
Copyright © 2026, IGI Global Scientific Publishing. Copying or distributing in print or electronic forms without written permission of IGI Global Scientific Publishing is prohibited. Use of this chapter to 
train generative artificial intelligence (AI) technologies is expressly prohibited. The publisher reserves all rights to license its use for generative AI training and machine learning model development.

61

Chapter 3
AI in Recruitment:

Revolutionizing the Hiring Process

V. Prajith
 https://​orcid​.org/​0009​-​​0009​-​​7938​-​​3916

Dayananda Sagar College of Engineering, India

U. Roopa
 https://​orcid​.org/​0000​-​​0002​-​​1813​-​​7203

Dayananda Sagar College of Engineering, India

ABSTRACT

The hiring landscape is being redefined with the integration of Artificial Intelligence 
and fundamentally altering the manner in which companies carry out recruitment, 
selection, and hiring. Recruitment is being redefined by AI-​powered tools, with au-
tomation of essential processes such as job postings, sourcing candidates, resume 
screening, and interview analysis. This chapter talks about a comprehensive study 
of how AI adds value in reducing inefficiency, eliminating unconscious bias, and 
enhancing hiring quality while addressing top concerns around algorithmic bias, 
data privacy, and ethics. The study emphasizes balancing automation with human 
judgment so that hiring remains transparent, unbiased, and humane. Additionally, 
the chapter explores new technologies such as predictive analytics, virtual reality, 
and blockchain-​based credential checking as the most powerful factors in shaping 
the future of recruitment. Drawing from real examples, case studies, and ethical 
values, the analysis offers organizations good insights into the responsible and 
ethical use of AI in recruitment.
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1. INTRODUCTION

Recruitment is the lifeblood of any organization, being the portal through which 
talent flows in and eventually contributes to organizational performance, innovation, 
and culture. The capacity to attract, screen, and hold onto top performers is essential 
in order to capture a competitive edge and guarantee long-​term organizational via-
bility. Historically, recruitment has been a manpower-​intensive process dominated 
by manual job postings, mass resume screening, and numerous rounds of subjective 
interviewing. Although these traditional processes have been effective over decades, 
they have been plagued by drawbacks like inefficiencies, costs, delayed hiring, and 
unconscious discrimination in decision-​making.

The early 2000s digital revolution brought new technologies and platforms such 
as online job boards (Van Esch, Black, & Ferolie, 2019), resume databases, and Ap-
plicant Tracking Systems (ATS), indicating a move toward more efficient processes. 
These technologies made the administrative processes easier and opened up a larger 
pool of talent (Chamorro-​Premuzic et al., 2016), but the human recruiter was still at 
the middle of making decisions. In the past decade, however, a far more disruptive 
change has occurred — the incorporation of Artificial Intelligence (AI) into the 
recruitment process. This change is not only an upgrade of tools, but a reimagining 
of the way recruitment is thought about, overseen, and carried out.

Artificial intelligence-​based systems can now automate and streamline different 
aspects of the hiring process. From creating and posting job notices to searching for 
candidates through predictive analytics, resume screening through natural language 
processing (NLP), and structured interviewing through chatbots and video analytics, 
AI is well integrated into the contemporary recruitment workflow. These technol-
ogies provide concrete advantages like reduced time-​to-​hire, enhanced candidate 
quality, cost reduction, and more consistent decision-​making.

AI has tremendous potential to help address one of the most persistent  challeng-
es in recruitment: bias. With a focus on objective data-​reliant factors, AI has the 
ability to neutralize  the impact of the subconscious human biases that continually 
discriminate against highly competent candidates on the grounds of sex, race, age, 
or background. Furthermore, by implementing machine learning models trained on 
performance and retention data, companies are able to predict a candidate’s success 
in a job more accurately; this enables them to go beyond hiring for skill and apti-
tude and instead emphasize on  skills, often leading to even better results.(Tambe, 
Cappelli, & Yakubovich, 2019).

Despite the advantages, the integration of AI  in hiring is not void of its limita-
tions. Critical among these are questions of algorithmic bias, which could result 
in AI models trained on biased  historical data to perpetuate and even exacerbate 
discriminatory practices. Further,  AI decision-​making is poorly explainable, lead-
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