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ABSTRACT	

 
The integration of Artificial Intelligence (AI) into Human Resource Management, particularly in recruitment and 
talent acquisition, has rapidly transitioned from an emerging trend to an operational necessity. This study examines 
the transformative role of AI in the recruitment processes at Info Edge India Ltd, primarily through its job portal, 
Naukri.com. With a growing and competitive job market in India, the need for efficient, accurate, and unbiased 
hiring solutions is more critical than ever. The research adopts a mixed-method approach, utilizing both quantitative 
data from structured questionnaires and qualitative insights from interviews with HR professionals and job seekers. 
Key findings reveal that AI significantly reduces time-to-hire, enhances the accuracy of candidate matching, and 
improves initial candidate engagement through tools like resume parsers and chatbots. However, challenges such as 
algorithmic bias, transparency issues, and the irreplaceable value of human judgment in final decisions persist. The 
study concludes that a hybrid recruitment model—combining AI-driven efficiency with human insight—is the most 
effective approach. The findings offer practical implications for organizations aiming to optimize their recruitment 
strategies through responsible and strategic use of AI. 
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I. INTRODUCTION	

 
Situational Analysis 

In recent years, the integration of Artificial 
Intelligence (AI) into various business functions has 
brought transformative changes to organizational 
operations, especially in Human Resource Management 
(HRM). Among the many areas of HRM, recruitment 
and talent acquisition have experienced some of the 
most significant shifts. Traditionally, recruitment 
involved manual processes such as reviewing resumes, 
conducting preliminary screenings, and scheduling 
interviews—tasks that were often time-intensive and 
prone to human error or bias. With the increasing 
demand for faster, more accurate, and fairer hiring 
practices, AI has emerged as a vital tool to enhance and 
automate several stages of the recruitment cycle. 

In the Indian job market, where thousands of 
candidates compete for opportunities daily, the need for 
efficient hiring solutions is particularly pressing. 
Organizations are leveraging AI-powered tools to 
manage high volumes of applications, identify the most 

suitable candidates, and streamline communication with 
job seekers. Technologies such as resume parsers, 
intelligent chatbots, and predictive analytics are now 
widely adopted to improve decision-making and reduce 
the burden on HR professionals. 

Info Edge India Ltd, through its widely-used platform 
Naukri.com, has positioned itself at the forefront of this 
digital transformation in recruitment. By incorporating 
AI into its services, the platform aims to facilitate faster 
and more accurate matches between job seekers and 
employers. This research investigates the impact of AI 
tools on recruitment at Info Edge, analyzing their 
effectiveness, user perceptions, and the challenges faced 
during implementation. The study aims to provide 
valuable insights into how AI is shaping modern 
recruitment practices and what this means for both 
organizations and job applicants in India. 
 

II. LITERATURE	REVIEW	
 

  Artificial Intelligence (AI) has significantly 
transformed the recruitment and talent acquisition 
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landscape, shifting it from a manual and subjective 
process to a data-driven, efficient, and technology-
enabled system. The traditional methods of hiring, 
which relied heavily on manual resume screening, 
telephonic interviews, and in-person assessments, 
have evolved with the integration of AI technologies 
such as Applicant Tracking Systems (ATS), 
predictive analytics, intelligent resume parsers, 
chatbots, and video interview assessments. This 
technological shift is not just an operational 
improvement but marks a fundamental change in 
how talent is sourced, screened, and selected. 
Researchers argue that the increasing complexity of 
job roles, higher application volumes, and the need 
for quick hiring decisions have made AI a necessity 
in recruitment processes. 
Studies have consistently highlighted the 
inefficiencies in traditional recruitment methods, 
which are often slow, subjective, and prone to 
unconscious biases. For instance, Breaugh (2008) 
noted that human-led resume screening and 
interviews are influenced by personal preferences, 
leading to poor hiring decisions and reduced 
workforce diversity. AI offers a solution to these 
challenges by enabling objective and data-backed 
decision-making. Tools such as ATS, machine 
learning-based matching algorithms, and chatbots 
help streamline candidate screening, reducing time-
to-hire and improving the quality of hires. Upadhyay 
and Khandelwal (2018) found that organizations 
using AI tools in early recruitment stages achieved 
up to 60% reduction in hiring time, which allowed 
HR professionals to dedicate more time to cultural fit 
assessments and strategic functions. Similarly, Kaur 
(2019) emphasized that AI enhances recruitment 
outcomes by objectively evaluating candidate data 
against predefined criteria, thus increasing selection 
accuracy. 
One of the most discussed benefits of AI in 
recruitment is its ability to reduce unconscious bias. 
Human judgments are often clouded by cognitive 
biases such as confirmation bias, similarity bias, and 
the halo effect. AI systems, when trained on unbiased 
and diverse datasets, can overlook irrelevant factors 
like name, gender, or ethnicity, focusing solely on 
qualifications and skills. Binns (2018) supported this 
view, suggesting that AI can foster equitable hiring 
and improve diversity. However, this benefit is 
contingent upon the quality of the training data. 

