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Abstracts

Artificial Intelligence (Al) is one of today's most talk
ed

about technologie. Its future impact on various aspe
cts of our lives and its potential across different sect
ors are hotly debated. Recently, Al has made signifi

cant strides in HRM, particularly in recruitment, sp

arking discussions on its benefits and challenges. Al
can automate repetitive tasks like resume screening
and interview scheduling, allowing HR professiona
Is to focus on strategic decisions. It also enhances ¢

andidate screening by analyzing large datasets to fi

nd the best-

fit candidates based on skills and cultural alignment
, thus reducing hiring time. However, Al in recruitm
ent has challenges. Al algorithms can inherit biases
from historical data, leading to discriminatory prac
tices. Over-

reliance on Al may also reduce the personal interac
tions crucial for a positive candidate experience, aff
ecting employer branding. This study highlights the

main challenges in recruitment today: candidate sh

ortages, resource distribution, organizational limita
tions, and maintaining objectivity in hiring processe
S.

l. INTRODUCTION

The recruitment process involves identifyi
ng various sources of personnel required for an orga
nization. It's a positive strategy that attracts job seek
ers and motivates them to apply for specified vacan
cies. An HR manager plays a crucial role in this pro
cess, handling both internal and external recruitmen
t. Internal recruitment includes promotions and tran
sfers within the organization, while external recruit
ment involves methods like advertisements and refe
rrals. The HR manager acts as a bridge between the
organization and candidates, ensuring the selection
of suitable applicants with the required skill sets for
the job.

1. OBJECTIVES

1. Automated Candidate Sourcing: Quickly
identifies potential candidates from various
online sources, broadening the talent pool.

2. Bias Reduction: Standardizes evaluations to
help minimize unconscious bias, promoting
diversity in hiring

3. Enhanced Communication: Implements
chatbots to provide timely updates and engage
with candidates throughout the process.

4. Interview  Scheduling:  Automates  the
scheduling of interviews, making coordination
between candidates and interviewers easier.

5. Cost Efficiency: Reduces overall recruitment
costs by automating repetitive tasks and
improving process efficiency.

2.1 Advantages

P Al can potentially offer significant time savings
for HR departments by eliminating routine tasks.

> Al can also potentially help with more
knowledge-intensive projects, such as training
content development.

» HR employees may make mistakes when entering
data. Using Al can help solve that problem.

2.2Disadvantages

» HR leaders must be aware of the potential drawba
cks of using Al in HRM. Without understanding the
se consequences, organizations can face employee d
istrust and legal risks.

P A significant concern is Al bias during the hiring
process. The U.S. Equal Employment Opportunity
Commission announced in May that employers usin
g Al hiring tools could be liable for discriminatory
practices.

» During the software purchasing process, HR lead
ers should ask specific questions to identify any bias
es
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I11. RESEARCH METHDOLOGY

There are several aspect to research technique.lt is
possible to approach research difficulties
methodically by using research techniques. It may
be thought of as a branch of science that studies
how scientific research is conducted. In this, one
explores the many approaches often used by a
researcher to analyze his research challenge, as well
as the reasoning behind each.This study falls under
the category of descriptive research, which
encompass various types of fact-finding in queries
and survey.The research can only describe what has
occurred or is occurring .

3.1Primary data

The best type of data for the study is considered to
be a primary data, which is often gathered from the
original source.The particular form of data is
gathered directly from primary source by the
method survey. Original papers and artifacts that
were made during the period under study are
considered primary source since they form the
foundation of history.

3.1.1Data collection

Data collection is the process of gathering ,
measuring, and evaluating precise research-related
information using accepted established methods. A
researcher can assess their hypothesis using the data
that they have gathered. No of the subject of study,
gathering data is typically important in research
process.

3.2Data analysis and interpretation

3.2.1.Demographics

The data shows a predominantly young
demographic  (96.3% aged 18-22), primarily
comprised of undergraduates (85.2%). This
suggests that respondents are likely in the early
stages of their careers and may be more open to
adopting new technologies like Al in their
professional lives.

3.2.2.Familiarity with Al

There is a growing awareness of Al among
respondents, with 51.9% reporting they are
somewhat familiar and 33.3% very familiar.
However, 14.8% still lack familiarity, indicating a
need for further education on Al's applications,
particularly in recruitment.

3.2.3.Experience with Al Platforms

The findings reveal limited exposure to Al
recruitment tools, with 88.9% of respondents
indicating they have not used Al platforms in
applications. This could reflect a preference for
traditional methods or a lack of access to Al tools.

3.2.4Perception of Al's Role

There is a general optimism regarding Al's potential
to enhance recruitment efficiency, with 40.7%
finding it highly beneficial and 22.2% somewhat
beneficial. This suggests that respondents recognize
the positive impact Al could have on the hiring
process.

3.2.5Belief in Bias Reduction

A significant majority (59.2%) agree that Al can
help reduce bias in hiring, although 37% remain
neutral. This indicates a hopeful outlook on Al's
ability to create a fairer hiring process, while also
highlighting some skepticism that persists.

3.2.6.Appealing Aspects of Al

Respondents appreciate Al for its ability to speed up
application processing (37%), enhance candidate
matching (25.9%), and improve overall experience
(18.5%). This emphasis on efficiency indicates that
theyare looking for ways to streamline the
recruitment process.

3.2.7.Negative Experiences

Only 3.7% reported negative experiences with Al,
suggesting that while frustrations may exist, they
are not widespread. This points to a largely positive
reception of Al tools when they are utilized.

3.2.8.Future of Al for Freshers

A majority (48.1%) believe Al will complement
traditional recruitment methods, while 25.9% think
it will dominate. This reflects a recognition of Al's
significant role, while still valuing the human
elements in recruitment.

3.1.2. Suggestion

To successfully integrate Al in recruitment, organiz
ations should focus on educational workshops to en
hance young professionals' understanding. Offering
trial access to Al tools allows freshers to experience
their benefits firsthand. Establishing feedback chan
nels helps refine these tools based on user insights.
Sharing success stories builds trust in Al's positive i
mpact, while emphasizing that Al complements hu
man judgment and reinforces the importance of the
human element in hiring. This balanced approach ca
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n foster a more favorable perception of Al in the rec
ruitment process.

V. CONCLUSION

In summary, the findings suggest a bright f
uture for Al in recruitment, particularly among youn
g professionals who are becoming more familiar an
d optimistic about its use. To address limited expos
ure and skepticism, organizations should emphasize
education, offer hands-
on experiences with Al tools, and foster collaboratio
n between Al and human judgment. This approach
will prepare freshers for the evolving recruitment la
ndscape while maintaining essential
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