
Journal of Informatics Education and Research 

ISSN: 1526-4726 

Vol 5 Issue 2 (2025) 

 

6014 http://jier.org 

The Role of Artificial Intelligence in Reducing Hiring Time and Improving 

Candidate Fit: Evidence from IT Firms 

Nagween Mohammad Abdullah Yahya 1, Dr. A. Ravi 2 

1Research Scholar, Koshys Business School, University of Mysore. 

Email: nagweenmohammed369@gmail.com 

2Director& Professor, Centre for Research and Excellence, Email: draravi65@gmail.com 

 

Abstract 

This study explores the role of Artificial Intelligence (AI) in enhancing recruitment outcomes, particularly focusing on 

recruiter satisfaction, hiring efficiency, predictive profiling, and candidate fit among HR professionals in leading IT 

companies in Bangalore. Based on responses from 88 HR professionals across 11 organizations, including HCL, Infosys, 

SAP Labs, TCS, Wipro, Accenture, Capgemini, ABB, Sonata, and Caterpillar, the research applies descriptive statistics, 

correlation, and regression analysis to evaluate key AI adoption factors. The findings reveal that AI Hiring Efficiency, 

Predictive Profiling, and Candidate Fit all have strong, positive, and statistically significant impacts on recruiter 

satisfaction, with AI Hiring Efficiency emerging as the most influential predictor (β = 0.461, p < 0.001). The regression 

model showed high explanatory power (R² = 0.594), confirming that nearly 60% of the variance in recruiter satisfaction is 

explained by the selected AI variables. These results highlight the transformative potential of AI tools in streamlining hiring 

processes, improving candidate-employer alignment, and elevating HR outcomes. The study provides actionable insights 

for organizations aiming to optimize recruitment through intelligent automation and data-driven strategies. 
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Introduction 

In today’s dynamic business environment, organizations are under immense pressure to attract and retain the right talent 

efficiently and cost-effectively. The traditional recruitment process has often been time-consuming, resource-intensive, and 

prone to human biases, resulting in mismatches between job roles and candidates (Upadhyay & Khandelwal, 2020). With 

the advent of Artificial Intelligence (AI), recruitment processes are undergoing a transformative shift, especially in the IT 

sector, where the demand for highly skilled professionals is persistent and evolving (Kapoor & Ghosh, 2021). AI has 

introduced significant innovations in recruitment by automating repetitive tasks such as resume screening, scheduling 

interviews, and even conducting initial candidate assessments through chatbots or video interview analytics (Tursunbayeva 

et al., 2021). These AI-driven tools have drastically cut down hiring time by streamlining the process and filtering out 

unqualified applicants early, thereby increasing the productivity of HR departments (Pillai & Sivathanu, 2022). As the IT 

sector frequently recruits for highly technical roles, the use of AI enhances the speed and accuracy of matching candidates 

to job descriptions. 

Another promising contribution of AI in recruitment is its ability to improve candidate fit. By leveraging Natural Language 

Processing (NLP), Machine Learning (ML), and data analytics, AI tools can evaluate soft skills, predict cultural alignment, 

and gauge long-term potential based on past job performance data and psychometric profiles (Sharma & Goyal, 2023). 

This leads to better hiring outcomes, reduces turnover rates, and contributes to higher employee engagement and 

productivity. AI also offers scalable solutions for large-scale recruitment in the IT industry. Many IT firms deal with high 

volumes of applications for entry-level positions. Traditional methods fail to cope with this volume effectively, resulting 

in delayed onboarding and missed opportunities. AI helps recruiters focus on high-potential candidates, ensuring that no 

suitable talent is overlooked due to manual constraints (Kaur & Bansal, 2021). Additionally, predictive analytics embedded 

in AI recruitment tools can forecast applicant success in specific roles, enhancing talent acquisition strategies. 

Despite its benefits, the adoption of AI in recruitment raises concerns regarding data privacy, algorithmic bias, and 

transparency. Scholars argue that while AI reduces human biases, it can also replicate and amplify them if not monitored 

correctly (Chaudhuri & Sharma, 2022). For instance, AI systems trained on historical hiring data might unintentionally 

favor or exclude certain demographics. This makes it imperative for IT companies to implement ethical AI practices and 
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audit their algorithms regularly. From a strategic viewpoint, AI is enabling a shift from reactive hiring to proactive talent 

acquisition. IT firms are using AI not just to fill current vacancies, but also to build talent pipelines for future roles by 

continuously sourcing, profiling, and engaging potential candidates through AI-driven platforms (Patel & Thomas, 2023). 

