Key Recommendations 

According to the results, the following are recommended so that the hiring process 

can utilize AI to the fullest and improve the candidate experience: 

Adopt a Balanced Hybrid Approach: 

●​ Organizations will need to think about integrating AI technologies with 

human interventions, particularly at the tail end of the recruitment process, to 

provide empathy, emotional intelligence, and contextual judgment. 

Improve Clarity and Engagement: 

●​ Open disclosure about the role of artificial intelligence in the recruitment 

process, like the assessment and decision-making standards used, can 

encourage trust among applicants. 

●​ Regular monitoring and assessment of artificial intelligence instruments: 

Ongoing monitoring of artificial intelligence systems is required to identify 

biases, enhance accuracy, and provide fairness in the assessment of 

candidates. 

Supporting Capabilities for HR Professionals: 

●​ Recruitment teams should be trained so that they can effectively utilize AI 

platforms, analyze their results, and retain a human-oriented approach 

throughout the entire process. Install Feedback Mechanisms: The use of 

official complaint channels will allow applicants to express their experience, 

thus providing valuable input towards the construction of AI processes. 
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4.5 Limitation of Study 

Although this study gives insightful findings on Artificial Intelligence (AI) effects on 

the candidate experience throughout the hiring process, certain limitations need to be 

determined in order to place the results within context and determine the range of 

application: 

Sample Demographics and Scope 

●​ The primary participants in this research were MBA students and recent 

graduates from Indian business schools. The findings therefore reflect the 

experience and views of early-career job applicants and therefore may not 

apply to mid-career professionals, senior executives, or job applicants with 

non-business backgrounds. 

Limited Involvement of Human Resource Professionals 

●​ With access restrictions and time restrictions, the research was unable to 

collect substantial primary data from human resource practitioners or 

recruiters currently implementing artificial intelligence tools to the hiring 

process. Therefore, the research relies heavily on the perceptions of the 

candidates and employs secondary sources to reflect the perceptions of the 

organizations. 

Geographical Limitations 

●​ The study was done in the Indian context. Since candidate expectations, AI 

adoption, and regulatory conditions can differ considerably between nations 

and cultures, the findings cannot be directly applied to universal recruitment 

contexts. 

Application of Convenience Sampling  

●​ The study used convenience sampling from social media and academic 

networks, a method that can generate bias and render the sample less 

representative. Those who were familiar with or interested in artificial 

intelligence may well have been more likely to take part, and thus may well 

have skewed the findings. 

Subjectivity of Perceptions 
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●​ All conclusions rely on self-reported experience, which is personal and 

susceptible to personal expectation, prior knowledge, and emotional 

response. This subjectivity has the potential to affect the validity of certain 

findings, especially about satisfaction, fairness, and trust. 

Technological Dynamism 

●​ AI hiring is a rapidly evolving field, with continuous updates in tools, 

algorithms, and applications. Conclusions based on current procedures may 

become outdated as new technologies emerge or older technologies evolve, 

limiting the long-term applicability of some conclusions.  

Lack of Longitudinal Data  

●​ The research only captures candidate experience in one moment in time, 

failing to follow through on how perceptions or results change over several 

recruitment cycles. Applying a longitudinal strategy would likely yield a 

more nuanced explanation of the effect of AI on continuous candidate 

satisfaction and employment outcomes. 
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Chapter 5 
CONCLUSION 

 

This study has comprehensively explored the role of Artificial Intelligence (AI) in 

candidate experience during the hiring process in a mixed-methods research design 

that integrated empirical data, theoretical models, and experiential insights. The 

research aimed to evaluate how AI technologies influence various stages of the 

hiring process—beginning from sourcing and screening to interviewing, onboarding, 

and post-hire engagement—taking into account candidates' perceptions, satisfaction 

rates, and overall experiences. 

The findings reveal that artificial intelligence is effectively revolutionizing 

traditional recruitment practices. Technologies such as AI-driven resume screening 

software, video interview insights, chatbots, and predictive hiring tools have enabled 

organizations to process large volumes of applications at an unprecedented speed and 

efficiency. Respondents to the study typically acknowledged that AI-driven 

processes benefited them with time gain, increased accuracy in candidate-job 

matching, and faster decision-making. Above all, tasks like candidate shortlisting, 

resume screening, and follow-up communication after interviews were found to be 

significantly improved by AI. 

