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ABSTRACT

This study aims to explore and analyse the current recruitment strategies used by organizations and identify ways to optimize them for better talent acquisition
outcomes. In today’s dynamic job market, companies face challenges such as high attrition, skill mismatch, long hiring cycles, and increasing recruitment costs.

The purpose of this project is to understand the existing recruitment practices, the tools used, and the common pain points faced by HR professionals.

Primary data for the study was collected through a structured questionnaire distributed among HR professionals, recruiters, and talent acquisition specialists across
various industries.

The responses were analysed to assess the effectiveness of current methods, the use of technology in recruitment, candidate engagement practices, and areas needing
improvement.

Findings suggest that while digital tools like ATS and social media recruiting are widely adopted, gaps still exist in employer branding, candidate experience, and
timely hiring.

Based on the insights, the study recommends strategic improvements such as streamlined screening processes, improved job descriptions, enhanced candidate
communication, and periodic review of recruitment performance metrics.

This project concludes that by optimizing recruitment strategies, organizations can reduce hiring time, attract better candidates, and improve overall organizational
efficiency.

The study provides valuable insights for HR professionals seeking to enhance their recruitment practices in a competitive talent market.

1.INTRODUCTION

In today’s dynamic business environment, recruitment has become increasingly complex. Organizations are facing multiple challenges such as attracting
qualified candidates, managing high attrition rates, dealing with increased competition for skilled talent, and adapting to digital disruptions. With the
emergence of remote work, gig employment, and flexible job roles, traditional recruitment methods are being re-evaluated to suit new workforce
expectations.

This study, titled “A Study on Optimizing Recruitment Strategy with Jobvite at Raj Softech Solutions India Pvt Ltd”, aims to explore the current
trends, tools, and challenges in recruitment and provide recommendations for optimization. The objective is to understand how recruitment strategies can
be improved to enhance efficiency, reduce hiring time, and attract better talent. Primary data has been collected through a structured survey distributed
among HR professionals, recruiters, and talent acquisition specialists.

By analysing the responses, the study attempts to bridge the gap between existing recruitment practices and industry best practices. The final
recommendations will help organizations adopt a more proactive, data-driven, and candidate-centric approach to recruitment.

1.1 INDUSTRY PROFILE

RAJ SOFTECH SOLUTIONS INDIA PRIVATE LIMITED is the Information Technology (IT) and Information Technology Enabled Services (ITES)
industry is one of the most dynamic and rapidly growing sectors in India. It has significantly contributed to India's economic growth, job creation,
innovation, and global competitiveness. The sector includes software development, business process outsourcing (BPO), knowledge process outsourcing
(KPO), cloud services, and emerging technologies such as artificial intelligence (Al), machine learning (ML), blockchain, and data analytics.
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Growth and Trends
The industry has seen a consistent growth trajectory driven by several key trends:

e  Digital Transformation: Companies across the world are investing in digital technologies to improve business processes, customer
experience, and decision-making.

e  Cloud Adoption: More businesses are migrating to cloud infrastructure, leading to a surge in demand for cloud professionals and cloud-based
solutions.

e  Remote Work and Hybrid Models: Post-COVID, remote work has become mainstream, impacting recruitment strategies and organizational
operations.

e Al and Automation: Automation of repetitive tasks and Al-based decision support systems are transforming IT operations.

®  Cybersecurity Demand: With increasing data breaches and security risks, the demand for cybersecurity solutions and professionals has
skyrocketed.

These trends have a direct impact on the way companies hire and manage talent, especially in roles that require advanced technical expertise and
adaptability.

Human Resource Dynamics in the IT Sector
The HR function in IT companies plays a strategic role, far beyond traditional personnel management. Key HR focus areas include:
e  Talent Acquisition and Management
®  Training and Development
(] Performance Management
e  Workforce Planning
e  Employee Engagement and Retention

Given the fast-paced changes in technology, continuous upskilling and reskilling are essential. HR professionals must also be adept at managing a
distributed workforce and ensuring a positive employee experience.