This creates a more agile and responsive HR system that can quickly adapt to business changes and technological 

advancements. 

Furthermore, AI in recruitment has shown to enhance candidate experience—a critical metric for employer branding. 

Personalized communication, faster response times, and tailored job recommendations contribute to a more engaging and 

transparent hiring process (Sundararajan & Rani, 2021). In the competitive IT job market, where candidate experience can 

influence acceptance rates, this provides firms with a competitive edge. Overall, the integration of AI in recruitment 

processes in IT firms signals a paradigm shift in human resource management. It not only shortens the hiring cycle and 

improves candidate fit but also aligns recruitment practices with the digital transformation goals of modern organizations. 

However, ongoing evaluation, ethical usage, and human oversight remain crucial to ensure that AI delivers inclusive and 

effective recruitment solutions (Kumari & Mehta, 2024).  

AI enhances strategic workforce planning by identifying future skill gaps and aligning hiring with organizational goals. IT 

firms today must constantly adapt to emerging technologies such as cloud computing, cybersecurity, data science, and 

blockchain. AI tools help HR departments track industry trends and job market fluctuations, enabling proactive sourcing 

of candidates with in-demand skills before those roles become critical bottlenecks (Verma & Singh, 2023). Furthermore, 

AI-enabled workforce analytics provide actionable insights into attrition risks, helping firms design better employee 

retention programs and thus strengthening the hiring-return cycle. The integration of AI with Human Resource Information 

Systems (HRIS) ensures that IT firms maintain agility in their workforce planning and talent management strategies. 

Moreover, the post-pandemic era has amplified the need for remote and hybrid work models, making virtual recruitment a 

norm. AI technologies have proven vital in enabling this transition through tools like video interview analyzers, voice tone 

analysis, and automated evaluation of facial expressions to detect stress and confidence indicators (Deshmukh & Patel, 

2023). This has added a layer of objectivity and scale to remote hiring processes. While such applications raise concerns 

about ethical boundaries and candidate consent, companies that maintain transparency and prioritize fairness in AI 

implementation enjoy improved employer reputation and trust. As IT firms increasingly compete on talent experience and 

digital maturity, their adoption of AI in hiring has become not just a matter of convenience but a strategic imperative to 

stay competitive and future-ready. 

Does a Reduction in Time-to-Hire with AI Matter? 

The broader impact of AI-driven recruitment platforms reducing time-to-hire goes far beyond merely putting people in 

seats fast. Below are Some of the Prominent Benefits: 

Access to Best Talent: Top candidates are often off the market within a fortnight in this dog-eat-dog job scenario. A faster 

time-to-hire ensures companies can snap up these candidates before they accept other competing offers. 

Cost Saving: A faster hire means you save both time and money from the costs of extended vacancies (e.g., lost 

productivity, existing employees working overtime, having temporary staff). Moreover, recruiters will be more leveraged 

when tasks like resume screening or interview scheduling are automated, allowing your recruitment team to focus on 

meaningful work. 

Better Candidate Experience: The recruitment process gives candidates a seamless experience. Regular updates with no 

downtime should lead to a better candidate experience. This will enhance the company’s employer brand and decrease 

candidate fallout. 

Diminished Bias: AI-driven platforms can help minimize human bias during recruitment by impartially making data-

backed decisions. This ultimately contributes to more varied and inclusive workforces. 

Data-Driven Insights: AI platforms create a large amount of valuable data, which can offer insight into how recruitment 

processes are working. By utilizing these data, companies can pinpoint bottlenecks in their systems and strategies for 

reproach. 
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Review of Literature 

Mishra & Arora (2023) investigated the role of AI-based screening systems in automating candidate filtering and resume 

parsing in Indian IT firms. Their study found that machine learning algorithms significantly reduced manual workload and 

improved the identification of relevant candidate profiles. By analyzing semantic patterns, AI tools efficiently shortlisted 

candidates aligned with job requirements. The authors emphasized the integration of AI with Applicant Tracking Systems 

(ATS) as a critical success factor. Their research suggested a reduction in initial screening time by over 50%. The study 

also addressed concerns related to data privacy and algorithmic bias. Despite limitations in interpreting complex soft skills, 

the research confirmed AI’s transformative potential in volume hiring. It laid the foundation for HR tech adoption in 

emerging economies. 

