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ARTICLE INFO ABSTRACT 

 Purpose: To better understand the capabilities of HR Analytics Tolls (AI) in the field 
of recruitment, the purpose of this study is to investigate both the promise & the 
limitations that HR Analytics Tolls (AI) presents in this area or recruitment for 
screening and matching the candidate profile for the open positions. It is to provide a 
comprehensive review of present AI-driven recruitment strategies by drawing on 
material from academic and professional sources. This study investigates the benefits 
and drawbacks of using AI in the recruitment process such as screening and candidate 
matching, as well as analyses the effectiveness of numerous AI-driven recruitment 
strategies. Techniques for recruitment that are driven by AI, such as social media 
screening, video interviewing, Chabot’s, predictive analytics, Gamification, and 
resume screening, have the potential to provide significant benefits to businesses.  
Methodology/ approach: The aim of the research paper is to undertake and 
explore existing literature to understand the relationship between AI in Recruitment 
Strategies and to understand the role it plays in Resume Screening & Candidate 
Matching, The use of these methods results in cost reductions, increased productivity, 
identifying high potential candidates, avoid bias and the identification of better 
prospects.  
Findings: When AI is used in the hiring process, there is the potential for a number 
of legal and ethical difficulties to arise, including concerns with algorithmic bias and 
discrimination. The research highlights the need of doing more research and 
development. This is necessary in order to ensure that AI-driven recruitment tactics 
are successful, unbiased, and in line with ethical and legal standards.  
Conclusion: The significance of the research lies in the fact that it investigates AI in 
the context of recruitment in great detail, assessing it from both academic and 
business perspectives, and evaluating the benefits and drawbacks, including ethical 
and legal considerations. 
 
Keywords: HR Analytics Tolls (AI); AI-Based Recruitment Strategies, Predictive 
Analytics, Resume Matching, Resume Screening, Recruitment. 

 
1.0 INTRODUCTION: 

 
When it comes to the creation of new and adaptable economic business models, digital transformations, 
which primarily seek to grow and build markets, are at the forefront of the process. These changes serve as a 
compass that directs both the competitive environment in which an organisation operates and the path that 
market growth takes. The use of information technology in the process of hiring new employees is a 
conspicuous example of the digital revolution that is now taking place. It is possible to increase the efficiency 
and competitiveness of the recruitment process via the use of information technology (IT). This is 
accomplished by simplifying and speeding up the hiring process, as well as boosting exposure to potential 
candidates. As a result, it is vital for businesses to include information technology into their recruitment 
processes in order to maintain their competitiveness and adaptability in the modern market (Ahmed et al., 
20231). 
 
It is becoming more common for businesses to seek assistance from HR Analytics Tolls (AI) in order to 
optimise their recruitment processes. This is being done in an attempt to expedite the process of hiring new 
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employees. According to Budhwar et al. (20222) and Ore and Sposato (20213), HR Analytics Tolls is finding 
more and more applications in the process of recruiting. These applications range from advertising vacancies 
to screening applicants, performing assessments, candidate matching for the requirement and even on-
boarding new employees. Using HR Analytics Tolls in the recruitment process may have a number of 
potential benefits, including increased efficiency, less bias, improved applicant experience, applicant tracking 
and improved recruiting outcomes, to name just a few. There are a number of potential drawbacks, some of 
which include the need for human supervision, certain ethical problems, and the danger of algorithmic bias. 
 
In spite of the growing interest in these technologies, there is a dearth of research on the effectiveness and 
limitations of methodologies or strategies that are based on HR Analytics Tolls for recruitment. In spite of 
the vast amount of published material on the topic, the bulk of research have chosen to focus on assessing 
certain AI-based tools or methods rather than examining the current state of HR Analytics Tolls in the 
recruitment process. For the goal of determining the advantages and disadvantages of the various AI-based 
recruitment tactics that are now in use, it is required to carry out an analysis of these approaches. Not only 
has there been a limited amount of research conducted on AI-based recruitment strategies, but there has also 
been a conspicuous absence of in-depth studies that may shed light on the benefits and downsides of these 
strategies. According to Chen (20224), Two examples of AI-based recruitment technologies that have been 
the topic of considerable inquiry are machine learning algorithms for the purpose of sifting resumes and 
Chabot’s for the purpose of applicant contact. These two examples highlight how HR Analytics Tolls may be 
used to power recruiting platforms. The breadth of these studies is limited since they do not cover the whole 
landscape of HR Analytics Tolls in recruitment at the present time. Despite the fact that they provide light on 
the potential benefits of AI in the recruitment process, it is important to note that they are limited in scope. 
 
