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Abstract: 
            Artificial Intelligence (AI) is transforming Human Resource Management (HRM), particularly in 

talent acquisition and recruitment, by enhancing efficiency, accuracy, and objectivity. AI-enabled tools 

including machine learning, predictive analytics, natural language processing, and intelligent Bot automate 

repetitive tasks, improve candidate–job fit, and support data-driven decision-making. Drawing on national 

and international studies, this paper highlights developments with specific relevance to the Indian 

organizational context, where AI is increasingly adopted to manage high application volumes, reduce 

time-to-hire, and strengthen candidate engagement. Despite these benefits, the literature identifies ethical 

and practical challenges, including algorithmic bias, data privacy risks, and reduced human interaction, 

which raise concerns about fairness and inclusion. The study concludes that while AI enhances recruitment 

processes and supports strategic HR outcomes, it cannot fully replace human intuition, empathy, and 

contextual understanding. This work contributes to ongoing discussions on AI as both a significant 

innovation in HRM and a domain requiring responsible and ethical integration. 
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1. INTRODUCTION 
In our digital-first environment, Artificial 

Intelligence (AI) is the most disruptive technology 

in Human Resource Management (HRM) and 

changes the way organizations attract, assess, and 

select talent. Previously, recruitment relied on 

human judgment and the human recruitment 

process; today, recruitment is becoming an 

increasingly data-driven and automated process 

using an array of AI technologies - machine 

learning, predictive analytics, and natural-language 

processing. AI helps organizations raise quality of 

hire and mitigate human error or bias while 

managing systematic analysis of large amounts of 

candidate data. This has transformed the way 

organizations approach talent acquisition from a 

tool to improve recruitment effectiveness to a 

strategic enabler to align hiring with organizational 

goals and market viability. 

In India as well as globally, organisations 

are leveraging AI technology to create hiring 

practices that are both faster and more accurate. In 

Indian industries, specifically in information 

technology, banking, and services, AI-based 

platforms have been introduced for resume parsing 

and candidate matching, as well as automated 
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communication that allows organizations to 

manage large amounts of applications and reduce 

hiring times. Globally, AI is creating more 

significant change in its development of predictive 

workforce planning, allowing for opportunities to 

improve employer branding and improve candidate 

experiences through personalization and 

engagement. All of this has supported AI's role as a 

critical enabler in building agile, responsive, and 

inclusive recruitment ecosystems. 

However, the expanding role of AI in recruitment 

brings a new set of challenges. For example, 

ethical considerations such as algorithmic bias, 

data protection concerns, and the potential loss of 

hiring-related “human touch” all point to the limits 

of full automation. AI can assist in enhancing 

efficiency in the recruitment process, but this 

requires organizations to adopt a human sense of 

purpose, compassion, and objectivity alongside AI. 

In the end, understanding how technology and 

human judgment can work together will contribute 

to ethical and equitable approaches to recruitment 

that positively and effectively meet the changing 

needs of the workforce, and thus the organization. 

 

2. LITERATURE REVIEW 
The rise of Artificial Intelligence (AI) in 

recruitment has attracted growing attention in the 

academic literature as an increasing number of 

companies attempt to modernize their talent 

acquisition practices. In India, a number of studies, 

had illustrated that the implementation of AI 

technology in recruitment added efficiency, 

objectivity, and improved decision making. 

Repakula, Bharath and Chethan (2025) observed 

how AI tools such as chatbots and automated 

resume parsers have added efficiency to the early 

stages of recruitment, including reductions in time 

to hire and improved candidate quality. Kumar et 

al. (2025) also discussed how predictive analytics 

has allowed recruiters to identify suitable 

candidates more accurately and better enhance 

their candidate pipeline of talent. Gupta and Gaur 

(2025) articulated how firms in India are 

increasingly using AI to manage volume 

applications and conduct better job–fit analysis, 

though the effective implementation of these 

programs depend on technology readiness and 

acceptance of their employees. Finally, Raji et al. 

(2024) observed how the application of AI 

enhanced transparency and efficiency. However, 

they also noted there are issues around ethical and 

fairness that require strategic HR attention. 

The study expanded the conversations 

around efficiency and examined organizational and 

ethical implications of AI in global recruitment and 

selection. Paramita, Okwir and Nuur (2024) 

examined the efficacy of AI with four dimensions, 

including: speed, quality, reliability, and the human 

relationship. While automation aids productivity, it 

does not help to enhance the human interactions 

between the recruits and candidates, they found. 