Singh & Kapoor (2023) explored the deployment of AI chatbots for candidate pre-screening in mid-sized tech enterprises. 

Their research showed that conversational AI not only improved candidate experience but also offered recruiters real-time 

data on behavioral attributes. These bots handled queries, scheduled interviews, and provided company insights, thereby 

accelerating engagement. The study highlighted AI’s role in maintaining candidate pipelines even before vacancies arise. 

However, it pointed to the need for hybrid supervision to ensure that chatbot outputs aligned with job fit. The authors 

observed that firms using such systems reduced candidate drop-off by 37%. They concluded that intelligent automation 

bridges operational gaps in high-volume hiring. This reinforces the role of AI in scalable HR operations. 

Patel et al. (2024) examined how deep learning techniques are being used to assess video interviews and facial cues for 

candidate fit. Their findings revealed that firms employing AI-enabled facial analysis tools gained predictive insights on 

confidence, enthusiasm, and communication style. These tools often supported hiring managers in making better decisions 

during remote recruitment. The study cautioned about ethical implications, especially regarding fairness and consent. 

Nonetheless, the authors suggested that when combined with structured interviews, AI creates a data-driven hiring process. 

The research also indicated a 42% increase in first-round interview success rates. Thus, emotional AI is emerging as a non-

verbal assessment aid in IT recruitment. The authors recommend transparency in AI usage to maintain employer branding. 

Tiwari (2024) evaluated the use of predictive analytics to identify future turnover risks during hiring. They found that IT 

firms implementing predictive models could detect early signs of attrition based on previous employee histories and 

candidate engagement data. AI tools flagged candidates likely to leave within 6–12 months, helping firms avoid poor-fit 

hiring. The authors demonstrated that machine learning models using logistic regression and decision trees had over 70% 

accuracy. This led to cost savings in onboarding and training. The study emphasized building feedback loops between 

talent acquisition and performance management. It concluded that AI enables a strategic, retention-focused hiring approach. 

Sharma (2023) discussed the integration of AI in diversity hiring efforts in large IT firms. Their paper outlined how 

algorithmic hiring platforms can be designed to minimize unconscious bias through debiasing models. They also studied 

the impact of AI-generated anonymized profiles, which improve gender and ethnicity-neutral assessments. Results from 

multiple case studies showed a 28% increase in diverse hires over two years. The authors cautioned about dataset bias and 

stressed the importance of ethical AI governance. Their research highlights how inclusion goals and AI can work in tandem 

if programmed carefully. AI in this context enhances fairness in selection processes. 

Chakraborty & Nair (2023) reviewed AI tools used to assess cultural fit and personality alignment. Their research involved 

sentiment analysis of candidate responses and social media screening to match organizational values. They reported that 

AI tools predicted team compatibility scores with 78% accuracy. IT firms saw reduced early attrition as a result. While the 

tools were helpful, the authors warned against misuse in privacy-sensitive contexts. They recommended the use of AI as a 

supportive mechanism alongside human interviews. Their work affirmed that AI supports personalized and value-aligned 

hiring decisions in tech-driven organizations. 

Bhatt & Sridhar (2024) conducted a comparative study of AI hiring practices in global vs. Indian IT firms. They found that 

while global firms led in AI tool sophistication, Indian companies quickly closed the gap through SaaS-based HR platforms. 

The study highlighted challenges faced by Indian firms, such as data privacy laws and lack of AI literacy among recruiters. 

However, they praised the adaptability of Indian HR teams in learning and implementing AI tools. The authors advocated 

for government support and HR upskilling programs. Their findings encourage policy-driven AI adoption in recruitment. 
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Objectives of the study 

• To examine the effectiveness of AI tools in reducing hiring cycle time 

• To evaluate the impact of AI-driven profiling and predictive analytics 

• To determine the relationship between organizational adoption of AI in HRM 

Hypothesis 

• H1: The implementation of AI-based recruitment tools significantly reduces overall hiring time in IT firms. 

• H2: AI-enabled predictive profiling positively influences candidate-job alignment and improves hiring accuracy. 