Hunkenschroer and Luetge (20225), Tippins et al. (20216), and Yam and Skorburg (20227) are just a few of 
the articles that have addressed the ethical and legal concerns surrounding the use of AI in the recruiting 
process, including the possibility of bias and discrimination, privacy invasions, and the necessity of 
transparency and accountability. These studies do a fantastic job of bringing attention to major problems 
associated with AI recruiting; yet, they do not cover all the bases when it comes to the numerous strategies 
that are based on AI recruitment. A critical examination is required in order to determine what aspects of the 
current AI-based recruitment approaches are successful and which are not, as well as to identify the areas in 
which there are deficiencies. Companies would be wise to do this kind of research before deciding to employ 
AI for hiring purposes. By doing so, they can guarantee that they are using the most effective and moral AI-
based hiring practices. This study aims to provide a thorough overview of the various AI-based recruiting 
tactics currently being used. Sources for this research include both scholarly works and information from 
businesses. This research will take a critical look at the pros and cons of utilising AI for recruiting and will 
compare and contrast several AI-based recruitment tactics to see which ones work best. Improving 
knowledge of the potential of AI in recruiting is crucial to achieving the objectives of this research, which is to 
illuminate the pros and cons of this technology. 
 

2.0 SIGNIFICANCE AND PURPOSE 
 
Giving a thorough evaluation of the present state of AI in recruiting is the importance and goal of this work. 
In this article, we will take a close look at HR Analytics Tolls (AI) recruiting tactics, such as resume screening, 
candidate matching, chabot's, predictive analytics, and machine learning algorithms, and try to weigh their 
pros and cons. The research aims to shed light on the pros and cons of using AI in recruiting by doing this 
analysis, which should add to our knowledge of AI's potential in this area. The study's literature analysis 
summarises the different AI-based recruiting tactics and evaluates them according to recruitment outcomes 
including diversity, retention, and applicant quality. Ethical and legal issues, such as prejudice, privacy, and 
discrimination, are also addressed in the research. This research compares and contrasts the best AI-based 
recruiting tactics by doing a thorough analytical examination of each. Concerns about algorithmic bias, the 
need for human supervision, and the possible detrimental effect on applicant experience are among the 
limits and difficulties of AI in recruiting that the research assesses. 
 

3.0 RELATED RESEARCH: 
 
This part will include significant research on the basics of recruitment, various applications of HR Analytics 
Tolls, and the present practice of integrating AI into the employment process. Initially, the information 
gathering process begins by using search engines like Google Scholar, library databases such as the one 
managed by Umea University, and online platforms like Research Gate and Science Direct. The literature 
evaluation included both forward and backward searches to locate pertinent material. Forward search 
involves identifying an article that references several well-known publications. This is the objective of the 
search activity. Schryen (20158) and Webster and Watson (20029) state that some search engines, such as 
Google Scholar and Research Gate, do forward searches. The term "backward search" as defined by Webster 
and Watson (2002) and Vom Brocke et al. (201510) involves locating relevant publications by examining the 
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reference lists of previously published works that have had a notable influence. We have done our search to 
gain a response to the research question we offered. Templier and Paré (201511) and Okoli (201512) emphasise 
that research should focus on the study issue and the search approach should directly relate to the research 
question. We initiated a search using the term "AI in Recruitment" to get pertinent results for our inquiry. 
The search produces a diverse range of results, some of which are completely unrelated to the notion of 
"intelligence in recruitment." Research in this field is still relatively fresh due to the quick speed of progress. 
We decided to limit our search to findings from 2015 to 2020 since that time frame yielded the best 
outcomes. 
 
