gl \gg
”g;JSREM%Q
International Journal of Scientific Research in Engineering and Management (IJSREM)
w Volume: 08 Issue: 01 | January - 2024 SJIF Rating: 8.176 ISSN: 2582-3930

A Study on How Al Enhances Recruitment and Selection in Corporate Recruitment

PULLE KRISHNA VAMSI, Prof. Deepak Shyam
Department of Management
PES University

Abstract:

This study investigates how the internet, specifically artificially intelligent (Al), affects how businesses
select new hires for their teams. Hiring was once a slow, manual process, but in the modern era, equipment
is used to improve accuracy and speed up the process. This change raises important questions about how
well gadgets will shape the labor force from tomorrow. The study explores the specifics of technology's
function in hiring, looking at both its benefits and drawbacks. A well-crafted survey is used to obtain
insights via workers in various industries. Advanced statistics are then used to analyze the gathered data in
order to pinpoint important elements, like accelerating the procedure and guaranteeing variety and equality.
These variables aid in determining the degree of satisfaction with the recruiting procedure as a whole when
gadgets is utilized. The results are meant to help companies enhance their hiring practices and educate

lawmakers about how the labor market is evolving as gadgets get more widely used.

Introduction:

Employers are now beginning to utilize computer science (Al) and other modern innovations in their hiring
processes. These fresh innovations, which claim to be more reliable, reasonable, and efficient at identifying
top talent, are gradually replacing conventional processes.

This change represents a significant turning point in HRM and raises concerns regarding the real impact of
emerging technologies on the makeup of employees in the years to come. Adding fresh teammates used to
be a laborious, tedious procedure that required a lot of work. Contemporary technologies that combine
robotics, analyzing data, and artificial intelligence have been created in order to streamline these
procedures.

These tools claim to improve making decisions through analyzing large amounts of data to find

commonalities and patterns, in addition to expediting the hiring procedure.
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It's critical for companies and schools to understand how Al affects recruiting. In light of the increasingly
broad and on par global staff, organizations are searching for strategies to efficiently sift via a vast
applicant pool. This study aims to investigate the subtleties of Al insertion into hiring procedures,
examining both benefits and drawbacks. The study's conclusions are intended to inform lawmakers on how
the use of Al is changing the world of work and to assist businesses in making better hiring decisions.

Businesses want to operate more quickly and productively.

Literature review:

1. Title: "The Impact of Artificial Intelligence on Recruitment Processes” in the Year: 2019 by Smith,
J., & Johnson

A comprehensive study on the effect of Al on hiring procedures was carried out by Smith and Johnson.
The study explores how Al-driven instruments can expedite the recruitment procedure and enhance
decision-making. This study investigates how machine learning-derived methods are used to find the ideal
candidates. The piece provides a general summary of the benefits and drawbacks that companies might
experience when integrating Al to their hiring practices.

2. Title: "Enhancing Talent Acquisition: A Review of Al Applications in Recruitment™ in the Year:
2020 by Chen, L., & Patel, R.

Smith and Johnson examine how intelligent technology affects the recruitment procedure in their important
study. Their research looks into how Al-powered tools help with hiring and enhance choices. The test is
centered on using machine learning-trained algorithms to find the most eligible applicants.

3. Title: "Navigating the Ethical Terrain of Al in Hiring" in the Year: 2021 by Garcia, M., & Leg, S.
Garcia and Lee look into the moral dilemmas brought on by using Al in hiring procedures. Focusing on
equity, bias, as well as honesty and the article offers a thorough analysis of the moral dilemmas
surrounding the use of artificial intelligence in recruiting. The writers offer careful analysis of how
companies can ethically handle these difficult moral dilemmas.

4, Title: "Machine Learning Algorithms in Employee Selection™ in the Year: 2018 by Wang, Q., &
Kim, Y.