Frazzetto et al. (2025) and Velampalli and 

Muniyappa (2025) both contributed appreciative 

paradigms of recruitment with the technological 

implementations of AI using natural language 

processing (NLP) and knowledge graph–based 

analytics, which established accuracy in job–

person matching while reducing recruiter bias 

through data analytics. Nonetheless, Mujtaba and 

Mahapatra (2024) expressed caveats of both 

algorithmic and data privacy concerns, which can 

once again reflect more fundamental issues in 

society, particularly inequality, by reinforcing the 

biases specific to historical hiring data, ultimately 

creating barriers to equity. 

In general, the scholarly literature suggests 

that AI may transform recruitment efficiency and 

judgment precision and conversions HR into a 

more strategic HR type of exercise. Scholars 

almost universally agree that human oversight is 

needed for fairness, ethics, and inclusivity in an 

AI-based context. While there is research showing 

evidence of the opportunities and challenges lots of 

AI job tools can play in the space of talent 

acquisition, there is a growing call for frameworks 

that balance automation versus human judgment 

for fair and sustainable recruitment processes. 

 

3. PROBLEM STATEMENT 
The use of Artificial Intelligence (AI) in 

Human Resource Management (HRM) has shifted 

how organizations recruit and source talent. 

Organizations in nearly every industry are 

spending money on AI-based options including 

automated resume screening, predictive analytics, 
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chatbots, and machine learning algorithms to 

access talent more efficiently, create efficiencies in 

the hiring process, and help in decision-making. 

AI-based recruitment tools can reduce human bias 

in hiring, improve the quality of new hires, and 

reduce time to recruit. Yet there are many critical 

questions related to this urgency and uncritical 

rushing to adopt. Several organizations, for 

example, do not carefully consider the implications 

of candidate experience, of increased diversity in 

hiring processes, or the ethics of Artificial 

Intelligence (AI related to hiring and human 

resource) related processes. It is also possible for 

bias to be compounded, replicated, or amplified, if 

transparent details about how the algorithm works 

are not available, thereby maintaining historical 

systemic discrimination. Smaller organizations will 

also likely be limited by available funding, 

technologies, and skilled staffing resources related 

to AI tool hiring, which can lead to issues in 

deciding what is the best practice in a market 

sector. 

Although there is an emerging literature, 

which details the benefits of the use of AI in HR, 

there is still a significant amount of research 

regarding the long-term impact of AI on 

organizational performance, fairness, and inclusion. 

Most studies have focused on elements of 

technology and operational efficiency, neglecting 

considerations of policy and people in AI 

implementation and use in talent acquisition. 

Additional literature has primarily focused on 

developed economies, with limited knowledge 

regarding the efficacy and impact of AI-based 

recruitment in developing economies, such as India, 

where there are background cultural and 

infrastructure expectations in addition to socio-

technical and ethical challenges. Therefore, the 

limited contextual studies limit the ability to judge 

if AI-based recruitment encourages objectivity and 

greater diversity or merely digitalizes inherent 

discriminatory practices and biases in the hiring 

process. Thus, the present study seeks to identify 

and investigate the extent to which AI is changing 

the recruitment space, while also exploring various 

ethical, cultural and operational challenges with 

this form of digitalization of HRM. 

 

4. CONCEPTUAL MODEL 
The framework for this research rests on 

the assumption that the implementation of 

Artificial Intelligence (AI) in recruitment via 

means such as resume screening software, chatbots, 

predictive analytics, and automation will function 

as the independent variable that will have an effect 

on a number of significant recruitment outcomes. 

The primary dependent variables being measured 

in this study include recruitment efficiency (time-

to-hire, cost-per-hire, and selection accuracy), 

candidate experience (with communication, 

transparency, and personalization), diversity and 

inclusion (bias mitigation and representation), and 

organizational perceptions (trust in AI, ethics of 

the AI, and indications of buy-in by HR 

professionals). The model also identifies three 

moderating variables (human intervention, 

organizational culture, and identified ethical 

practices) that will have possible effects on how 

strongly AI implementation may affect recruitment 

outcomes. In sum, the model ultimately suggests 

that even though AI will result in recruiting 

efficiencies, and data-driven decision-making, 

success is dependent upon balancing technology 

use, with ethical governance, human oversight, and 

an organizational culture that will support fairness 

and accountability in recruitment.     