Recruitment Trends in the IT Industry
Recruitment in IT has evolved significantly over the past decade. Current trends include:
e  Use of ATS (Applicant Tracking Systems): Automates resume screening and interview scheduling.
e  Campus Hiring and Hackathons: Used to attract fresh talent with potential.
e  Employee Referral Programs: Help reduce time-to-hire and cost-per-hire.
e  Social Media Recruitment: Platforms like LinkedIn and GitHub are increasingly used to find skilled candidates.
e  Virtual Hiring: Video interviews, online assessments, and virtual onboarding have become standard.
These trends are redefining how recruitment strategies are built and executed, and companies must continuously adapt to stay competitive in the talent
market.

1.2. COMPANY PROFILE

RAJ SOFTECH SOLUTIONS INDIA PRIVATE LIMITED
Overview of Raj Softech Solutions

Raj Softech Solutions is a growing IT services company based in India, known for delivering end-to-end technology solutions for businesses across
industries. Established with a vision to bridge the gap between digital possibilities and business needs, the company focuses on delivering custom software
development, cloud-based solutions, enterprise resource planning (ERP), and digital transformation consulting.

Vision and Mission

Vision:
To become a trusted technology partner globally, known for innovation, reliability, and customer-centric solutions.

Mission:
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e  To deliver high-quality software solutions tailored to client requirements
e  To continuously invest in people, technology, and innovation
e  To provide a work environment that promotes creativity and growth
Services Offered
Raj Softech Solutions offers a wide range of IT services, including:
e  Custom Software Development
e  \Web and Mobile Application Development
e  Cloud Migration and Management
e  ERP Implementation
e  UI/UX Design
e |T Consulting and Business Process Automation
Human Resource Management at Raj Softech
The HR team at Raj Softech Solutions plays a strategic role in talent acquisition, retention, and organizational development. Their key focus areas include:
e  Campus and lateral hiring
e  Training and development programs
e  Employee engagement initiatives
e  Performance evaluation and feedback
e Recruitment process optimization through digital tools

With growing business needs, the company is actively focusing on optimizing its recruitment strategy to ensure timely hiring of quality candidates while
maintaining cost-efficiency.

Organizational Structure (Sample)
e CEO/ Managing Director
®  Vice President — Operations
e  HR Manager / Talent Acquisition Head
®  Project Managers
e  Software Engineers / Developers
e  Support and Admin Staff
SWOT Analysis of Raj Softech Solutions
A SWOT analysis helps in understanding the internal strengths and weaknesses of the company as well as external opportunities and threats.
Strengths
®  Experienced Leadership Team: Strong management with a clear vision and proven expertise in IT services.
e  Client-Centric Approach: Customized solutions and excellent customer support lead to high client satisfaction.
e  Skilled Workforce: A team of trained developers and engineers with expertise in emerging technologies.
e  Flexible Work Culture: Encourages innovation, collaboration, and remote work models.
Weaknesses
e  Limited Market Reach: As a mid-sized company, brand recognition is still growing.
®  Dependency on Key Clients: A major portion of revenue comes from a few clients.
e  Manual Processes in HR: Some HR and recruitment operations are still semi-automated.

®  Resource Constraints: Limited budget for high-end recruitment marketing or employer branding.
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Opportunities

Threats

Expansion into New Markets: Potential to enter untapped domestic and global markets.
Adoption of Al in Recruitment: Automating screening and engagement can enhance hiring quality.
Partnerships with EdTech and Job Portals: For sourcing skilled and job-ready talent.

Remote Hiring: Expanding workforce without geographical constraints.

High Attrition in IT Industry: Competing offers from MNCs may attract top talent away.
Changing Technology Trends: Need for constant upskilling to remain competitive.
Economic Fluctuations: Client budgets may shrink due to global economic downturns.

Cybersecurity and Data Regulations: Non-compliance could lead to legal challenges.

