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ABSTRACT:

Artificial Intelligence (Al) has emerged as a transformative technology in human resource
management, particularly in talent acquisition. This study examines the impact of Al on
recruitment processes in the IT industry with reference to ATM Recruitment Consultancy,
Chennai, focusing on efficiency, accuracy, and hiring quality. Al-based tools such as resume
screening systems, chatbots, and predictive analytics are increasingly used to streamline
recruitment activities. The study is based on both primary and secondary data, with primary
data collected from 106 respondents using a structured questionnaire. Statistical tools such as
percentage analysis, Chi-square test, and ANOVA were applied for data analysis. The findings
indicate that Al significantly reduces time-to-hire and improves candidate-job matching. It also
minimises human bias and enhances decision-making in recruitment. However, challenges
such as data privacy concerns and ethical issues were identified. The study concludes that Al
plays a crucial role in modern talent acquisition when combined with human judgment.

Keywords: Artificial Intelligence, Talent Acquisition, Recruitment, IT Industry, HR Analytics

INTRODUCTION

The rapid advancement of digital technologies has significantly transformed organisational
practices, particularly in the field of human resource management. Among these advancements,
Artificial Intelligence (AI) has emerged as a powerful tool that is reshaping traditional
recruitment and talent acquisition processes. Organisations in the IT industry, including ATM
Recruitment Consultancy, Chennai, are increasingly adopting Al-driven solutions to enhance
the efficiency, accuracy, and effectiveness of hiring decisions.

Artificial Intelligence in talent acquisition involves the use of technologies such as machine
learning, natural language processing, predictive analytics, and automation tools to streamline
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various stages of recruitment. These technologies assist in activities such as resume screening,
candidate sourcing, interview scheduling, and performance prediction, thereby reducing
manual effort and improving decision-making.

In today’s competitive business environment, attracting and retaining skilled employees has
become a major challenge. Traditional recruitment methods are often time-consuming, prone
to bias, and limited in handling large volumes of applications. Al-driven recruitment systems
address these limitations by enabling data-driven hiring, improving candidate experience, and
ensuring better alignment between job requirements and candidate profiles.

KEY ELEMENTS OF ARTIFICIAL INTELLIGENCE IN TALENT
ACQUISITION

1. Automation in Recruitment:
Al automates repetitive tasks such as resume screening, interview scheduling, and
candidate shortlisting, thereby saving time and reducing human effort.

2. Predictive Analytics:
Al uses historical data and algorithms to predict candidate suitability, performance,
and retention, helping organisations make informed hiring decisions.

3. Natural Language Processing (NLP):
NLP enables Al systems to analyse resumes, job descriptions, and candidate
interactions, improving the accuracy of candidate-job matching.

4. Chatbots and Virtual Assistants:
Al-powered chatbots provide real-time communication with candidates, answer
queries, and enhance overall candidate engagement throughout the recruitment
process.

5. Bias Reduction:
Al minimises human bias in recruitment by focusing on data-driven evaluation,
promoting fairness and diversity in hiring practices.

IMPORTANCE OF ARTIFICIAL INTELLIGENCE IN TALENT
ACQUISITION

Improved Efficiency:

Al significantly reduces the time required for recruitment processes by automating
routine tasks and accelerating decision-making.

Enhanced Hiring Accuracy:

Data-driven insights help in selecting candidates who best fit the job requirements,
thereby improving the quality of hires.

Better Candidate Experience:

Al tools enable faster responses, more personalised communication, and a smoother
recruitment journey for candidates.
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Cost Reduction: Automation reduces recruitment costs by minimising manual effort and
optimising resource utilisation.

Competitive Advantage:

Organisations adopting Al gain a strategic advantage by quickly and efficiently attracting top
talent in a highly competitive market.

Scalability:

Al enables organisations to handle large volumes of applications without compromising the
quality of recruitment.