Historical biases embedded in past recruitment data 
can be inadvertently replicated, as seen in the case of 
Amazon’s AI recruiting tool, which discriminated 
against resumes containing the word "women" due to 
biased historical data. This highlights the need for 
organizations to be vigilant in the design and 
deployment of AI tools in hiring. 

 
III. RESEARCH	METHODOLOGY	

 
This study investigates the growing influence of 
Artificial Intelligence (AI) in recruitment and talent 
acquisition processes. To achieve credible, insightful, 
and academically sound results, a combination of 
descriptive and exploratory research designs was 
adopted, alongside a well-structured sampling plan and 
multi-method data collection strategy. The methodology 
was planned meticulously to address the research 
objectives and offer a reliable reflection of both 
organizational practices and individual experiences. 
1. Research Design 
The study employed both exploratory and descriptive 
research designs: 
• Exploratory Research Design: 
Used in the initial phase to identify research gaps, refine 
objectives, and understand the scope of the problem. 
Informal interviews and a literature review helped 
identify key AI tools used in recruitment such as resume 
screeners, chatbots, and automated interview scheduling 
systems. This phase enabled hypothesis formulation and 
informed the development of the structured 
questionnaire. 
 
• Descriptive Research Design: 
Applied in the main phase to collect quantitative and 
qualitative data that describes how AI is currently being 
used in recruitment across Indian companies. This 
included investigating HR professionals' and job 
seekers’ experiences with AI tools, the frequency of 
usage, perceived benefits, and challenges. The design 
facilitated analysis of variables like industry sector, 
organization size, familiarity with AI, and satisfaction 
levels. 
 
Sampling Design 
A non-probability purposive sampling technique was 
utilized to ensure the relevance of the sample to the 
research objectives. 
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• Target Population: The research focused on two 
key groups 

o HR Professionals: Currently engaged in 
hiring and recruitment activities in 
sectors like IT, education, banking, and 
consulting. 

o Job Seekers: Actively looking for 
employment within the last year and 
with experience in AI-powered 
recruitment systems. 

• Sample Size & Composition: A total of 41 valid 
responses were collected: 

o 10 HR professionals (25%) 
o 31 job seekers (75%) 

• This ratio reflected the broader employment 
landscape and ensured perspectives from both 
implementers and end-users of AI in recruitment. 

• Sampling Method Execution: Survey links were 
distributed via LinkedIn, WhatsApp, email, and 
university networks. A screening question was 
used to filter eligible respondents. 

• Inclusion Criteria: 
o HR Professionals: Minimum 1 year of 

experience, involved in recruitment, and 
exposure to AI/digital tools. 

o Job Seekers: Aged 21–35, applied for 
jobs online, and encountered AI-driven 
tools in recruitment. 

 
IV. DATA	COLLECTION	

 
To gather robust and relevant data, a combination of 
quantitative surveys and qualitative interviews was 
adopted: 
 
Online Questionnaire 
 A structured questionnaire was developed using 
Google Forms, comprising: 

• Demographic details 
• Questions on AI tool usage 
• Likert scale items for perception measurement 
• Open-ended questions for additional comments 

 
 
 
 
 
 
 

V. FINDINGS	&	DISCUSSIONS 
 
 
 
 
What is the main advantage of using AI in recruitment 
according to you? 