1.4. SCOPE OF STUDY

Introduction

This chapter defines the scope of the study, highlighting what the research covers, the significance of the topic, and the boundaries within which the
research is conducted. Understanding the scope is essential for establishing the context, relevance, and direction of the study.

Scope in Terms of Organizational Relevance

At the organizational level, the study is confined to Raj Softec Solutions, where the recruitment team plays a vital role in supporting project delivery and
business scalability. As a mid-sized IT firm, Raj Softec faces challenges in:

Competing for talent with larger brands
Attracting niche-skilled professionals
Retaining hires in a competitive market

Ensuring cost-effective hiring

Scope in Terms of Research Objectives

The study is conducted with the following core objectives in mind:

1.

2.

3.

4.

5.

To examine the current recruitment practices at Raj Softec Solutions.
To identify challenges and bottlenecks in the hiring process.

To assess the effectiveness of existing recruitment tools and channels.
To evaluate candidate experience and employer branding efforts.

To propose actionable strategies to optimize recruitment in terms of quality, cost, and speed.

Scope in Terms of Technological Aspects

The study also touches on the digital transformation of recruitment. It covers:

Understanding how these tools are used or can be used by Raj Softech Solutions is a key part of optimizing their recruitment process.

Applicant Tracking Systems (ATS)

Artificial Intelligence (Al) in screening and shortlisting
Use of job portals and professional networks like LinkedIn
Remote interview platforms

Recruitment analytics dashboards
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2.REVIEW OF LITERATURE

Areview of literature provides a comprehensive understanding of past research, theories, and empirical studies related to recruitment and hiring strategies.
It helps in identifying research gaps, supporting the rationale for the current study, and developing a solid conceptual foundation. This chapter explores
academic journals, white papers, books, and industry reports to understand the key themes in recruitment optimization.

2.1 Evolution of Recruitment Practices

Gupta & Jain (2015)

Armstrong (2014)
2.2 Recruitment Challenges in the Modern Era

Singh & Sharma (2016)

Kumar (2018)
2.30nline Recruitment and E-HR

Parry & Tyson (2008).

Sills (2014)
2.4 Role of Technology and Al in Hiring

Upadhyay & Khandelwal (2018)

Huang & Rust (2021)
2.5 Employer Branding and Candidate Experience

Backhaus & Tikoo (2004)

Leekha Chhabra & Sharma (2014)
2.6Social Media and Recruitment Marketing

Nikolaou (2014)

Koch, Gerber & De Klerk (2018)
2.7 Metrics and KPls in Recruitment

Cascio & Boudreau (2010)
Deloitte (2021)
PROBLEM STATEMENT

In the current competitive business environment, attracting and retaining the right talent has become a critical challenge for organizations, particularly in
the IT sector. Raj Softec Solutions, a growing company in the software services industry, is facing increasing difficulty in managing an effective and
efficient recruitment process. Despite investing time and resources in hiring activities, the company is experiencing challenges such as longer time-to-
hire, high offer rejection rates, low candidate engagement, and difficulty in sourcing skilled professionals for specialized roles.

This study aims to investigate the existing recruitment practices, identify the key challenges faced by the HR team, and propose strategic, technology-
driven, and candidate-centric solutions to optimize the overall recruitment process. The goal is to improve the quality of hires, reduce hiring costs and
time, and enhance the candidate experience to support the company’s growth objectives.

Conceptual Gaps Identified
From the above literature, several research gaps have emerged:

® | ack of focus on mid-sized firms and their unique challenges.
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e |imited empirical data on the use of Al and digital hiring in Tier 2 cities.
e  Minimal research on optimizing recruitment in companies with hybrid workforces.
e  Agap in literature focusing on holistic recruitment strategies that align with organizational culture and agility.

The literature reviewed presents a comprehensive understanding of recruitment optimization strategies, tools, and challenges in the modern business
environment. There is a clear trend toward digitization, branding, and strategic alignment in recruitment. The insights gained through this review have
shaped the research direction of this project and support the necessity of studying recruitment optimization at Raj Softech Solutions.