Wang and Kim's investigation focuses on employing Al techniques in hiring decisions. The study evaluates
how well these Al methods work to forecast outcomes. The researchers using the knowledge of Al and

algorithms in the modern industries and useful results of integrating Al helps in our decision making.
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5. Title: "The Role of Chat bots in Recruitment: A Comprehensive Review" in the Year: 2022 by
Gupta, S., & Sharma

Gupta and Sharma investigate the use of bots for conversation during the hiring process. Their research
looks into how Als enhance interaction, increase applicant involvement, and provide useful data about
candidates' tastes. The researchers carry out a thorough examination of the various applications and
potential benefits of incorporating chat robots to the selection procedure.

6. Title: "Al-Driven Assessments for Predicting Job Performance” in the Year: 2017 by Turner, H., &
Bennett, E.

Turner and Bennett investigate how examinations driven by Al can be used to predict someone's success at
work. The tests and the results which work pretty well when it comes to Al integration and results with as
much as accuracy possible for some of the particular situations.

7. Title: "Automating Diversity: Challenges and Opportunities in Al Recruitment Tools" in the Year:
2021 by Kim, M., & Patel, S.

Turner and Bennett investigate how examinations driven by Al can be used to predict someone's success at
work. The study looks into how well these tests work, providing information about how accurate the
system is at predicting the probability of succeeding in a particular position.

8. Title: "The Future of Recruitment: A Meta-Analysis of Al Adoption"” in the Year: 2019 by Chen,
H., & Johnson, L.

Chen and Johnson examine a variety of studies on companies using Al in recruitment. The study gathers
data from many sources to give a thorough picture of the current situation and possible future
developments in the application of Al to hiring. The authors highlight crucial elements that lead to
commercial success as well as possible obstacles that could arise when implementing Al.

9. Title: "Natural Language Processing in Resume Analysis™ in the Year: 2016 by Patel, A., & Yang,
W.

The study by Patel and Yang examines the application of NLP for further analysis. The study examines
how natural language processing (NLP) algorithms extract relevant information from resumes to facilitate
precise hiring. The writers discuss how NLP could alter the initial stages associated with the hiring
procedure.

10. Title: "Al in Campus Recruitment: A Case Study Approach™ in the Year: 2020 by Sharma, N., &

Kumar, R.
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Sharma and Kumar give a practical example of utilizing Al in college hiring to find new hires. The study
examines how businesses have applied Al technologies for this purpose, providing useful information
about the successes and difficulties they encountered when integrating Al through the application process

for colleges.

Methodology:
The purpose of a structured survey is to get participants' subtle insights. The 21 questions have

purposefully crafted to collect information on the perceived influence of artificial intelligence on different
aspects of the hiring process, guaranteeing a thorough comprehension of the viewpoints of relevant parties.

> Collecting Primary Data:

The questionnaire is distributed to a broad group of experts engaged in hiring across various industries in
order to gather the main information. This approach guarantees firsthand knowledge of the events,
difficulties, and alleged benefits related to incorporating Al into hiring procedures.

> Factor Analysis:

To find deeper causes or elements in the gathered data, factor analysis is utilized. With the aid of this
statistical method, the many opinions are condensed into interpretable patterns, exposing recurring themes

or elements that greatly influence the opinion of Al's broadly efficacy in recruiting.

Multiple Linear Regressions:

To figure out the associations among different variables as well as the general efficacy of Al, a series of
linear regressions are used. This analytical approach makes it possible to pinpoint the crucial elements that

have a major impact on stakeholders' views of how Al will affect recruiting and hiring procedures.
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> This is the questioner prepared to collect the data:

Towhat extent do youbelieve that Al sigmficantly enhancesthe efficiency of the recnntment process?
Howeffectively do vou think Al tools mitigate bias in the recnuitment and selection process?

Inyour opinion, do Al-dnven screening processes accuratelyidentify suitable candidates?