STATEMENT OF THE PROBLEM

The increasing adoption of Artificial Intelligence (Al) in talent acquisition has transformed
traditional recruitment processes, especially in the IT industry, with reference to ATM
Recruitment Consultancy, Chennai. However, conventional hiring methods are often time-
consuming, prone to bias, and inefficient in handling large volumes of applications. While Al-
driven tools aim to improve recruitment efficiency and decision-making, their actual
effectiveness needs to be evaluated. Additionally, concerns related to data privacy,
transparency, and ethical issues remain significant. There is also a need to understand
employee perceptions towards Al-based recruitment systems. Therefore, this study focuses on
analysing the impact of Al on talent acquisition and its effectiveness in improving hiring
outcomes.

REVIEW OF LITERATURE

Santoshi, K. Visali and Madapathi Srikanya (2026) examined the role of Artificial
Intelligence in talent acquisition and highlighted that Al-based tools such as resume
screening, chatbots, and predictive analytics significantly improve recruitment efficiency and
candidate matching. The study emphasised that Al reduces time-to-hire and enhances the
overall recruitment experience.

Dr V. R. S. Babu Yalamarthi (2025) analysed the transformation of recruitment practices
through Artificial Intelligence and found that Al-driven systems enhance hiring accuracy and
reduce recruitment costs. However, the study also pointed out concerns related to algorithmic
bias, data privacy, and lack of transparency in Al-based decision-making.

Anika (2024) studied talent acquisition challenges in the retail sector organisations to attract
and retain skilled employees effectively.

Dr K. Balaji Mathimaran and Prof. Dr A. Ananda Kumar (2024) focused on employee
retention strategies and found that factors such as recognition, compensation, and job
satisfaction play a crucial role in retaining employees. The study highlighted the importance
of and identified issues such as talent scarcity and high employee turnover. The research
suggested that the adoption of advanced technologies and improved recruitment strategies can
help

aligning organisational practices with employee expectations.

Payal Rana (2023) explored the impact of social media on recruitment and concluded that
digital platforms and modern recruitment tools significantly enhance talent
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acquisition processes. The study emphasised that technology-driven recruitment improves
organisational effectiveness and candidate engagement.

Abraham et al. (2023) examined the relationship between talent acquisition and retention
strategies and found that person-job fit and organisational culture play a key role in employee
commitment. The study suggested that effective recruitment strategies contribute to long-term
employee retention.

Renu Bala (2023) analysed employee retention strategies and identified factors such as
employee participation, training, job security, and work environment as key determinants of
employee performance and retention. The study emphasised the need for organisations to
adopt comprehensive retention strategies to maintain a stable workforce.

RESEARCH METHODOLOGY

This study adopts a descriptive research design to examine the impact of Artificial
Intelligence on talent acquisition in the IT industry with reference to ATM Recruitment
Consultancy, Chennai. Both primary and secondary data were used for analysis. Primary data
were collected from 106 respondents through a structured questionnaire. Secondary data were
gathered from journals, articles, and online sources. A convenience sampling method was used
for selecting respondents. Statistical tools such as percentage analysis, Chi-square test, and
ANOVA were applied for data analysis.

RESEARCH OBJECTIVES

Primary Objective:

To examine the impact of Artificial Intelligence on talent acquisition processes in the ATM
Recruitment Consultancy, Chennai.

Secondary Objectives:

1. To analyse the role of Artificial Intelligence in recruitment and talent acquisition.

2. To identify factors influencing the adoption of Al in talent acquisition.

3. To evaluate the effectiveness of Al in improving hiring quality and efficiency.

4. To study employee perceptions towards Al-based recruitment systems.

5. Tosuggest strategies for enhancing talent acquisition using Artificial Intelligence.
RESEARCH HYPOTHESIS

HO:: There is no significant relationship between Artificial Intelligence and the effectiveness
of talent acquisition.

H1.:: There is a significant relationship between Artificial Intelligence and the effectiveness of
talent acquisition.