I11. RESEARCH METHODOLOGY

The research methodology used in this project titled "Optimizing Recruitment Strategy" involves a combination of both qualitative and quantitative
methods, alongside the use of advanced Al tools to analyse and improve the recruitment process. Below are the key components of the research
methodology:

3.1 Research Design

The research design is descriptive and exploratory in nature. The goal was to explore how Al tools like Jobvite contribute to streamlining and optimizing
recruitment processes, improving hiring quality, and enhancing efficiency. The research is structured to assess the current state of recruitment strategies
and how they can be improved through the adoption of Al technologies.

Data Collection Methods
a. Primary Data Collection

A structured survey was designed to capture responses related to the current recruitment process, challenges faced, and the perceived effectiveness of Al
tools like Jobvite.

®  Survey.
e  Respondents:
e  Survey Format:
b. Secondary Data Collection

Secondary data was gathered from published reports, case studies, and academic papers on Al in recruitment, providing insights into current industry
trends, Al tool implementations, and case studies of Al tools like Jobvite used in recruitment. This data helped inform the literature review and supported
the analysis of primary data.

Data Analysis Techniques

a. Statistical Analysis (Quantitative)

The responses from the survey were subjected to statistical analysis to identify patterns and trends in the data. Specifically:
®  Descriptive Statistics
e Inferential Statistics:

b. Structural Equation Modelling (SEM)

¢. Confirmatory Factor Analysis (CFA)

d. Analysis of Variance (ANOVA)

e. Chi-square Method
3.2. Sampling Method

The sampling method used in this research is non-probability convenience sampling. The respondents were selected based on their availability and
relevance to the research. The sample consisted of HR professionals, hiring managers, and decision-makers who have experience using Al-based
recruitment tools in their organizations.

e  Sample Size: The total sample size was 150 respondents, providing a diverse representation of industries and organizational sizes.

e  Sampling Criteria: Respondents were selected based on the following criteria:
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O  They should have direct experience with recruitment.

O They should have used or implemented Al tools in the recruitment process.
3.3 Hypothesis Development

Based on the research objectives, several hypotheses were developed to assess the effectiveness of Al in recruitment:

e  H1: The use of Al tools (e.g., Jobvite) improves the efficiency of the recruitment process.

e  H2: Al-based recruitment tools reduce biases in hiring decisions.

e  H3: Al tools contribute to better candidate quality and a more streamlined recruitment process.

e  H4: There is a positive correlation between Al adoption and the satisfaction of HR professionals with the recruitment strategy.
OBJECTIVES OF THE STUDY
Primary Objective

e Toexplore and analyse the effectiveness of Al tools in optimizing recruitment strategies within modern organizations.
Secondary Obijectives

1. Toassess the current recruitment practices

2. Toevaluate the role of Al

3. Toidentify the factors influencing the adoption of Al

4. Toexamine the impact of Al implementation

5. To understand the candidate’s perspective
Al Tool used: JOBVITE
How Jobvite Was Used in My Project

In my project titled "'Optimizing Recruitment Strategy", | employed Jobvite, an Al-powered recruitment tool, to streamline various stages of the
recruitment process, from sourcing candidates to improving the overall quality of hires. The integration of Jobvite played a crucial role in addressing the
challenges identified in the problem statement, particularly in reducing the inefficiencies in traditional recruitment processes and mitigating hiring biases.

i). Al-Powered Candidate Sourcing and Screening

ii). Candidate Evaluation and Ranking

iii). Reducing Bias in Hiring Decisions

iv). Streamlining Communication and Interview Scheduling
V). Analytics and Reporting for Continuous Improvement
vi). Enhancing Candidate Experience

Impact of Jobvite on My Project

The use of Jobvite in my project greatly contributed to optimizing the recruitment strategy. By leveraging Al, | was able to address several key challenges,
such as time inefficiencies, bias in hiring, and improving the quality of candidates. Jobvite's features, such as automated sourcing, resume screening,
ranking, and interview scheduling, allowed me to significantly streamline the recruitment process.