3.1 RECRUITMENT PROCESS  
According to Stoilkovska, IIieva, and Gjakovski (201513), recruitment is the process of getting a large as well 
as qualified group of candidates for a job vacancy that is being offered by an organisation. The purpose of the 
recruitment process is to choose the individual who is the best qualified to fill a particular employment 
opening inside an organisation among a pool of candidates. The purpose is to find a candidate that is not only 
appropriately qualified for the post, but also fits in with the culture of the organisation. According to Kamran, 
Dawood, and Hilal (201514), the process of recruitment involves locating people who possess characteristics 
that are appropriate for the position, as well as motivating and persuading them to join the company. During 
the process of hiring new employees, the primary objective should be to identify the most qualified candidate 
who matches well with the culture of the company and is an excellent fit for the position that is available. 
Administrative responsibilities, such as advertising job opportunities and managing applicant data, are 
included in the process of recruiting. Additionally, crucial strategic recruitment decisions are made 
throughout this process. Due to the fact that it offers the first opportunity to predict the conduct of future 
workers and to make relevant arrangements, recruitment is considered to be a strategic function of human 
resources. According to Stoilkovska, IIieva, and Gjakovski (2015), another strategic objective is to reduce the 
costs associated with recruitment and to shorten the duration of the recruitment process in order to avoid 
losses resulting from unfilled jobs. 
 
Almajthoob et al., (202315) There is a possibility that the beginnings of AI-driven recruitment may be traced 
back to the 1990s, when online job boards and applicant tracking systems (ATS) were first beginning to 
appear. These technological advancements made it possible for businesses to post advertisements for open 
positions on the internet and to manage applications submitted electronically. However, these first systems 
were not really driven by HR Analytics Tolls since they relied on fundamental algorithms to associate 
candidates with job requirements by making use of keywords. The early 2000s saw the beginning of the 
development of the first true AI-based recruitment strategies. Cappelli et al. (201816) provided an early 
example of the use of predictive analytics, which included the examination of applicant data in order to 
identify patterns that might be used to estimate which applicants were more likely to be successful in a 
certain position. Companies such as Google were among the first to use data analysis in order to improve 
their methods of recruitment and reduce the amount of employees who left their jobs (Singh et al., 202217). 
HR ANALYTICS TOOLS was first used in the recruitment process by using chatbots for the purpose of 
screening and pre-qualifying applications. The bots would interview the candidates by asking them a series of 
questions in order to determine whether or not they meet the fundamental qualifications for the position. In 
accordance with the appropriateness of the candidates, the bots would either recommend further assessment 
or reject them. This strategy made the first stages of the recruiting process easier to understand and 
automate, which in turn lowered the amount of work that was required of human recruiters (Gupta and 
Mishra, 202218). The use of HR Analytics Tolls (AI) has resulted in the development of a technique that 
enhances the accuracy and effectiveness of the evaluation and selection of applicants. Machine learning (ML) 
and natural language processing (NLP) are two of the cutting-edge technologies that are used in this 
approach. There are certain businesses that employ video interviewing technology that is powered by HR 
Analytics Tolls in order to assess the facial expressions, body language, and speech patterns of potential 
applicants. According to Zimmermann et al. (201619), this assists in the identification of characteristics such 
as emotional intelligence, communication skills, and levels of confidence. 
 