But the study also reveals key limitations and prevailing tensions when it comes to 

AI application in recruitment. While it has operational benefits, AI application has 

not always been translated in terms of higher candidate satisfaction. Statistical tests 

in the form of correlation, Chi-square, Kruskal-Wallis, and Mann-Whitney U tests 

revealed that variables like AI awareness, education level, gender, and familiarity 

with AI tools had no bearing on candidate satisfaction in general or fairness 

impression. This reveals that while AI can enhance efficiency, it does not necessarily 

enhance the emotional or psychological dimensions of the candidate experience. 

Ethical concerns came through as a general theme in both primary and secondary 

sources. Issues of algorithmic bias, transparency, low customization levels, and 

possible privacy intrusion were concerns both job applicants and industry 

professional experts were putting forward. The unexplainability of AI 

decision-making was particularly concerning for applicants, who had concerns with 
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evaluations by systems that did not provide transparent explanations of their 

findings. These are in line with the general academic debate on the ethical use of AI 

to human-facing jobs. 

Moreover, the analysis confirms that the candidate experience is 

multifaceted—combining not only efficiency and accuracy but also perceived 

fairness, emotional resonance, and communicative transparency. The use of AI alone 

stands the chance of depersonalizing the recruitment process. As the case studies of 

HireVue, Pymetrics, and Xobin illustrate, successful organizations using AI adopt a 

hybrid approach—supplementing, not substituting, human judgment. These 

organizations balance automation and empathy, thus sustaining candidate trust and 

interaction. 

Overall, artificial intelligence has tremendous potential to enhance recruitment 

processes and extend talent acquisition efforts. But its potential to enhance candidate 

experience is contingent upon various factors. To take full advantage of AI potential, 

organizations need to adopt it not as a standalone device, but as part of an end-to-end 

human-oriented recruitment process. This involves investment in transparent 

systems, eschewing algorithmic bias, ensuring data privacy, and giving human 

intervention at decision-making points. 

Future research should also cast broader demographic nets beyond MBA students to 

cover a broader range of industries and career levels. In addition, longitudinal studies 

of the long-term consequences of AI-based hiring on measures such as candidate 

retention, job performance, and organizational culture would be even more 

insightful. In conclusion, the prospective trajectory of recruitment is grounded in the 

amalgamation of technological advancements with human compassion—facilitating 

hiring processes that are characterized by efficiency and scalability while 

simultaneously ensuring fairness, inclusivity, and a profound personal connection. 
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Annexure I: Survey Questionnaire 
 
Section A: Demographic Information 

1. Gender: 

☐ Male  ☐ Female  ☐ Other  ☐ Prefer not to say 

2. Age Group: 

☐ Below 20  ☐ 20–22  ☐ 23–25  ☐ 26–28  ☐ Above 28 

3. Current Educational Status: 

☐ Postgraduate (e.g., MBA/Masters) 

☐ Graduate (e.g., B.Tech, BBA, B.Com) 

☐ Diploma/Certificate Holder 

☐ Others (Please Specify): ___________________ 

4. Specialization/Field of Study: 

☐ Human Resources  ☐ Marketing  ☐ Finance  ☐ Operations 

☐ IT/Engineering  ☐ Other: __________________________ 

5. Have you participated in job applications or campus placement processes? 

☐ Yes  ☐ No 

Section B: Awareness and Exposure to AI in Recruitment 

6. Are you aware that companies use Artificial Intelligence tools in recruitment 

processes? 

☐ Yes  ☐ No 

7. Have you personally experienced AI-based recruitment tools during job 

applications? 

☐ Yes  ☐ No  ☐ Not Sure 

8. Which AI-based features have you encountered in recruitment? 

☐ Resume Screening  ☐ Chatbots  ☐ Video Interviews 

☐ Gamified Assessments  ☐ Automated Emails  ☐ Others: ___________ 

9. Which platforms or companies utilized AI in your recruitment experience? 

(e.g., LinkedIn, HireVue, Xobin, Naukri, Company Websites, etc.) 

 

10. On a scale of 1 to 5, how would you rate your awareness of AI-based hiring? 

☐ 1 (Very Low)  ☐ 2  ☐ 3  ☐ 4  ☐ 5 (Very High) 

 



Annexure I: Survey Questionnaire 
 
Section C: Perceptions & Experience of AI-based Hiring 

11. Rate your overall experience with AI-based recruitment processes. 

☐ 1 (Very Poor)  ☐ 2  ☐ 3  ☐ 4  ☐ 5 (Excellent) 

12. Did you receive timely updates or communication during the AI-based hiring 

process? 