Overall, Jobvite proved to be a valuable Al tool that not only improved the efficiency of the recruitment process but also ensured better candidate
selection and enhanced the overall candidate experience.

4.DATA ANALYSIS AND INTERPRETATION

Section A: Demographic Information
Question:4.1.1
Name (Optional):

80 respondents filled in their names (not disclosed here for privacy)
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Question:4.1.2
Gender

Interpretation:

e  Anearly balanced gender participation is seen with Male respondents at 48% and Female at 43.3%, suggesting inclusive outreach.

®  8.7% preferred not to disclose their gender, indicating a need to ensure comfort and anonymity in future surveys.

e  The gender diversity reflects a healthy mix, which can be relevant when assessing recruitment preferences and patterns.
Question:4.1.3
Age
Interpretation:
The majority of respondents fall under the 25 to 30 years category (40%b), followed closely by below 25 years (36.7%).
16.7% are aged 31-45, and only 6.6% are above 45, indicating that most of your survey data reflects opinions of early-career professionals.
This aligns well with a study focused on recruitment, as younger age groups often face more dynamic hiring processes.
Question:4.1.4
Years of Experience
Interpretation:

®  30% of respondents have less than 1 year of experience, while 33.3% have 1-2 years, showing a large early-career population.

®  23.3% have 3-5 years of experience, and 13.3% have over 5 years, offering insights from both freshers and experienced professionals.

e  The spread allows for understanding the recruitment strategy preferences from both junior and mid-level job seekers.
Question:4.1.5

Industry:

Interpretation:
e The highest participation comes from IT & Software (26.6%b), followed by BPO/KPO (20%) and Manufacturing (16.7%c).

e This indicates that the feedback primarily represents technical and operational sectors.

e  The variety, including Retail, Healthcare, and Education, ensures that your findings can be considered across multiple domains for better

recruitment optimization.
Section B: Recruitment Process & Al Usage
Question:4.2.1
Our company uses Al-based tools in different stages of recruitment.

Response Distribution:

Strongly Agree (5) Agree (4) Neutral (3) Disagree (2) Strongly Disagree (1)

70 50 20 7 3

Interpretation:

This question has a statistically significant factor loading, indicating it strongly contributes to the Al Integration construct in the SEM model.
Question: 4.2.2

Al implementation has increased the speed of shortlisting candidates.

Response Distribution:

Strongly Agree (5)

Agree (4)

Neutral (3)

Disagree (2)

Strongly Disagree (1)

65

55

20

8

2

Interpretation:
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This question has a statistically significant factor loading, indicating it strongly contributes to the Al Integration construct in the SEM model.
Question: 4.2.3
The quality of candidates hired has improved after Al adoption.

Response Distribution:

Strongly Agree (5) Agree (4) Neutral (3) Disagree (2) Strongly Disagree (1)

50 45 30 15 10

Interpretation:

This question has a statistically significant factor loading, indicating it strongly contributes to the Al Integration construct in the SEM model.
Question: 4.2.4

| am satisfied with the efficiency of our Al-supported recruitment process.

Response Distribution:

Strongly Agree (5) Agree (4) Neutral (3) Disagree (2) Strongly Disagree (1)

40 55 25 20 10

Interpretation:

This question has a statistically significant factor loading, indicating it strongly contributes to the Al Integration construct in the SEM model.
Question: 4.2.5

The use of Al has positively influenced hiring decisions.

Response Distribution:

Strongly Agree (5) Agree (4) Neutral (3) Disagree (2) Strongly Disagree (1)
45 50 30 15 10
Interpretation:

This question has a statistically significant factor loading, indicating it strongly contributes to the Al Integration construct in the SEM model
Question:4.2.6
Avre the job requirements are clearly communicated across departments.