Response option % Number of 

responses 

Time saving in 

screening resume 

48.8% 20 

Reduced human bias 29.3% 12 

Better candidate 

matching 

4.9% 2 

Cost efficiency 12.2% 5 

No major advantage 4.9% 2 

 
 
 
How do you feel about being interviewed or shortlisted 
by AI rather than a human? 

Response option % Number of 

responses 

Comfortable and open 

to it 

31.7% 13 

Slightly 

uncomfortable but 

acceptable 

26.8% 11 

Not comfortable at all 14.6% 6 

Depends on the job 

level 

17.1% 7 

Never experienced it 9.8% 4 
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Do you think AI can eliminate personal biases in hiring? 

Response option % Response 

number 

Yes, completely 40% 16 

Yes, but only to 

some extent 

35% 14 

No, it may carry 

different biases 

7.5% 3 

Not sure 17.5% 7 

 
 
Have you faced any technical issues or errors during an 
AI-based recruitment process? 

Response option % Response 

number 

Yes, many time 31.7% 

 

13 

occasionally 39% 16 

Rarely 

 

12.2% 5 

Never 

 

2.4% 1 

Not applicable 14.6% 6 

 
Key takeaways from findings 

• AI Transforms Recruitment Efficiency: AI has 
significantly enhanced the efficiency of 
recruitment processes, automating repetitive 
tasks like resume screening, candidate sourcing, 
and interview scheduling, thereby saving time 
and cost for recruiters. 

• Naukri.com as a Benchmark: Info Edge India 
Ltd. (Naukri.com) has effectively utilized AI 
tools such as resume parsers, chatbots, and 

predictive analytics, setting a standard in the 
Indian recruitment ecosystem for AI integration. 

• Hybrid Model is Ideal: A balanced approach—
combining AI's speed and data processing with 
human intuition and judgment—is widely 
preferred. AI can assist in shortlisting, but final 
decisions still require human insight. 

• Reduction in Human Biases: AI can support 
unbiased hiring by relying on objective criteria. 
However, continuous monitoring is necessary to 
avoid algorithmic bias. 

• Challenges Remain: Data privacy, transparency 
in AI algorithms, and the fear of job 
displacement among HR professionals are 
critical concerns that must be addressed for 
sustainable AI adoption. 

• Enhanced Candidate Experience: Personalized 
recommendations, instant chatbot responses, and 
data-driven job matches improve the overall 
experience for job seekers on AI-driven 
platforms. 

• Need for Skill Development: Both HR 
professionals and job seekers need training to 
effectively adapt to and utilize AI tools—
whether it’s interpreting AI outputs or creating 
AI-friendly resumes. 

• AI is a Support, Not a Replacement: The 
research affirms that AI should be viewed as a 
supportive tool that complements, rather than 
replaces, human capabilities in recruitment and 
talent acquisition. 

• Future Lies in Responsible AI Usage: 
Organizations must adopt AI responsibly—
ensuring fairness, inclusivity, and ethical 
practices—while continuously evolving 
strategies to match technological advancement 
with human-centered values. 

 
 