☐ Yes  ☐ No  ☐ Partially 

13. Was the AI process clear and easy to understand? 

☐ Yes  ☐ No  ☐ Somewhat 

14. Did the AI assessment reflect your actual skills and competencies? 

☐ Yes  ☐ No  ☐ Somewhat 

15. What challenges (if any) did you face while engaging with AI-based systems? 

(Open-ended) 

Section D: Preferences and Ethical Concerns 

16. Which recruitment process do you prefer? 

☐ Human-led Interviews 

☐ AI-based Evaluations 

☐ A Hybrid Approach (AI + Human) 

17. Do you believe AI in hiring can be biased or unfair? 

☐ Yes  ☐ No  ☐ Not Sure 

(Optional comment): ________________________________________ 

18. Would you trust an AI tool to make a final hiring decision? 

☐ Yes  ☐ No  ☐ Only with human review 

19. On a scale of 1 to 5, how fair did the AI-based evaluation feel? 

☐ 1 (Very Unfair)  ☐ 2  ☐ 3  ☐ 4  ☐ 5 (Very Fair) 

20. What are your primary concerns about AI in recruitment? 

(Choose all that apply) 

☐ Bias or lack of fairness 

☐ Lack of feedback 

☐ Impersonal experience 

☐ Inaccuracy in results 

☐ Technical difficulties 

☐ Others (please specify): ______________________ 



Annexure I: Survey Questionnaire 
 

 

Section E: Feedback and Future Outlook 

21. Have you ever withdrawn from a hiring process because of AI involvement? 

☐ Yes  ☐ No 

22. Do you believe AI can fairly assess your personality or soft skills? 

☐ Yes  ☐ No  ☐ Not Sure 

23. Which of the following AI features would enhance your candidate experience the 

most? (Select top 2) 

☐ Transparent feedback 

☐ Real-time application tracking 

☐ AI-based career guidance 

☐ Chatbots with empathy 

☐ Gamified assessments 

☐ Personalized job suggestions 

24. On a scale of 1 to 5, how confident are you with using digital/AI tools during job 

applications? 

☐ 1 (Not Confident)  ☐ 2  ☐ 3  ☐ 4  ☐ 5 (Very Confident) 

25. Would you recommend companies using AI-based hiring methods to your peers? 

Why or why not? (Open-ended) 

 



Annexure II: Interview Questionnaire 
 

1. Industry: 

☐ IT Software & Service ☐ BFSI ☐ FMCG ☐ E-commerce  

☐ Consulting & Fintech 

2. Frequency of AI use in recruitment 

☐ 1 (Never) ☐ 2 ☐ 3 ☐ 4 ☐ 5 (Always) 

3. The recruitment phase has most improved by AI(Multiple choice) 

☐ Resume Screening ☐ Candidate Shortlisting ☐ Interview Scheduling 

☐ Post-interview Communication ☐ Assessment & Testing 

4. Candidate satisfaction after AI implementation 

☐ 1 (Very Dissatisfied) ☐ 2 ☐ 3 ☐ 4 ☐ 5 (Very Satisfied) 

5. Biggest challenge with AI in recruitment (Multi-Choice) 

☐ Bias in algorithms ☐ Lack of transparency ☐ Candidate distrust 

☐ Limited customization ☐ System integration issues 

6. Can AI replace human judgment? 

☐ Yes  ☐ No ☐ Depends 

7. Which of the following AI technologies are most commonly used in various stages 

of the recruitment process? (Select all that apply) 

☐ Resume Parsing Tools (e.g., AI that screens and ranks CVs automatically) 

☐ Chatbots (e.g., for initial candidate queries and interview scheduling) 

☐ Video Interview Analysis (e.g., AI evaluating facial expressions, voice tone) 

☐ Predictive Analytics (e.g., assessing likelihood of candidate success) 

☐ Automated Skill Assessments (e.g., coding tests, simulations) 

☐ AI-based Sourcing Tools (e.g., scanning platforms like LinkedIn for suitable 

profiles) 

☐ Natural Language Processing (NLP) Tools (e.g., scanning cover letters or emails) 

 

 

 



Annexure II: Interview Questionnaire 
 

8. What are the key benefits you perceive in using AI for recruitment? (Select all that 

apply) 

☐ Time-saving in screening candidates  

☐ Improved quality of hire 

☐ Reduced human bias 

☐ Faster communication with candidates 

☐ Cost-effective hiring 

☐ Better data-driven decisions 

 

9. What are the key challenges you perceive in using AI for recruitment? (Select all 

that apply) 

☐ Algorithmic bias / fairness concerns  

☐ Lack of transparency in AI decision-making  

☐ Candidate distrust or negative perception 

☐ Over-reliance on automated systems  

☐ Integration with existing recruitment systems is difficult 

☐ Limited customization for specific job roles 
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