3.2 HR ANALYTICS TOLLS (AI): 
Within the realm of computer science, the term "HR Analytics Tolls" (AI) refers to and defines the inherent 
intelligence that computers possess. The concept of HR Analytics Tolls is still unclear, and many people 
continue to wonder what it really is (Kaplan & Haenlein, 201920). This is despite the fact that a significant 
amount of time has passed since its discoveries. According to Jarrahi (201821), the word "HR Analytics Tolls" 
(AI) may have several meanings depending on the circumstances, the activity being performed, and the 
amount of intelligence involved. According to Russell and Norvig (201022), one definition of HR Analytics 
Tolls (AI) is a system that is capable of learning, speaking, and being able to solve problems in a manner that 
is comparable to that of a human brain. According to Kaplan and Haenlein (201923), HR Analytics Tolls (AI) 
is defined as the capacity of a system to adjust to changing conditions in order to accomplish goals that have 
been established in advance. The requirements make it very obvious that HR Analytics Tolls need to have 
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human-like intelligence, which encompasses cognitive, emotional, and social capacities, in addition to the 
ability to solve problems in a timely and correct manner. According to Kaplan and Haenlein (2019), there are 
three distinct categories of HR Analytics Tolls systems, which are categorised according to their degree of 
intelligence: analytical, human-inspired, and humanised AI. Among the many applications of analytical HR 
Analytics Tolls with cognitive intelligence are the detection of fraudulent activity, the identification of 
pictures, and assistance for virtual classrooms. This particular kind of HR Analytics Tolls is able to gain 
knowledge from its experiences and use that information to make decisions in the future. Due to the fact that 
human-inspired HR Analytics Tolls has both cognitive and emotional intelligence, virtual recruiters, for 
example, are able to determine the emotional state of an applicant while making a placement decision. An 
example of a humanised HR Analytics Tolls system would be a virtual agent that responds to clients in real 
time and has the cognitive, social, and emotional capabilities necessary to connect with them. 
 
There are a number of subfields and algorithms that fall under the umbrella of HR Analytics Tolls (Jarrahi, 
2018). Some examples of these include deep learning, neural networks, machine learning, genetic 
algorithms, machine vision, and many more. According to Ved et al. (201624), some of its other areas of 
growth include robotics, natural language processing (NLP), expert systems, and automated reasoning. 
Statistical approaches are used in machine learning, which is one of the primary subfields of HR Analytics 
Tolls (Raub M. 201825). These methods allow computers to learn and improve their performance over time 
using certain tasks. For the purpose of obtaining an accurate result, a significant amount of structured data is 
required. On the other hand, some sectors, such as the healthcare industry, produce unstructured data that is 
devoid of distinguishable and recognisable characteristics. The development of apps that use machine 
learning becomes a laborious process as a result of this (Stefano A. Bini & MD, 201826). Deep learning is a 
relatively new discovery in the field of machine learning that allows computer programmes to learn how to 
do tasks such as recognising voices and faces. This is accomplished by sending a vast amount of data into a 
neural network that has several layers. Akin to the way in which a child acquires knowledge, deep learning 
has the ability to autonomously evaluate unstructured material by identifying features. The year 2018 saw the 
publication of Stefano A. Bini and MD. Natural language processing, which refers to the capacity of 
computers to perceive and analyse human language, is one of the areas that it further advances (Ved et al., 
2016; Jarrahi, 2018). Other areas that it progresses in include robotics, machine vision, expert systems, 
automated reasoning, and natural language processing. 
 
3.3 ANOTHER TOP USAGE OF HR ANALYTICS TOOLS IN THE HIRING PROCESS: 
In 2018, HR Analytics Tolls has been widely used and integrated into the recruiting processes of a variety of 
organisations, representing a significant advancement in the industry of employment. According to 
Upadhyay and Khandelwal (201827) when it comes to filling a professional job, the most effective technique 
has always been to locate the most qualified individual. It should come as no surprise that social media has a 
significant influence on people's life given the amount of time that people spend on social media sharing their 
thoughts and views. (Van Esch & Black, 201928). The recruiter started promoting the position on social media 
to expand the reach of the job opportunity. This leads to a significant increase in the number of applications, 
which complicates the process for HR to promptly recognise and recruit the most qualified individuals 
(Michaelides, 201829). Businesses incur significant expenses when hiring recruiters to review several 
applications for a single job vacancy. Digital technologies are more efficient and effective than people in this 
regard (Van Esch & Black, 2019). Cognitive biases are natural in the human mind and may occur 
spontaneously. Recruiting organisations should use HR ANALYTICS TOOLS-driven technologies to enhance 
efficiency and speed in order to overcome challenges. Amazon, IKEA, L'Oréal, Unilever and many IT 
companies have used HR ANALYTICS TOOLS-powered recruitment platforms to improve their talent 
acquisition processes. The systems mentioned include Robot Vera, Chabot called Mya, and HireVue 
Assessments. 
 