Towhat extent do youbelieve that Al's predictive analytics contnbute to better-mformed hinng decisions?
Howmuch do vou agree that Al expedites the overall recruitment timeline?

Inyour expenence, does Al effectively match candidate skills to job requirements?

Towhat extent do Al tools contnbute to fostenng diversity n himng practices?

Easzed onyour observations, do candidates have a positive experience interacting with Al in the recnutment process?
Inyour opimion, does Al mplementationin recnutment result n cost savings for the orgamzation?
Howadequately do vou think ethical considerations are addressedin the use of Al n recruitment?
Towhat extent do you cbserve a positive collaboration between uman recnuters and Al tools?

Inyour opimion, does Al enhance commmmication betweenrecnuters and candidates?

Howaccurately does Al parse and mterpret information fromresumes in your experience’

Towhat extent do Al tools exhibit awareness of the current job market trends?

Howmuch do youagree that Al allows for personalized approaches m candidate mteractions?
Howeffectively does Al provide constructive feedback to candidates in the recruitment process?

Inyour expenence, how accurately does Al predict employee retention outcomes?

Towhat extent does Al match candidates toroles with ahigh level of accuracy?

Howuser-fiendly dovou find Al tools used in recnutment for recnuters?

Inyour opinion, do Al systemsin recnutment adhere tolegal andregulatory compliance?

Orverall, how satisfied are you with the integration of Al in the recruitment and selection process?
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Results and Discussions:

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adeguacy. 654
Bartlett's Test of Approx. Chi-Square 982.7749
Sphericity df 190
Sig. 000

> Here we can see that KMO-value is 0.654 which is 65.4% that means 65.4% of variables are
enough to explain the overall satisfaction and the factors which we have considered as it is bit close to one.
> The value of chi-square value is high that means the model is good fit.

> The value is significance is less than 0.05 at 5% confidence level that means the model is good fit to

perform factor analysis.

Communalities

kugad Excracion

T e esctern co you
bxesierver Frort Al mgrifeery 100 o
srdrrons F ol oy of
e necruiiment procsos?
Hicrar esffscivedy ks o dhimk
Al toals misigene bizes in e
rescruiimes and Selecion
process T
k1 e cpirien, ok Al
ST OCTDs
sscourately iderdfy suitable
candickates?
T e esctern co you
Eresfiierves on Al's prosciicive
srwiyies oot 1.000 TEE
Erestiesr-irdformnasd hiring
descisiores?
Herar rmuch do you agnese
oot Al ancpmesciidess e crvesral 14000 710
rescruitrmend Srmaline?
I your egeriancer, does Al
asfecivedy rmaich cancliclete 1000 H74
=il o ok requires s 7
T it exciesrt ca Al toois
carmrikte o fetering 14000 JBET
diwesr=ity in hiring proaciices?
Barsed on your abrservaiores,
ey careliclores Fones
persifiver esvpiesriesric 1000 AT
riter acing with Al in dee
rescruitnard process?
I your cpsrion, does Al
rgplerneriziion in
rescruifrnes s resould in oot 1000 Hai

sarvirges for e

P

© 2024, IJSREM | www.ijsrem.com | Page 6


http://www.ijsrem.com/

_%l \3

oo 34 International Journal of Scientific Research in Engineering and Management (IJSREM)

W Volume: 08 Issue: 01 | January - 2024 SJIF Rating: 8.176 ISSN: 2582-3930

Hirar axchescqussiedy dio you
fhirk esfhical cormiderafions -
are addressed in e use of 1o the
Alin recnuitmert?

T i anciesd da yau
oty 2 posifve
callaboration betaeen 1.000 )
Frrnan recruifers and Al
oals?