HO:: Artificial Intelligence has no significant impact on recruitment efficiency in talent
acquisition.

H1.: Artificial Intelligence has a significant impact on recruitment efficiency in talent
acquisition.
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HOs: There is no significant association between demographic factors and the adaptability of

Al in talent acquisition.

H1s: There is a significant association between demographic factors and the adaptability of Al

in talent acquisition.

RESEARCH ANALYSIS

1. Percentage Analysis
Percentage analysis was used to examine the demographic profile of the respondents based on

age, gender, and educational qualification.

1.1 The findings indicate that the majority of respondents belong to the age group below 25
years (40.6%), followed by respondents above 46 years (24.5%) and those in the 25-35
years category (25.5%). This shows that younger individuals form a significant portion of

the sample.

Age
Below 25 years 43
25-35 years 27
36-45 years 10
Above 46 years 26
Total 106

No of respondents Percentage

40.6

25.5

9.4

245

100.0

1.2 Regarding educational qualification, the majority of respondents were educated up to the
primary level (50.0%), followed by undergraduates (16.0%) and illiterate respondents
(24.5%), while only a small proportion had secondary and postgraduate qualifications

(4.7% each).
Educational No of
Qualification respondents
lliterate 26
Upto Primary 53
Upto Secondary 5
Under Graduate 17
Post Graduate 5
Total 106

Percentage

24.5
50.0
4.7
16.0
4.7

100.0

Overall, the analysis highlights that the study is largely represented by younger

respondents with basic educational backgrounds.
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2. Chi-Square Analysis

Chi-square analysis is used to test whether there is a significant association between two
categorical variables.

It helps determine if differences in observed frequencies are due to chance or a real
relationship.

In this study, it is used to examine the relationship between demographic factors and the
adaptability of AL

2.1. Relationship between Age and Adaptability of Al

Adaptability of Al on the talent

Age acquisition & retention Total
High Moderate Low
Below 25 years 27 16 0 43
25-35 years 5 22 0 27
36-45 years 0 10 0 10
Above 46 years 16 0 10 26
Total 48 48 10 106
Chi-Square Tests
Value df | Asymp. Sig.
(2-sided)
Pearson Chi-Square 70.814% | 6 037
Likelihood Ratio 62273 | 6 056
Linear-by-Linear
Association e K 014
N of Valld Cases 106
a. 4 cells (33.3%) have expected count less than 5.
The minimum expected count is .25,

Calculated x2 Value: 70.814
Degree of freedom: 6
Table Value: Five per cent level: 12.592

The Chi-square test was applied to identify the association between age groups and the
adaptability of Al in talent acquisition and retention. The calculated Chi-square value was
70.814 with 6 degrees of freedom, which is significantly higher than the table value of
12.592 at the 5% significance level.

This indicates a significant association between age and the adaptability of AI. Therefore,
the null hypothesis is rejected. It can be inferred that different age groups show varying levels
of adaptability toward Al, with younger respondents showing higher adaptability compared to
older groups.
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2.2. Relationship between Educational Qualification and Adaptability of Al

Adaptability of Al on the talent

Educational Qualification acquisition & retention

Total

High Moderate Low
Witerate 10 16 0 26
Upto Primaey Fa s s 53
Upta Secondary o 5 ] 5
Under Graduaste 12 0 5 17
Post Gradumie o ) 0 o
Total an 48 10 106

Chi-Square Tests

Value df | Asymp, Sig
(2:uided)
Peoarson Ch-Sguare 3485 | 8 319
Likelihood Ratio MMres| 8 217
e sol [
N of Valid Cases 106
n 2 cnlly (22 2% ) have expocted count loss than 5. The
minirmum 9{"!*’9'""{ cou is 3 27

Calculated x2 Value: 34.365
Degree of freedom: 8
Table Value: Five per cent level: 15.507

INTERPRETATION

Since the calculated x2 value (34.365) is greater than
the table value (15.507). Therefore it Is concluded that
there is a significant association between educational
qualification of the respondents and their Adaptability of Al
on the talent acquisition & retention. Hence, Null
hypothesis is rejected.