HR ANALYTICS TOOLS technologies are becoming essential in the recruitment process, enhancing 
efficiency and aiding in the selection of candidates from a vast number of profiles and applications (Sekhri & 
Cheema, 201930). These tools excel in helping create unbiased job descriptions that are impartial and gender-
neutral, attracting top candidates (Rab-Kettler & Lehnervp, 201931). Van Esch and Black (2019) reported that 
HR ANALYTICS TOOLS firms such as Textio use AI technology to help consumers personalise the wording 
and content of job advertisements and descriptions. L'Oréal used AI technology to adjust the advertising's 
sexist wording in order to attract a more diverse pool of candidates (Sharma, 201832). The Applicant Tracking 
System (ATS), powered by HR Analytics Tolls, screens candidates by identifying and assessing keywords to 
align them with appropriate job openings. AI-powered Chabot’s are increasingly being used in the 
employment process. Applicants may interact with these Chabot’s in real-time via various channels such as 
text, email, and social media, and get answers to their inquiries 24/7 (Upadhyay and Khandelwal, 2018). 
These bots can understand and interact with people in a human-like way using natural language processing, 
including contextual terminology, shorthand, emotions, and more (Nawaz & Anjali, 201933). Olivia, an AI 
assistant developed by Paradox, may gather information about a candidate's talents, knowledge, and 
credentials via text messages and interactions on social media (Van Esch & Black, 2019). Video chat analysis 
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is one such tool propelled by HR Analytics Tolls (Fernandez & Fernandez, 201934). Users can configure the 
system to evaluate a variety of interviewee characteristics, including but not limited to their age, illumination, 
tone of voice, cadence, mood, behaviour, eye contact, and emotion. 
 
3.4 TYPES OF HR ANALYTICS TOOLS-BASED RECRUITMENT STRATEGIES–RESUME 
SCREENING AND CANDIDATE MATCHING: 
3.4.1 CHATBOT’S : 
Chabot’s are a kind of conversational HR Analytics Tolls that are able to share information about the firm 
and the position with those who are looking for work. With the assistance of Chabot’s, candidates may get 
their questions addressed, interview dates scheduled, and comments made on their applications. According 
to Black and van Esch's research from 2020, Chabot’s are very useful for high-volume recruitment operations 
because of their ability to handle a large number of applications at the same time. It is possible that recruiters 
might also profit from Chabot’s since they automate tasks that are not only important but also tedious, such 
as providing answers to frequently asked questions (Zel & Kongar, 202035). The effectiveness of Chabot in 
recruiting has been the subject of several studies. As an instance, Koivunen et al. (202236) conducted a study 
that investigated the use of Chabot in the process of recruiting employees for a variety of different types of 
organisations. According to the findings of the study, Chabot’s enhanced the candidate experience by 
providing prompt and correct responses to the inquiries posed via the application process. According to the 
findings of the study, Chabot's made the lives of recruiters simpler, which allowed them to devote their 
attention to more complex tasks such as analysing prospects and conducting interviews. However, there are 
restrictions that apply to the use of Chabot’s in the process of hiring new employees. The possibility that 
Chabot's does not possess the resources necessary to answer personally to the queries made by each 
applicant is a significant disadvantage that may have a negative influence on the experience that they have. 
When it comes to judging less tangible but no less important parts of a candidate's character, Chabot's may 
not be able to provide accurate results. This is another disadvantage of the system. 
 