Response Scale and Number of Respondents

Response Scale Number of Respondents
b 48

4 52

3] 28

2 14

1 8

Mean Calculation:

= (5*48+4*52+3*28+2*14+1*8)/150
= (240+208+84+28+8)/150
=568/150=3.79

Interpretation:

With a mean of 3.79, responses skew toward agreement. This suggests moderate to high clarity in job requirement communication—an essential upstream
SCM factor. Slight dissatisfaction exists, indicating improvement potential in requirement standardization across departments.
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V. CONCLUSION

Major Findings of the Study
e  High Adoption of Al Among Entry-Level Recruiters
e  Positive Impact of Al on Time-to-Hire
. Improved Candidate Quality with Al Integration
e  Limited Awareness Among Senior Professionals
e  Candidates Appreciate Faster and Transparent Communication
e  Bias Reduction Through Al-Based Screening
e  Recruiter Efficiency and Productivity Improved

e  Challenges in Interpreting Al Recommendations
Conclusion

The study aimed to explore how recruitment strategies can be optimized through the adoption of Artificial Intelligence (Al) tools in modern organizations.
Based on the analysis of survey responses and insights gathered from HR professionals and candidates, it is evident that Al is playing a transformative
role in the recruitment process.

Al tools have shown clear potential in improving the efficiency, speed, and quality of hiring. From automating repetitive tasks to enhancing decision-
making through data-driven insights, Al contributes to making recruitment more agile and effective. The study also highlighted that entry- and mid-level
recruiters are more receptive to using Al, while senior professionals may require more exposure and training to embrace these technologies.

Despite the positive impacts, the findings suggest that a purely Al-driven hiring model may not be ideal. Human judgment remains critical in final hiring
decisions, especially when it comes to assessing cultural fit, soft skills, and organizational alignment. Therefore, a balanced, hybrid approach—leveraging
both human expertise and Al capabilities—is recommended.

The study concludes that organizations seeking to stay competitive in a fast-evolving job market should integrate Al into their recruitment strategies.
However, successful implementation depends on proper training, ethical usage, continuous evaluation, and a clear understanding of Al's limitations. With
the right strategy, Al can become a powerful enabler of smarter, faster, and more inclusive hiring.

Limitations of the Study
While this study offers valuable insights into the role of Al tools in optimizing recruitment strategies, there are several limitations that should be
acknowledged:

1.  Limited Sample Size

The study was based on 150 responses, which may not be sufficient to generalize the findings across all industries or organizational sizes. A larger sample
could have provided deeper and more diverse insights.

2. Geographical Constraints

The majority of the respondents were from a specific region or network, which may not accurately reflect the practices and perspectives of recruiters in
different geographical areas or global contexts.

3. Reliance on Self-Reported Data

The data collected through questionnaires is self-reported, which could lead to biases such as social desirability bias, where respondents provide answers
they think are expected rather than their actual practices.

4.  Lack of Industry Diversification

The study did not specifically categorize respondents based on industry sectors, which could have influenced the relevance and usage of Al tools in
recruitment across different domains.

5. Rapid Technological Advancements

Al tools are evolving rapidly. The findings of this study are based on current Al capabilities and may not fully capture future advancements or emerging
trends in Al-based recruitment.

6. Focuson HR Role Only
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The study primarily focused on respondents in HR roles, which may have excluded useful perspectives from hiring managers, candidates, or IT
professionals involved in recruitment technology.

7. Limited Scope of Al Tools Covered

While the study explores the general application of Al in recruitment, it does not deeply analyse specific tools or platforms in detail due to time and
resource constraints.

8.  Time Constraint

The project was conducted within a limited academic timeframe, restricting deeper longitudinal analysis or case study-based validation of AI’s long-term
impact on recruitment.

Scope for Future Study

While this study has provided valuable insights into the role of Al in enhancing recruitment strategies, it also opens up several avenues for future research.
The rapidly evolving nature of artificial intelligence, machine learning, and data analytics in human resource management presents opportunities to
explore more advanced and specialized applications.

Wider Industry Coverage: This study primarily focused on general perceptions across selected industries. Future research could target specific sectors
such as healthcare, IT, or manufacturing to understand how Al impacts recruitment in industry-specific contexts.