In your apirian, does Al
erfance commurEcaion
bestavesen rescritess ancd om -
candickes 7

Hirar axccurariedy does Al
pre ] gt
riformaian from resumes n om ar
VOUr enperierice

T whed ecierd da Al foal=s
ekt aavareneess of e 1.000 vy ]
current jobr marked frends?
Himar risch das you agress
fat Al allows for

persorized approaches in 1o 5
candicke irferaciors?
Homar enffosciwedy does Al
prawichr cormstnucive
feseclcd; o candickates: in 100 .
e recruiiman prooess 7
In your eqerience, how
acourately does Al predict
i 1.000 F
anplcrye raferiion
outcomes?

T wied ecierd does Al
rasich candidates fo roles
with a high lewel of 1om ar
ooy T

Herw user-friencly do you
fird Al ol wsed in 1.000 TE3
recruitment for recruiters?

In your agsnian, da Al
systems in recruitmentd - i
aschwere o lesgad and )

PNy SOV S =t

Extracion Method: Principal Component Aralysis.

> The values in the communalities suggests that the column extraction tells us how many that
particular factor is able to explain itself
> If the value of extraction is less than 0.5 that means if the factor is not able to explain itself by 50%

then we will try to remove that particular variables.
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Total Variance Explained
Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Component Total % of Variance | Cumulative % Total % of Variance | Cumulative % Total % of Variance | Cumulative %
1 6.377 31.885 31.885 6.377 31.885 31.885 3.036 15179 15179
2 2.364 11.819 43.704 2,364 11.819 43.704 3.019 15.097 30.275
3 1.891 9.455 53.158 1.891 9.455 53.158 2723 13.614 43.889
4 1.682 7.912 61.071 1.582 7912 61.071 2150 10.749 54638
i 1.483 7.463 68.534 1.493 7.463 68.534 2,048 10.241 64.879
6 1.084 5421 73.955 1.084 5421 73.955 1.815 9.076 73.955
7 .B68 4341 78.296
8 739 3.697 81.694

> 9 631 3153 85.146
10 579 2.896 88.042
11 513 2.566 80.608
12 436 2179 92,787
13 329 1.645 94.432
14 .280 1.451 85883
15 221 1.103 96.986
16 A72 859 a7.846
17 149 T4T 98.592
18 123 614 89.207
19 .092 460 99.667
20 067 333 100.000
Extraction Method: Principal Component Analysis.

> Using the total variance explained table we can come to know that how many factors have been
extracted out of all those factors

> Here we can see that 6 factors have been extracted from the dataset

> And we have the total variance explained as 73.955%, variance has been explained by these 6
factors that were extracted

Scree Plot

Eigenvalue

1 1. 1 1. 1.1 1 T T T T T T T T T T T T
1.2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20

Component Number
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> Even seeing from the scree plot we can be able to explain that 6 variables are being extracted from

the dataset.
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Extraciion Methad: Prindpal Compornent Arolysis.
Rotafion Mefod: Variman: with Kaiser Normalizdon.

2. [Roterion cormerged in 14 iteradions.

a
> By using the Rotated component matrix we can combine the different variables into each factor
> Here using the above rotated component matrix we can rename the variables as follows

Factor_1- Making things faster

Factor_2- Fair and Diverse
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Factor_3- Smart Choices

Factor_4- Feelings

Factor_5- Matching Skills

Factor_6- Right and Ethical

> Using these factors we will try to do multiple linear Regression to find the association between

these variables

Model Summary”

Change Statistics

Adjusted R Std. Error of R Square Durbin-
Mode! R R Square Square the Estimate Change F Change df df2 Sig. F Change Watson
1 7447 553 517 511 553 15.464 [ 75 .000 2.188

a. Predictors: (Constant), REGR factor score 6 for analysis 1, REGR factor score 5 for analysis 1, REGR factor score 4 for analysis 1, REGR factor
score 3 foranalysis 1, REGR factor score 2 for analysis 1, REGR factor score 1 for analysis 1

b. Dependent Variable: Overall, how satisfied are you with the integration of Al in the recruitment and selection process?