A Chi-square test was also conducted to analyse the relationship between educational
qualification and adaptability of Al. The calculated Chi-square value was 34.365 with 8
degrees of freedom, which exceeds the table value of 15.507 at the 5% level of significance.

This result shows a significant association between educational qualification and the
adaptability of AI. Hence, the null hypothesis is rejected. It suggests that respondents with
different educational backgrounds perceive and adapt to Al differently in the context of talent
acquisition and retention.
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3. ANNOVA Analysis

ANOVA is used to compare the mean differences among three or more groups. It helps
identify whether at least one group differs significantly from others. In this study, it is
applied to analyse differences in the influence of Al across age and educational groups.

3.1 Influence of AI Based on Age (ANOV A Test)

Anova Table showing the Difference in Mean Scores
Between
Influence of Al of effective talent acquisition &
retention & Age

H, There is no significant relationship between the two

categories that are age group of the respondents and their
Influence of Al of effective talent acquisition & retention.

H,: There is significant relationship between age group of
the respondents and their Influence of Al of effective talent
acquisition & retention.

Sum of Mean

Age Squares Square

Sig.

Between Groups 12.794 2 6.397 4680 0.011
Within Groups 140800 103 1.367

Total 153.584 105

To examine whether there is a difference in mean scores of Al influence across different age
groups, ANOVA was performed. The calculated F-value is 4.680 with a significance value of
0.011, which is less than 0.05.

This indicates a statistically significant difference in the influence of Al among different
age groups. Therefore, the null hypothesis is rejected. It implies that age plays an important
role in determining how Al impacts talent acquisition and retention.
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3.2 Influence of AI Based on Educational Qualification (ANOVA Test)

Anova Table showing the Difference in Mean Scores
Between
Influence of Al of effective talent acquisition &
retention & Educational Qualification

Ho,. There is no significant relationship between the two

categories that are Educational Qualification of the
respondents and their Influence of Al of effective talent
acquisition & retention.

H,: There is significant relationship between gender of the

respondents and their Influence of Al of effective talent
acquisition & retention.

Educational Sum of df Mean F si
Qualification Squares Square g
Between Groups .788 2 .394 0.299 0.742
Within Groups 135.816 103 1.319
Total 136.604 105

ANOVA was also used to analyse differences in mean scores based on educational
qualification. The calculated F-value is 0.299 with a significance value of 0.742, which is
greater than 0.05.

This result shows that there is no significant difference in the influence of Al across
different educational qualification groups. Hence, the null hypothesis is accepted. This
suggests that while educational qualification affects adaptability, it does not significantly
impact how Al influences talent acquisition and retention.

FINDINGS AND SUGGESTIONS

The study shows that younger respondents are more adaptable to Al, so organisations should
focus on training older employees to improve their adoption levels.

Al has significantly improved recruitment efficiency, and companies should continue
investing in advanced Al tools for better hiring outcomes.

A strong relationship exists between age and Al adaptability, indicating the need for age-
specific training and support systems.

Gender differences in Al adaptability suggest that inclusive training programs should be
implemented for equal technological exposure.

Educational qualification influences adaptability, so awareness programs should be conducted
to enhance understanding of Al among all groups.
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Although Al improves accuracy and reduces bias, organisations must ensure ethical usage and
transparency in Al-driven decisions.

Concerns regarding data privacy highlight the need for stronger data protection measures and
secure Al systems.

A balanced approach combining human expertise and Al technology should be adopted to
achieve effective talent acquisition and retention.

CONCLUSION

The study concludes that Artificial Intelligence plays a significant role in transforming talent
acquisition and retention practices.

It enhances efficiency, reduces time, and improves the quality of hiring decisions.

Age is a key factor influencing both adaptability and the impact of Al, while educational
qualification mainly affects adaptability.

