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ABSTRACT

This study investigates the integration of Artificial
Intelligence (Al) in the talent acquisition processes
at Lion Dates Impex Pvt. Ltd, Trichy. Utilizing a
descriptive research design and convenience
sampling, data were collected from 70 respondents
through  questionnaires.  Statistical  analyses,
including percentage analysis, chi-square, and
correlation, revealed that a majority of respondents
acknowledge the adoption of Al in recruitment.
However, concerns were expressed regarding
potential job reductions for HR professionals due to
Al implementation. Despite these concerns, the
study concludes that Al significantly enhances
recruitment efficiency by automating routine tasks
such as resume screening and candidate matching. It
is recommended that the organization integrate Al
across all stages of talent acquisition to streamline
operations and improve outcomes. Overall, Lion
Dates Impex Pvt. Ltd effectively leverages Al
technology to empower recruiters and revolutionize
their recruitment strategies.

Keywords:  Artificial  intelligence,  Talent
acquisition, Talent management and Machine
learning

l. INTRODUCTION OF THE STUDY
Avrtificial Intelligence
Definition

Acrtificial Intelligence is defined as a
science and a set of computational technologies that
are inspired by but commonly operate quite
differently from the ways people utilize their
nervous systems and bodies to detect, learn, reason,
and take action. The computer scientist John
McCarthy coined the term Artificial Intelligence in
1956, and characterizes the field of artificial
intelligence as “the science and engineering of
making intelligent machines.”

“Artificial Intelligence as a field is wide
and a multidisciplinary domain, which can be
exploited not only in computing disciplines but also

in linguistics and philosophy. Artificial Intelligence
can take many different forms, such as robots, bots
or software.” Artificial Intelligence has four
foundational segments.

Talent Acquisition

Gartner defines Talent Acquisition is the
process of identifying organizational staffing needs,
recruiting qualified candidates, and selecting the
candidates best suited for the available positions.
The stakeholders include recruiters, HR managers,
hiring managers, and top-level executives. The
team’s goal is to identify, acquire, assess, and hire
candidates to fill open positions within the
organization. For the majority of organizations, the
talent acquisition team will be part of the HR team.
In a few larger organizations, talent acquisition is a
different team that collaborates with the HR team.

Artificial Intelligence In Talent Acquisition:

Artificial Intelligence (Artificial
Intelligence) has recently been one of the hottest
topics in HR technology for facilitating procedures
like hiring and recruitment along with decision-
making. Many businesses are turning to artificial
intelligence (Artificial Intelligence) to increase the
efficiency of their employee engagement,
recruitment, performance management, workforce
management, succession planning, and other
activities.

Machine learning

Machine learning is a branch of artificial
intelligence (Al)and computer science which
focuses on the use of data and algorithms to imitate
the way that humans learn, gradually improving its
accuracy. Machine learning is an important
component of the growing field of data science.

Benefits Of Artificial Intelligence In Recruitment
The benefits of artificial intelligence are
numerous and generally permit businesses to
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progress much more quickly and deliver better
results. However, besides technical assistance,
Artificial Intelligence is also good at dealing with
human resources. Specifically, the latest artificial
intelligence software lets HR managers and project
managers find the most qualified personnel
significantly faster.

Artificial Intelligence in talent acquisition
process

Processing automation on numerous fronts
is a game-changer in active recruitment. These can
be comprehensive, ranging from crafting the ideal
job description (JD) for an open position to
conducting video interviews. A poorly built,
unappealing JD may fail to pique the interest of the
right candidates. There are, however, a number of
Acrtificial Intelligence tools and software that might
assist you in drafting the ideal JD. These are usually
one of the two types: an online assistant that can
help you improve your JD in real-time as you write
it, or a tool that can take a current JD and give you
ideas on how to make it more effective.

STATEMENT OF THE PROBLEM

Acquiring and retaining employees in the
industry is a critical issue. Most of the companies
experience shortages of high-quality employees.
Next to the difficulty of recruiting well-fitting
candidates, the hiring process for one employee
takes more days and costs. At the same time, the
recruiting process is considered to be highly
subjective. To increase the efficiency and objectivity
of the recruiting process, organizations started using
Artificial Intelligence-based tools. While early
adopters stated that through the implementation of
such tools, they were able to reduce cost and time-
to-hire and to enhance the quality of the recruiting
process, the technology also bared new risks.
Consequently, it appears that Artificial Intelligence-
based recruiting tools can be used to raise potentials
in the field of recruiting.