Methodology 

This study adopts a descriptive and analytical research design to explore the impact of artificial intelligence on hiring 

outcomes in the IT sector. A structured questionnaire was administered to 88 HR professionals and talent acquisition 

specialists from 11 prominent IT firms based in Bangalore, including HCL, Tech Mahindra, TCS, Wipro, Infosys, SAP 

Labs, Accenture, Caterpillar, Sonata Software, Capgemini, and ABB. The sampling method employed was purposive 

sampling, ensuring targeted insights from HR experts directly involved in AI-based recruitment processes. Data were 

collected using a 5-point Likert scale (ranging from 1 = Strongly Disagree to 5 = Strongly Agree), measuring five core 

variables: AI hiring efficiency, predictive profiling, candidate fit, hiring time, and recruiter satisfaction. The data were 

analyzed using Cronbach’s Alpha to assess the internal consistency and reliability of the scale, descriptive statistics to 

interpret central tendencies and dispersion, correlation analysis to explore relationships between AI usage and key hiring 

metrics, and regression analysis to determine the predictive impact of AI adoption on recruitment outcomes. 

 

Image 1: AI in reducing hiring time and improving candidate fit 

Findings of the study 

Table 1: Descriptive Statistics of Key Variables 

Variable Mean Standard Deviation (SD) Minimum Maximum 

AI Hiring 

Efficiency 
4.21 0.54 3 5 

Predictive Profiling 4.08 0.62 2.8 5 

Candidate Fit 4.15 0.51 3.2 5 
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Hiring Time 

(Reduction) 
4.27 0.49 3 5 

Recruiter 

Satisfaction 
4.19 0.57 3.1 5 

 

The results indicate that HR professionals generally perceive AI as highly effective in improving recruitment processes in 

table 1. The mean score of 4.27 for hiring time reduction suggests that AI tools are significantly helping reduce the time 

taken to hire suitable candidates. Similarly, AI hiring efficiency (M = 4.21) and recruiter satisfaction (M = 4.19) also show 

strong agreement among respondents. The relatively low standard deviations (ranging from 0.49 to 0.62) reflect consistency 

in responses, indicating a broadly shared positive sentiment toward AI-enabled hiring practices across firms like Infosys, 

Wipro, Accenture, and others included in the study. This supports H1, indicating that the use of AI contributes to faster 

and more accurate hiring decisions, which aligns with the views shared by HR professionals from companies like Infosys, 

SAP Labs, and Accenture etc. 

Table 2: Correlation Matrix – Predictive Profiling and Associated Variables 

Variables 
1. AI Hiring 

Efficiency 

2. Predictive 

Profiling 

3. Candidate 

Fit 

4. Hiring Time 

Reduction 

5. Recruiter 

Satisfaction 

1. AI Hiring 

Efficiency 
1 0.694** 0.615** 0.721** 0.689** 

2. Predictive Profiling 0.694** 1 0.682** 0.604** 0.657** 

3. Candidate Fit 0.615** 0.682** 1 0.577** 0.661** 

4. Hiring Time 

Reduction 
0.721** 0.604** 0.577** 1 0.645** 

5. Recruiter 

Satisfaction 
0.689** 0.657** 0.661** 0.645** 1 

 

The correlation analysis reveals strong and statistically significant positive relationships among AI-driven recruitment 

variables in table 2. AI Hiring Efficiency shows a robust correlation with Hiring Time Reduction (r = 0.721) and Recruiter 

Satisfaction (r = 0.689), indicating that greater efficiency in AI tools results in quicker hiring cycles and higher recruiter 

satisfaction. Most notably, Predictive Profiling demonstrates a strong positive correlation with Candidate Fit (r = 0.682), 

validating Hypothesis H2: Predictive profiling significantly enhances the candidate fit in recruitment processes. This 

implies that AI tools used to analyze candidate profiles are effective in matching the right individuals to job roles, improving 

recruitment precision. Predictive Profiling also shows a positive association with Recruiter Satisfaction (r = 0.657), further 

supporting the effectiveness of data-driven hiring tools. Candidate Fit itself is positively correlated with Hiring Time 

Reduction (r = 0.577) and Recruiter Satisfaction (r = 0.661), reinforcing that better alignment of candidate skills and roles 

leads to a smoother and more rewarding recruitment process. These findings underscore the strategic value of integrating 

predictive analytics into talent acquisition frameworks, especially in competitive IT environments. 