5. RESEARCH OBJECTIVES 
1. To examine the impact of Artificial 

Intelligence on recruitment efficiency, 

accuracy, and the overall effectiveness of 

hiring processes. 
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2. To assess how AI-driven tools influence 

candidate experience, including 

communication, transparency, and 

engagement during recruitment. 

3. To analyse the role of AI in promoting 

fairness, diversity, and inclusion within 

recruitment and selection practices. 

4. To evaluate the ethical and data privacy 

concerns associated with AI-based 

recruitment systems and their effect on user 

acceptance. 

5. To explore how the balance between 

human judgment and AI automation shapes 

the adoption and effectiveness of AI in 

recruitment. 

6. RESEARCH HYPOTHESES 

 
1. H1: Artificial Intelligence significantly 

enhances the efficiency and effectiveness of 

recruitment processes. 

2. H2: Artificial Intelligence significantly 

improves candidate experience by 

enhancing communication, transparency, 

and personalization. 

3. H3: The use of Artificial Intelligence in 

recruitment has a significant positive 

relationship with fairness, diversity, and 

inclusion outcomes. 

4. H4: Ethical concerns and data privacy 

issues negatively influence the perception 

and acceptance of AI-based recruitment 

systems. 

5. H5: The balance between human judgment 

and AI automation significantly influences (or 

moderates) the effectiveness of AI in 

recruitment. 

 

7. RESEARCH METHODOLOGY 

 

The study employed a quantitative-dominant 

research design supported by limited qualitative 

insights. Primary data were collected through a 

structured questionnaire distributed to HR 

professionals, recruiters, hiring managers, and job 

seekers using purposive, snowball, and 

convenience sampling techniques. The 

questionnaire measured five key dimensions of AI-

driven recruitment efficiency, candidate 

experience, fairness and inclusion, ethical 

concerns, and human–AI balance using a 5-point 

Likert scale. A total of 77 valid responses were 

analysed. Basic descriptive statistics, reliability 

testing, correlations, regressions, and moderation 

analysis were performed to examine the 

relationships between variables. To complement 

these findings, semi-structured interviews with 

selected HR practitioners provided deeper insights 

into ethical and organizational challenges 

associated with AI adoption. All participation was 

voluntary, and confidentiality was ensured 

throughout the data collection process. 

 

8. ANALYSIS 

Table No 1. Demographic characteristics of 

respondents (N = 77) 

Variable Category 

(code) 

Freque

ncy (n) 

Percentage 

(%) 

Age Below 25 

(1) 

49 63.64 

 

25–34 (2) 11 14.29  

35–44 (3) 8 10.39  

45–54 (4) 6 7.79  

Above 55 
(5) 

2 2.60 

Gender Male (1) 39 50.65  

Female (2) 37 48.05 

Educational 
qualification 

PG (2) 40 51.95 

 

UG (1) 29 37.66  

Other (4) 6 7.79 

Occupation Job seeker 

(5) 

40 51.95 

 

Other (5 

ambiguous 

label) 

16 20.78 

 

Recruiter (2) 7 9.09  

HR 

Manager (1) 

6 7.79 

 

Hiring 5 6.49 
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Manager (3) 

Work 
experience 

0–5 (1) 62 80.52 

 

6–10 (2) 8 10.39  

11–15 (3) 4 5.19  

16+ (4) 3 3.90 

Familiarity 

with AI 

Basic (1) 34 44.16 

 

Intermediate 

(2) 

32 41.56 

 

Advanced 

(3) 

11 14.29 

 

The results show that out of 77 respondents, a 

majority (63.64%) are below the age of 25, 

followed by 14.29% aged 25–34. The gender 

distribution is nearly balanced with 50.65% males 

and 48.05% females. More than half of the 

respondents hold postgraduate qualifications 

(51.95%), and a significant portion identify as job 

seekers (51.95%), indicating strong representation 

from early-career individuals. Additionally, 80.52% 

of respondents have 0–5 years of work experience, 

demonstrating that the sample is predominantly 

composed of fresh entrants into the job market. A 

large proportion report basic or intermediate 

familiarity with AI (≈85.7%), reflecting moderate 

awareness of AI-enabled recruitment tools. 

The sample is young, educated, early-career 

oriented, and moderately familiar with AI 

appropriate for assessing perceptions of AI-based 

recruitment systems. 