Candidate Perspective: While this study was HR-focused, future research can include the perspective of job seekers, exploring how candidates perceive
Al-driven recruitment processes, particularly in terms of fairness, communication, and transparency.

Longitudinal Studies: A long-term study could track AI’s impact over several years to observe how Al tools evolve and influence recruitment outcomes
like employee retention, performance, and job satisfaction.

Comparative Analysis of Al Tools: Future researchers can conduct a comparative study of different Al recruitment platforms (like Jobvite, Zoho Recruit,
HireVue, etc.) to evaluate their effectiveness and usability in real-world scenarios.

Integration with Other HR Functions: There is also scope to study how Al integrates with other HR functions beyond recruitment, such as onboarding,
training, performance appraisal, and employee engagement.

Ethical and Legal Considerations: With growing concerns around data privacy and algorithmic bias, future studies can explore the ethical implications
of using Al in recruitment and how companies can adopt responsible Al practices.

Effectiveness of Hybrid Models: Research can also examine hybrid recruitment strategies that blend Al automation with human expertise, identifying
the best practices for combining both.

Al Adoption in Small vs. Large Enterprises: The adoption and impact of Al tools may vary between startups and established corporations. Future
studies can investigate these differences to help tailor strategies accordingly.

Behavioural Analysis Through Al: Future studies can explore how Al can be used to analyse non-verbal cues and behavioural traits during interviews
using facial recognition and sentiment analysis technologies.

ROI Measurement of Al Tools: There's scope to examine the return on investment (ROI) of using Al in recruitment—quantifying savings in cost, time,
and quality of hire.

Integration with ATS and HRIS: Research could focus on how Al tools can be more effectively integrated with Applicant Tracking Systems (ATS)
and Human Resource Information Systems (HRIS) to streamline the full recruitment lifecycle.

The future of recruitment lies in continuous adaptation to technological advancements. By broadening the research scope in these suggested areas, future
studies can contribute to a deeper understanding of AI’s transformative role in human resource management.
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ANNEXURE

Annexure: Survey Questionnaire

Section A: Demographic Information

Name (Optional):
Gender:

O Male

o Female

O  Prefer not to say
Age:

o Below 25

o 25-35
o 36-45
o  Above 45

Years of Experience:
O  Lessthan 1 year
O  1-3years
O  3-5years
O More than 5 years

Industry:

Section B: Recruitment Process & Al Usage
1. Our company uses Al-based tools in different stages of recruitment.
2. Al implementation has increased the speed of shortlisting candidates.

3. The quality of candidates hired has improved after Al adoption.
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https://doi.org/10.1016/j.jbusres.2022.01.037
https://www.jobvite.com/resources/ebooks/recruitment-automation-ai/
https://nasscom.in/knowledge-center/publications/ai-adoption-hr-roadmap
http://sersc.org/journals/index.php/IJAST/article/view/5073
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4. 1 am satisfied with the efficiency of our Al-supported recruitment process.

5.The use of Al has positively influenced hiring decisions.

6. Job requirements are clearly communicated across departments.

7. Candidate sourcing platforms are well-integrated into our hiring system.

8. There is seamless collaboration between hiring managers and HR.

9. Our onboarding process is timely and well-coordinated with hiring.

10.Delays in candidate selection are often due to workflow inefficiencies.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

On a scale of 1-10, how satisfied are you with the current recruitment strategy?
Rate the efficiency of the Al tools you’ve used (1-10).

How many hiring rounds does your team typically conduct per candidate?

On average, how many days does it take to fill a position in your department?
Rate the effectiveness of job portals integrated into the recruitment process (1-10).
Do you use Al tools for screening resumes? (Yes/No)

Does your department conduct online assessments before interviews? (Yes/No)
Has your organization adopted any Al-based hiring platform? (Yes/No)

Do you think Al helps reduce hiring bias? (Yes/No)

Have you received training to use Al recruitment tools? (Yes/No)