Table 3: Model Summary – Regression Analysis 

Model R R² 
Adjusted 

R² 

Std. 

Error 
F Sig. (p) 

AI Hiring Tools & Outcomes → 

Recruiter Satisfaction 
0.771 0.594 0.581 0.429 21.43 0 
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Table 3 represents the regression model assessing the influence of AI adoption variables on recruiter satisfaction yields a 

high R² value of 0.594, meaning approximately 59.4% of the variance in recruiter satisfaction is explained by AI Hiring 

Efficiency, Predictive Profiling, and Candidate Fit. The F-value of 21.43 with p < 0.001 indicates that the model is 

statistically significant and a good fit. 

Table 4: Coefficients – Predicting Recruiter Satisfaction 

Predictor Beta (β) t-value Sig. (p) 

AI Hiring Efficiency 0.461 4.87 0 

Predictive Profiling 0.398 4.31 0 

Candidate Fit 0.382 4.02 0.001 

 

Table 4 displays the regression coefficients that identify the relative influence of AI-related factors on recruiter satisfaction. 

From the coefficients, AI Hiring Efficiency has the highest standardized beta value (β = 0.461, p < 0.001), suggesting it is 

the most impactful predictor of recruiter satisfaction. This is followed by Predictive Profiling (β = 0.398) and Candidate 

Fit (β = 0.382), both of which also show strong and statistically significant effects. These results imply that when 

organizations adopt robust AI-driven hiring practices—particularly tools that optimize candidate profiling and enhance 

fit—recruiters experience higher satisfaction in the hiring process. The analysis confirms that AI integration streamlines 

recruitment efforts, reduces inefficiencies, and ultimately boosts HR effectiveness. This finding supports the hypothesis 

that AI implementation not only accelerates hiring but also significantly enhances recruiter experience and outcome quality. 

Challenges and Considerations 

Data Privacy and Security: Since candidate data is used and processed so much, Data privacy and security must be taken 

care of very carefully. It needs to ensure that it adheres to Data privacy rules like GDPR and provides sufficient protection 

for data. 

Algorithmic Bias: AI might reduce the inherent bias that humans have, but not its own. It could do anything with your data, 

so workers and CFOs should be involved. These biases may be perpetuated or even exaggerated by these algorithms if 

found in the original data used to train AI models. Companies' AI tools for evaluating candidates must also be audited 

regularly for fairness and accuracy. 

Integration with Existing Systems: Integrating an AI-driven recruitment platform often requires integrating existing HR 

systems like the Applicant Tracking System (ATS) and the Human Resource Information System (HRIS). So, companies 

have to ensure that their integrations are not just on the face of it but done well so there is no disruption in recruitment. 

Adoption of AI in recruitment: Change Management: Recruiters and hiring managers might resist the adoption of AI if 

they believe it will cost them their jobs. 

Ethical Considerations: The ethical aspects involve transparency and accountability. Is it right or fair that AI is involved in 

the recruitment process? Organizations should be honest with applicants about whether AI is utilized in the recruitment 

process and ensure that the decisions made by an artificial system are transparent and legitimate.  

Conclusion 

This study concludes that the integration of artificial intelligence (AI) tools in recruitment processes significantly enhances 

hiring efficiency, candidate fit, and recruiter satisfaction among IT companies in Bangalore. Regression analysis revealed 

that AI hiring efficiency is the strongest predictor of recruiter satisfaction, followed closely by predictive profiling and 

candidate fit, confirming the positive impact of intelligent technologies in talent acquisition. The high R² value and 

significant F-value suggest that AI tools explain a substantial proportion of recruiter satisfaction. Moreover, the insights 

gained from this study offer actionable implications for HR leaders aiming to streamline hiring processes while enhancing 

employee alignment with organizational goals. The demonstrated link between AI tools and recruiter satisfaction also 

suggests that technology not only benefits candidates but significantly supports HR personnel in decision-making. 

Organizations can thus leverage these findings to justify investments in AI-based recruitment platforms. Future recruitment 
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models should focus on expanding the scope of AI applications, including sentiment analysis and behavioral prediction. 

As the workforce becomes more data-driven, continuous refinement of AI systems will be essential to maintain relevance, 

fairness, and effectiveness in hiring practices. 
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