Table No 2. Reliability of constructs (Cronbach’s α) 

Construct No. of items Cronbach’s 

α 

Recruitment 

Efficiency (Section 
A) 

5 0.84 

Candidate 

Experience (Section 

B) 

5 0.89 

Fairness, Diversity 

& Inclusion (Section 
5 0.84 

C) 

Ethical Concerns & 
Data Privacy 

(Section D) 

5 0.86 

Human–AI Balance 
(Section E) 

5 0.89 

 

Cronbach’s alpha values range from 0.84 to 0.89, 

indicating strong internal consistency across all 

five constructs: 

• Recruitment Efficiency: 0.84 

• Candidate Experience: 0.89 

• Fairness, Diversity & Inclusion: 0.84 

• Ethical Concerns & Data Privacy: 0.86 

• Human–AI Balance: 0.89 

 

All values exceed the recommended threshold 

(α ≥ .70), confirming that the instrument is reliable, 

and the use of composite mean scores is 

methodologically sound. 

 

All constructs are measured consistently, 

indicating that respondents understood and 

responded uniformly to items within each 

dimension. 

 

Table No 3. Descriptive statistics for composite 

variables 

Mean scores for all variables fall between 

3.683 and 3.943, indicating generally positive 

perceptions toward AI in recruitment. 

 

• Highest mean: Human–AI Balance (M = 

3.943) 

• Lowest mean: Recruitment Efficiency (M 

= 3.683) 

 

Variable Min Max Mean SD 

Recruitment 

Efficiency 

2.20 5.00 3.683 0.683 

Candidate 

Experience 

2.40 5.00 3.717 0.703 

Fairness & 

DEI 

1.60 5.00 3.758 0.699 

Ethical 

Concerns 

1.00 5.00 3.777 0.766 

Human–AI 

Balance 

2.00 5.00 3.943 0.753 
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Ethical Concerns show a moderate mean 

(3.777), suggesting some reservations around 

transparency and data handling. 

 

Respondents believe AI enhances 

recruitment, but they still appreciate the 

importance of human judgment. Concerns about 

ethics and privacy exist but remain moderate. 

 

Table No 4. Intercorrelations among primary 

constructs (Pearson r) 

Variable 1 2 3 4 5 

1. 

Recruitment 

Efficiency 

1.00     

2. Candidate 

Experience 
0.73 1.00    

3. Fairness 

& DEI 
0.74 0.70 1.00   

4. Ethical 

Concerns 
0.72 0.66 0.61 1.00  

5. Human–

AI Balance 
0.83 0.79 0.82 0.73 1.00 

 

Intercorrelations 

All primary constructs show strong positive 

correlations (r = .613 to .832), all significant at p 

< .001. 

• Strongest correlation: Human–AI Balance 

and Recruitment Efficiency (r = .832) 

• All constructs are interrelated, suggesting a 

cohesive perception of AI across multiple 

recruitment dimensions. 

 

Respondents tend to perceive AI 

consistently across efficiency, fairness, experience, 

and balance. Positive attitude in one area strongly 

relates to positive perceptions in others. 

 

 

 

 

Table 5. Multiple regression results: AI usage 

predicting outcomes (Each row is a separate 

simple regression: DV ~ AI usage) 

Depende B SE β t p R² 

nt 

variable 

(std

) 

Recruitm

ent 

Efficienc

y 

0.95

7 

0.07

5 

0.82

7 

12.7

42 

< .0

01 

0.68

4 

Candidat

e 

Experien

ce 

0.93

4 

0.08

5 

0.78

4 

10.9

38 

< .0

01 

0.61

5 

Fairness 

& DEI 

0.98

1 

0.07

7 

0.82

8 

12.8

12 

< .0

01 

0.68

6 

Ethical 

Concerns 

1.02

4 

0.09

2 

0.79

0 

11.1

44 

< .0

01 

0.62

3 

Human–

AI 

Balance 

1.10

3 

0.07

4 

0.86

4 

14.8

69 

< .0

01 

0.74

7 

Note. B = unstandardized slope for AI usage 

(composite mean of all items). Beta = standardized 

effect (computed). p-values rounded; all effects are 

statistically significant at p < .001. 

 

Human–AI Balance shows the strongest 

prediction (β = .864), while Candidate Experience 

shows the least (β = .784), though still strong. 