VI. CONCLUSION	
 
The present study has critically examined the growing 
influence of Artificial Intelligence (AI) on recruitment 
and talent acquisition processes, with a specific focus on 
Info Edge India Ltd.  
(Naukri.com). In today’s competitive and technology-
driven world, recruitment has evolved from traditional 
manual processes to highly digitized and automated 
systems. AI has played a central role in this 
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transformation, offering tools and techniques that 
enhance the speed, accuracy, and quality of hiring 
decisions.  
Based on the research findings, it is evident that AI has 
significantly streamlined various stages of recruitment—
from resume screening and candidate sourcing to 
interview scheduling and employee onboarding. 
Platforms like Naukri.com have effectively implemented 
AI tools such as resume parsers, chatbots, job 
recommendation engines, and predictive analytics to 
improve operational efficiency and candidate experience.  
One of the key insights drawn from the study is that AI 
helps reduce human biases, enables data-driven hiring 
decisions, and ensures faster turnaround times. It has 
allowed companies to tap into wider talent pools while 
maintaining cost-effectiveness. However, the research 
also highlights important limitations and concerns 
related to data privacy, algorithmic transparency, and the 
potential displacement of HR professionals due to 
automation.  
Through the questionnaire and data analysis, it was 
found that while a majority of HR professionals and 
recruiters appreciate the benefits of AI, they also 
emphasize the irreplaceable value of human judgment, 
especially in assessing emotional intelligence, team 
compatibility, and cultural fit. Therefore, a hybrid 
model—combining AI tools for efficiency with human 
oversight for strategic decisions—emerged as the most 
balanced and effective approach.  
Moreover, the case of Info Edge India Ltd. has 
demonstrated how large recruitment platforms in India 
are adapting AI in meaningful ways. Naukri.com 
continuous investment in AI-based innovations not only 
enhances user engagement but also sets a benchmark for 
the industry.  
 AI is not a replacement for human intelligence in HR; 
rather, it is a supportive technology that enables better 
decision-making, reduces workload, and improves 
candidate experiences. For organizations to fully benefit 
from AI in recruitment, there must be a clear strategy for 
ethical implementation, skill development, and 
continuous evaluation. The future of recruitment lies in a 
thoughtful blend of technological advancement and 
human-centric practices. 
 
 
 
 
 

VII. REFRENCES	
 

Aggarwal, S., & Kapoor, R. (2022). Artificial 

intelligence in talent acquisition: A study on recruitment 

practices in the Indian IT sector. International Journal of 

Human Resource Studies, 12(1), 110–125. 

Available at: 

https://macrothink.org/journal/index.php/ijhrs/article/view/186

51 

Mishra, R., & Bhatt, A. (2020). AI and recruitment: 

Transforming HR practices in the digital era. International 

Journal of Human Capital and Information Technology 

Professionals, 11(3), 45–60. 

Available at: https://www.igi-global.com/article/ai-and-

recruitment/245595 

Reddy, K., & Thomas, J. (2022). Artificial intelligence in 

hiring: An Indian perspective. South Asian Journal of Human 

Resource Management, 9(2), 103–119. 

Available at: https://journals.sagepub.com/home/hrm 

Gupta, P., & Sharma, V. (2020). AI-based tools in 

modern recruitment systems: Opportunities and limitations. 

International Journal of Management and Applied Science, 

6(8), 33–39. 

Available at: http://iraj.in/journal/journal_pdf/14-724-

159946568933-39.pdf 

Info Edge (India) Ltd. (2023). Annual Report 2022–23. 

Available at: https://www.infoedge.in/pdfs/Info-Edge-AR-

2022-23.pdf 

Naukri.com (2024). About Naukri and AI-powered 

recruitment tools. 

Available at: https://www.naukri.com/recruiters 

Deloitte. (2018). AI and talent acquisition: How AI is 

changing the hiring process. 

Available at: 

https://www2.deloitte.com/us/en/insights/focus/cognitive-

technologies/artificial-intelligence-recruiting.html 



The Global Journal of Interdisciplinary Research in Management  184 

PwC India. (2020). AI in HR: Reshaping talent 

acquisition in Indian firms. 

Available at: 

https://www.pwc.in/assets/pdfs/publications/2020/ai-and-hr-

report.pdf 

World Economic Forum. (2023). The Future of Jobs 

Report 2023. 

Available at: https://www.weforum.org/reports/the-future-of-

jobs-report-2023/ 

NITI Aayog. (2021). Responsible AI for All: Strategy for 

India. 

Available at: https://niti.gov.in/sites/default/files/2021-

06/NationalStrategy-for-AI-Discussion-Paper.pdf 

Bhargava, R. (2023). AI in HR: A practitioner’s view. 

Webinar hosted by HR India Forum. (Transcript available 

through HR India Forum) 

Kumari, S., & Rani, N. (2023). An analysis of AI 

applications in the Indian job market: A case study of 

Naukri.com. Presented at the International Conference on 

Future of Work, Mumbai, India. 

Available at: https://icfw.in/2023-papers 

 

 
 

 