ANOVA®
Sum of
Model Squares df Mean Square F Sig
1 Regression 24.224 6 4037 | 15464 ooo®
Residual 19.581 75 261
Total 43,805 81

a. Dependent Variable: Overall, how satisfied are you with the integration of Al in the
recruitment and selection process?

b. Predictors: (Constant), REGR factor score 6 for analysis 1, REGR factor score 5
for analysis 1, REGR factor score 4 for analysis 1, REGR factor score 3 for
analysis 1, REGR factor score 2 for analysis 1, REGR factor score 1 for analysis
1

> In multiple linear regression we have R square value as 0.553 that means 55.3% of dependent
variables will be able to explain by these 6 independent variables

> We also have the Adjusted R square value as 0.517 that means 51.7% of dependent variable will
change if we add one more independent variable to the regression analysis

> Next we have the value of degrees of freedom as 81 which is nothing but N-1 total samples were
collected are 82 and minus 1 will give us degrees of freedom

> Next we have the value of durbin-watson value as 2.188 which is there is a negative correlation

among the variables in the dataset
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Coefficients”
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig Zero-order | Partial Part Tolerance VIF

1 (Constant) 395 .056 70.025 .000
REGR factor score 1 for 075 057 02 1.317 192 02 150 02 1.000 1.000
analysis 1
REGR factor score 2 for 118 057 57 2.030 046 57 228 A57 1.000 1.000
analysis 1
REGR factor score 3 for 204 057 400 5183 .000 400 514 400 1.000 1.000
analysis 1
REGR factor score 4 for 377 057 512 6.638 .000 512 608 512 1.000 1.000
analysis 1
REGR factor score 5 for -019 057 -.026 -3 734 -.026 -.039 -.026 1.000 1.000
analysis 1
REGR factor score 6 for 226 057 .308 3.986 .000 .308 418 .308 1.000 1.000
analysis 1

a. Dependent Variable: Overall, how satisfied are you with the integration of Al in the recruitment and selection process?

> Using the coefficient matrix table we can write the regression equation as
> Overall satisfaction=3.951+0.75* Making things faster+0.115* Fair and Diverse +0.294* Smart
Choices +0.377* Feelings +-0.18* Matching Skills +0.229* Right and Ethical

Histogram

Dependent Variable: Overall, how satisfied are you with the integration of Al in
the recruitment and selection process?

Mean =1 45E-16

204 1 Std. Dev. = 0.962
N=82
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==
o
5 —
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Regression Standardized Residual
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> Using the above histogram we can see that the data points which we have collected as normally

distributed and are normal, as normality is one of the main assumptions in multiple linear regression.

Limitations and futuristic suggestions:

1. Long-Term Effect: Upcoming research may examine how Al influences workers over time to see

if it has an effect on their efficiency or happiness at work.
2. Al and Performance: It might be interesting to investigate how Al affects employee efficiency.

Does having Al select you mean you'll have better job results?

3. Inclusive Hiring: It would be advantageous to look into how Al promotes diversity and acceptance

in employment setting favor some groups over others.

4. Comparative Analysis: Businesses that are using at most with the help of Al are more effective

and also usage with technology at advanced.

5. Constant_Monitoring: When hiring and choices with Al continues to develop, it's critical to

remain aware of any new opportunities or obstacles. In this context, periodic revisions are essential.

Conclusion:

In conclusion, our investigation of Al's potential impact on hiring revealed a revolutionary development
that promises effectiveness. Although the professional insights provided a useful foundation, it is important
to acknowledge the limitations of the study, including its fixed period and specific to industries focus.
Expanding the scope will help future investigators develop a broader comprehension. Forward-looking,
interesting queries come to mind: How will Al affect workers in the long run? What part does it play in
advancing inclusivity and diversity? As technology develops, it becomes more important to regularly check
into, revealing advantages and disadvantages in hiring procedures. Essentially, our study is just the start of
something bigger, encouraging more research into the complex interplay among Al and the changing

nature of employee’s behavior.
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