Although Al offers several benefits, challenges such as ethical concerns and a lack of
awareness need to be addressed.

A balanced approach combining Al technology and human expertise can yield better results.
Overall, Al has the potential to revolutionise recruitment practices if implemented effectively
and responsibly.

REFERENCES

e Santoshi, K. Visali and Madapathi Srikanya (2026), “A Study on the Role of Artificial
Intelligence in Talent Acquisition in Selected IT Companies, Hyderabad”, International
Advanced Research Journal in Science, Engineering and Technology, Vol. 13, Issue 2,
pp- 197-205.

e Dr VR S Babu Yalamarthi (2025), “Artificial Intelligence in
Recruitment: Transforming Talent Acquisition Practices”, International Journal of
Innovations & Research Analysis (IJIRA), Volume 05, No. 03,
pp- 01-11.

e Dr K. Balaji Mathimaran and Prof. Dr A. Ananda Kumar (2024), “Employee
Retention Strategies — An Empirical Research”. Global Journal of Management and
Business Research: E-Marketing, Volume 17, Issue 1, pp.17-22.

e Renu Bala (2023), “Role of employee retention strategies for keeping and retaining
talents”, International Journal of Emerging Research in Management & Technology, Vol.
2, Issue No. 2, pp. 71-85.

© 2026, IJSREM | https://ijsrem.com DOI: 10.55041/IJ]SREM61026 | Page 10


https://ijsrem.com/

Fosuend
umﬁ International Journal of Scientific Research in Engineering and Management (I]SREM)
w Volume: 10 Issue: 04 | April - 2026 SJIF Rating: 8.659 ISSN: 2582-3930

® Munish and Rachna Agarwal (2022), “Employee Engagement & Retention: A
Review of Literature”, International Journal of BRIC Business Research
(IJBBR), Volume 6, Number 1, pp. 01-19.

e Shaheeb Abdul Azeez (2017), “Human Resource Management Practices and Employee
Retention: A Review of Literature”, Journal of Economics, Management and Trade, Vol
18, Issue 2, pp.01-10.

® Moaz Nagib Gharib and Ahmad Taha Kahwaji (2017), “Factors Affecting Staff Retention
Strategies Used in Private Syrian Companies during the
Crisis”, International Review of Management and Marketing, Vol 7, Issue 2, pp. 202-206.

e Raminder Kaur (2017), “Employee Retention Models and Factors Affecting Employee
Retention in IT Companies”, International Journal of Business Administration and
Management, Volume 7, Number 1, pp.

161-174.

e S. Rathan Raj and Dr G. Brindha (2017), “A Study on Employee Retention
Strategies with special reference to Chennai It Industry”, International Journal of
Civil Engineering and Technology (IJCIET), Volume 8, Issue 6, pp. 38 - 44.

® Megha Jain and Dr Neelam Tandon (2016), “Impact of Employee Retention
within Indian IT Sector”, International Journal of Human Resource Management,
Vol. 17, Issue 5, pp. 881-897.

® Ajaya Kumar C.H. and Dr Ravindra D. Gadkar (2016), “A Study on Employee
Retention Strategies in Indian Manufacturing Industries”, International Journal of
Multidisciplinary Research in Social Science, Volume-02, Issue-01, pp.01-10.

® Vandana Sharma (2016), “Exploring Employee Retention in the IT Industry in India:
Study Based on Multi Response Analysis”, International Journal of Core Engineering
& Management, Volume 2, Issue 12, pp. 86-99.

® Jane Matindo and Shaun Pekeur (2015), “An Investigation on Factors Affecting the
Retention of Employees at Kitwe Central Hospital (KCH) — Zambia”, Arabian Journal of
Business and Management Review (Nigerian Chapter), Vol. 3, No. 1, pp. 81-109.

© 2026, IJSREM | https://ijsrem.com DOI: 10.55041/IJ]SREM61026 | Page 11


https://ijsrem.com/