OBJECTIVES OF THE STUDY

Primary objective

> To study on the impact of artificial
intelligence in talent acquisition towards Lion Dates
Impex Pvt. Ltd, Trichy.

Secondary objectives

> To study the role of Artificial Intelligence
in Talent Acquisition.

> To understand the impact of Artificial
Intelligence on Talent Acquisition.

> To study the benefits of Atrtificial
Intelligence in Talent Acquisition.

> To  evaluate the  parameter  of
implementation of Artificial Intelligence in Talent
Acquisition.

> To make recommendations to recruiters
considering the introduction of Artificial
Intelligence technologies into their existing
recruiting practices.

SCOPE OF THE STUDY

The scope of the study is confined to
Trichy. The main aim of the study is to analyze
exploring the impact of artificial intelligence in
talent acquisition towards Lion Dates Impex Pvt.
Ltd, Trichy. This study focuses on role and benefits
of Artificial Intelligence in Talent Acquisition and
also evaluates the parameter of implementation of
Artificial Intelligence in Talent Acquisition. The
sample of this study is 70. The study will be useful
to understand the effectiveness of Artificial
Intelligence in the company. It is useful for the
company to obtain recommendations to the
recruiters considering the introduction of Artificial
Intelligence  technologies into their existing
recruiting practices.

LIMITATIONS OF THE STUDY

» Sample size of the study is 70, which is very
small.

» Some of the respondents were hesitated to
express their opinion and perception due to fear
of management.

» Period of study is too short and hence it is a
major limitation.

» The survey is based on the opinion of the
employees, which may be biased.

> The study was restricted to Lion Dates

Impex Pvt. Ltd, Trichy only. This could have given

rise to a unique perception of the culture

1. REVIEW OF LITERATURE
Webb (2020) first examines the impact of two
previous types of new technologies: software and
robots. For software, exposure is decreasing with
education, with individuals in middle-wage
occupations most exposed. Men are much more
exposed to software than women, reflecting the fact
that women have historically clustered in
occupations  requiring complex interpersonal
interaction tasks, which software is not capable of
performing. For robots, individuals with less than a
high school education, and men under the age of 30
years are most exposed. By and large, these results
are consistent with the literature on job polarization,
which has found that computers and robots reduced
demand for routine, middle-wage jobs while
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increasing it for non-routine, low- and high-wage
jobs.

Farndale, E. and Vaiman, V. (2022), This paper
presents a holistic view of dynamic external macro
environments and their impact on internal
organizational strategies. It suggests how events,
and particularly major crises at the global or
national level, affect organizational responses.
Specifically, the authors submit that organizations
adapt their strategy in line with the pressures they
face from the external environment. Consequently,
the day-to-day operations inside the organization
change, and managers find themselves faced with
new challenges in terms of how they manage their
talent.

John S. Edwards, Victoria Uren (2023). Artificial
Intelligence (Al) is viewed as having potential for
significant economic and social impact. However,
its history of boom and bust cycles can make
potential adopters wary. A Cross-
sectional, qualitative study was carried out, with a
purposive sample of Al experts from research,
development and business functions, to gain a
deeper understanding of the adoption process.
Technology Readiness Levels were used as a
benchmark against which the experts could align
their experiences.

Manvinder Singh Bedi (2024). This study aims at
exploring how Al can be employed in selection. Al-
based automation is revealing that staffing
organizations could take up a strategy involving the
duality of high volume versus high touch and build
an enduring relationship with all candidates and
customers.  Moreover,  Al-based automation
simplifies processes associated with matching. The
Al can quickly suggest the following stage of the
hiring procedure and direct all capable potentials to
the employers. Perhaps, this is an effective means of
speeding up the procedure. It found that With the
application of Al solutions, a particular
organization’s entry into the best available pool of
talents will become easier.

RESEARCH GAP

The previous studies have focused on how Al helps
in initial resume screening which is case based. Al
role on other hiring process is not discussed in-
depth. Some authors show a relative positive aspect
of how Al in the recruitment process has
significantly reduced the time taken to interview a
hiring manager; they did not study the impact and
benefits of artificial intelligence in talent acquisition
in depth. Some of the studies concentrate on
knowing the recruitee's and recruiters' perspectives
towards using Al in the field of human resource
management.