 

Higher levels of AI usage significantly 

enhance perceived recruitment efficiency, 

candidate experience, fairness outcomes, ethical 

considerations, and the balance between 

automation and human oversight. The R² values 

indicate substantial explanatory power (61%–74%). 

 

Table No 6. Moderation analysis (Hierarchical 

regression): human oversight (Human AI) 

moderates AI → Efficiency 

Predictor B SE t p 
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Constant 0.356 1.482 0.240 .811 

AI usage 0.984 0.475 2.071 .041 

Human 

AI 

-0.183 0.351 -0.522 .603 

AI usage 

× Human 

AI 

0.022 0.102 0.216 .829 

Model: F(3,73) = 53.672, p < .001, R² = 0.688 

Moderation model predicting Recruitment 

Efficiency: 

• AI usage → Efficiency: significant (B 

= .984, p = .041) 

• Human AI → Efficiency: not significant 

• Interaction (AI usage × Human AI): not 

significant (p = .829) 

• Model R² = 0.688 (strong explanatory 

power) 

Interpretation: 

Although AI usage significantly predicts 

Recruitment Efficiency, Human–AI Balance does 

not moderate this relationship. 

This means: 

• People who prefer balanced oversight do 

not significantly change the effect of AI on 

efficiency. 

• AI’s impact on efficiency appears 

consistent across different levels of 

human oversight. 

Human involvement is valued but does not 

strengthen or weaken the influence of AI on 

perceived recruitment efficiency. 

 

9. FINDINGS 

The study reveals that respondents hold 

strongly positive perceptions of AI in recruitment, 

particularly in improving efficiency, accuracy, and 

fairness. AI usage significantly predicts 

recruitment efficiency (R² = .684), fairness & DEI 

(R² = .686), candidate experience (R² = .615), 

ethical clarity (R² = .623), and human–AI balance 

(R² = .747). Reliability values (α = 0.84–0.89) 

confirm the robustness of all constructs. 

Respondents value the role of human judgment, 

but the moderation result shows that human 

oversight does not significantly change the effect 

of AI on efficiency, suggesting that AI’s perceived 

benefits remain strong regardless of individual 

attitudes toward human–machine collaboration. 

Ethical concerns exist but remain moderate, 

indicating awareness but not resistance. Overall, 

AI is viewed as a powerful enabler of faster, fairer, 

and more transparent recruitment systems. 

 

10. SUGGESTIONS/IMPLICATIONS OF THE 

STUDY 

The findings of the study suggest that 

organizations should adopt AI as a strategic 

enabler to enhance recruitment efficiency while 

maintaining essential human oversight. HR 

departments are encouraged to integrate AI tools 

for screening, scheduling, and communication to 

improve accuracy and candidate experience, but 

ensure human involvement in final decision-

making to preserve empathy and contextual 

judgment. To address ethical concerns, companies 

must strengthen data privacy policies, ensure 

transparency in algorithmic decisions, and 

regularly audit AI tools for fairness to prevent 

unintended bias. Continuous training of HR 

professionals on AI capabilities, limitations, and 

ethical use is essential for maximizing the value of 

AI-driven recruitment. Additionally, organizations 

should design AI systems that support diverse and 

inclusive hiring practices by using high-quality, 

unbiased datasets. Ultimately, a balanced approach 

blending technological automation with human 

intuition will lead to more transparent, trustworthy, 

and equitable recruitment processes. 

 

11. CONCLUSION  

The findings of this study demonstrate that 

Artificial Intelligence plays a significant and 

positive role in enhancing recruitment efficiency, 

improving candidate experiences, and 

strengthening fairness and objectivity in hiring. 

Respondents acknowledge AI as an essential tool 

for modern talent acquisition, particularly in 

reducing manual workload, increasing accuracy, 

and fostering transparency. However, the results 
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also highlight that while human oversight is valued, 

it does not significantly alter AI’s impact on 

efficiency, reaffirming that AI’s perceived benefits 

are consistent across users. Ultimately, the study 

concludes that the future of recruitment lies not in 

replacing humans, but in integrating AI with 

human intuition, empathy, and ethical judgment. 

Organizations that balance automation with 

responsible human involvement will be best 

positioned to build transparent, inclusive, and 

strategically aligned recruitment systems. 

 

12. SCOPE FOR THE STUDY  

Future research can expand this study by 

including larger and more diverse samples across 

industries to improve generalizability. Longitudinal 

studies could examine how perceptions and 

outcomes evolve as organizations mature in AI 

adoption. Experimental designs may help assess 

real-time algorithmic bias or candidate reactions to 

AI-based interviews. Cross-country comparative 

studies could provide insights into cultural 

influences on AI acceptance. Additionally, 

exploring the impact of generative AI (such as AI-

powered interview tools or AI-written resumes) 

would offer an updated perspective on emerging 

hiring challenges. Future work may also benefit 

from developing an AI readiness framework that 

integrates ethics, skills, and organizational culture 

for responsible AI deployment in HR. 

 

REFERENCES 
Brynjolfsson, E., & McAfee, A. (2021). Algorithmic 

human resource management: Synthesising 

developments and cross‐disciplinary insights 

on digital HRM. Human Resource 

Management Journal.  as part of literature 

review of AI in HR.  

Dima, J. (2024). The effects of artificial intelligence 

on human resource activities. PMC.  

El Ouakili, O. (2025). The impact of Artificial 

Intelligence (AI) on the recruitment process. 

Open Journal of Business and Management, 

13(2), 749-762.  

Frazzetto, P., Ul Haq, M. U., Fabris, F., & Sperduti, 

A. (2025). From Text to Talent: A Pipeline 

for Extracting Insights from Candidate 

Profile. 

Hosain, M. S. (2025). The use of Artificial 

Intelligence (AI) in the hiring process. 

ScienceDirect article.  

Madanchian, M., et al. (2024). From Recruitment to 

Retention: AI Tools for Human Resource 

Management. Applied Sciences, 14(24), 

11750.  

Mercer. (n.d.). Strategic AI adoption in talent 

acquisition today. (Insights article)  

Moult, (Author unknown). AI and HR 5.0 : The 

Future of Recruitment. International Journal 

of Emerging Studies.  

Oracle. (2019). The 2019 State of Artificial 

Intelligence in Talent Acquisition. (White-

paper)  

Parasa, S. K. (2024). Impact of AI in Recruitment 

and Talent Acquisition. CARI Journals, Vol.9, 

Issue 3, pp.78-83.  

Slaykovskiy, V., Zvegintsev, M., Sakhonchyk, Y., 

& Ajamian, H. (2025). Evaluating AI 

Recruitment Sourcing Tools by Human 

Preference.  

Sýkorová, Z. (2024). Incorporating artificial 

intelligence (AI) into recruitment. XJM – 

management review.  

Starner, T. (2025). How to use ‘human-centric AI’ 

to reimagine talent acquisition. HRExecutive 

Blog.  

Vrontis, D., Christofi, M., Pereira, V., Tarba, S., 

Makrides, A., & Trichina, E. (2022). 

Artificial intelligence, robotics, advanced 

technologies and human resource 

management: a systematic review. Int. J. 

Hum. Resour. Manag., 33(6), 1237-1266.  

“AI in Talent Acquisition | IBM.” IBM Think Blog.  

“2025 Talent Acquisition (TA) Technology Trends.” 

Deloitte blog.  

“The Impact of AI on Talent Acquisition and 

Recruitment.” SHRM Executive Network 

Insights article.  

Bedi, M. S., Arora, N., Badoni, P., & Paras, P. K. 

(2024). The Influence of Artificial 

Intelligence in the Talent Acquisition. 

INNOCOMP 2024 Conference Proceedings.  

“Artificial intelligence and digital data in 

recruitment. Exploring…” (2025). 

ScienceDirect study.  



International Journal of Scientific Research and Engineering Development-– Volume 8 Issue 6, Nov- Dec 2025 

        Available at www.ijsred.com                                 

ISSN : 2581-7175                             ©IJSRED: All Rights are Reserved Page 443 

Rukadikar, A. (2025). Reimagining recruitment: 

traditional methods meet AI. Taylor & 

Francis.  

“Recruitment platforms Glassdoor and Indeed lay 

off 1,300 employees, replacing them with 

AI…” Times of India. (2025)  industry-news 

context.  

“Indian recruiters pivot to ‘quality hiring’ as AI 

tools take hold.” Economic Times (2025)  

India-centric news.  

“People interviewed by AI for jobs face 

discrimination risks, Australian study warns.” 

The Guardian (2025)  ethical dimension news.  

Bone, M., Ehlinger, E., & Stephany, F. (2023). 

Skills or Degree? The Rise of Skill-Based 

Hiring for AI and Green Jobs.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 