1. RESEARCH METHODOLOGY
a. Study Area: The study area is Lion Dates Impex
Private Limited in Trichy.
Primary data:

Data collected directly from the data
source, avoiding any pre-existing sources, are
referred to as primary data. Although data may
sometimes be made publicly accessible for use in
other studies, it is usually collected specifically for a
research endeavour. The core data for the research
was gathered via a questionnaire. This data was
gathered specifically for the research. Personal
interviews and questionnaires were used to gather
primary data.

Secondary data:

Information that has already been collected
and made accessible to others is known as
secondary data. They usually begin as main data but
become secondary when used by a third party.
Secondary data are frequently easily accessible to
researchers and consumers due to their public
sharing. However, this suggests that, unlike primary
data, the data are wusually general and not
specifically created to meet the researcher's
objectives.

SAMPLING DESIGN:

Convenience sampling design is used in this
study. Convenience sampling method is dependent
on the ease of access to subjects such as surveying
customers at a mall or passers-by on a busy street. It
is usually termed as convenience

Population: The population in this case consists of
all Lion Dates Impex Private Limited workers in
Trichy.

Sampling Unit: Sampling unit of this study is
Trichy.

Period of Study:

The study was held during the period of three
months.

e. Sample Size:

A sample is a part of a population, or a subset from
a set of units, which is provided by some process or
other, usually by deliberate selection with the object
of investigating the properties of the parent
population or set. Here sample size is 70.

f. Analytical Tools And Methods

Statistical analysis is a data analysis tool that helps
draw meaningful conclusions from raw and
unstructured data.  Statistics are mathematical
computations used to analyze data. Tools of
statistical analysis can describe, summarize and
compare data. There are various tools that can
analyze statistical data. These range from relatively
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simple computations to advanced analysis. In this
study, following tools are used they are,

CORRELATION ANALYSIS

> Percentage Analysis, Chi-square Test,
Correlation Analysis

RELATIONSHIP BETWEEN AGE OF RESPONDENTS AND IMPACT OF ARTIFICIAL
INTELLIGENCE ON TALENT ACQUISITION

Correlations

AGE OF THE impact
RSPONDENTS P
Pearson Correlation 1 -053
Age of respondents Sig. (2-tailed) .666
Impact of artificial intelligence on Pearson Correlation 053 .
talent acquisition Sig. (2-tailed) .666

Interpretations:

The Above table indicates that out of 70
respondents, co-efficient of correlation between age
of the respondents and impact of artificial
intelligence on talent acquisition is -0.053 It is
below 1. So there is negative relationship between
the age of the respondents and impact of artificial
intelligence on talent acquisition.

IV.FINDINGS
» 42.9% of the respondents are agree towards
Artificial Intelligence-powered assistants (chatbots)
guarantee that applicants get regular updates about
the status of their application.
» 45.7% of the respondents are agree towards the
Artificial Intelligence identifying passive candidates
and rediscovery.
» 42.9% of the respondents are agree towards the
Acrtificial Intelligence can help in reducing
unconscious biases

V.SUGGESTIONS

1. Integrate Al tools throughout the talent
acquisition process to streamline operations, from
sourcing  candidates to  onboarding.  This
comprehensive approach enhances efficiency and
ensures a smoother workflow.

2. Utilize Al-driven communication tools to
provide candidates with timely updates and
personalized interactions. This not only keeps

candidates informed but also improves their overall
experience with the organization.

3. Employ Al algorithms to identify and
engage passive candidates by analyzing data from
various sources, expanding the talent pool and
uncovering potential hires who may not be actively
seeking new opportunities.

4, Design Al systems to focus on objective
criteria such as skills and experience, minimizing
unconscious biases in the recruitment process and
promoting a more diverse and inclusive workforce.
5. Implement Al solutions to automate
repetitive tasks like resume screening and interview
scheduling, significantly reducing the time-to-hire
and associated costs, leading to a more efficient
recruitment process.

VI. CONCLUSION

Artificial Intelligence (AD is
revolutionizing talent acquisition by automating
repetitive tasks such as resume screening and
interview scheduling, thereby enhancing efficiency
and reducing hiring costs. Al tools can identify
passive candidates and provide data-driven insights
to improve hiring decisions. However, Al cannot
fully replace the human element; recruiters'
judgment and empathy remain crucial, especially in
assessing cultural fit and soft skills. To maximize
benefits, organizations should train employees to
effectively use Al tools and ensure these
technologies are designed to minimize biases and
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enhance candidate experience. By thoughtfully
integrating Al, companies can achieve a competitive
advantage in hiring while maintaining the essential
human touch.
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