3.4.2 FORECASTING TOOLS: 
In order to foretell potential results, predictive analytics employs data mining and ML techniques. By 
assessing a candidate's previous actions and results, predictive analytics could help find the best fit for an 
open position. An applicant's likelihood of accepting or rejecting a job offer within a certain time frame may 
be anticipated with the use of predictive analytics (Mehta et al., 201337). The use of predictive analytics in HR 
has been the subject of many academic evaluations. A decision assistance system for big companies' 
recruiting screens was developed by Mehta et al. (2013). This method is designed to help human resources 
professionals find qualified individuals who are more likely to accept a job offer and stay for a long time. To 
do this, we combine a keyword matching algorithm with several bipartite ranking algorithms trained on past 
actions with univariate loss to customise candidate rankings depending on different parameters. The 
recruiting team gets a full ranking list via a user-friendly website with filters to assist them choose the best 
candidates. The authors demonstrate the method's efficacy by examining measures that demonstrate 
enhanced recruiting efficiency with reduced interview counts, based on data collected from a major 
organisation over a long period of time. By looking at prior pre-employment data, they may pinpoint 
candidates with a high turnover rate. The method has been successfully used by a large, internationally 
linked company. Nevertheless, there are certain constraints on the use of predictive analytics to the hiring 
process. The inability of predictive analytics to account for factors like cultural fit and the candidate's 
capacity to work in a team is a big drawback. Predictive analytics may have the potential drawback of being 
too rigid to adapt to shifting worker dynamics or business requirements. 
 
3.4.3 AUTOMATION-RELATED STRATEGIES  
Machine learning algorithms may be programmed to sort resumes according to predefined criteria, allowing 
for the discovery of the best possible applicants. In order to determine whether a candidate is a good fit for a 
particular position, machine learning algorithms may be trained on massive resume databases. Additionally, 
algorithms based on machine learning have the potential to detect and eradicate biases that occur throughout 
the hiring process (Roy et al., 202038). The use of machine learning algorithms to the recruitment process has 
been studied by several scholars. The main goal of the study carried out by Schleder et al. (201939) was to 
discover strategies for extracting useful information from the vast quantities of raw data produced by cutting-
edge computational and experimental techniques. Materials scientists use these methods to sift through vast 
datasets in search of meaningful patterns and correlations. Density functional theory was studied as an 
example of an approach for electronic structures. The writers continued by discussing the high-throughput 
approach, which is used to produce massive volumes of data. The next topic was data-driven ways for 
extracting information from the produced data. Data mining, machine learning, and data filtering are all 
examples of methods that fall under this category. According to the research, machine learning algorithms 
have no trouble sifting through the vast amounts of complicated data used in materials science in search of 
patterns and correlations. The development of novel materials with improved characteristics may be 
facilitated by the recent advent of computational materials research methods, which have the potential to 
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reveal hidden complexity. To be fair, the study did highlight some of the challenges, obstacles, and possible 
future directions of this fascinating new area of inquiry. 
 
3.5 THE EFFICACY OF HR ANALYTICS TOOLS-POWERED RECRUITMENT APPROACHES: 
Several academics have examined the efficacy of recruiting tactics that use HR ANALYTICS TOOLS. 
Research by Johnson et al. (202040) sought to investigate how HR Analytics Tolls and electronic human 
resource management (eHRM) may help the hotel and tourism sector with its workforce issues. The study's 
stated goal was to have a conversation on how AI-powered e-selection and e-recruitment platforms may aid 
businesses in the sector with retention rates, turnover prevention, and overall efficiency. This was 
accomplished by studying the hotel and tourism sector through the lenses of electronic human resource 
management (eHRM), HR Analytics Tolls (AI), staff recruiting, and employee selection. Improving 
recruitment and selecting results was one of the many topics covered in the research, which also offered 
insights into the industry's potential uses of eHRM and AI. According to the study's results, the hotel and 
tourist industry's hiring practices might be drastically altered with the use of electronic human resource 
management systems and HR Analytics Tolls. While eHRM and AI may provide valuable insights, it is crucial 
to make sure that workers are happy with the choices taken and that the results benefit both the organisation 
and its employees. 
 
The purpose of Mehrotra and Khanna's (202241) research was to determine how companies feel about HRM 
automation and how far recruiters may take the usage of AI in the hiring process. The purpose of the 
research was to shed light on how the dynamic and competitive corporate environment is influencing human 
resource procedures and functions in the age of digitalization. Four IT industry professionals were 
interviewed in semi-structured interviews to provide primary data for the research, which used a theme 
analysis technique. In order to help recruiters and HR managers take advantage of new technological 
advancements that save costs, the research sought to provide practical insights into the areas of HR Analytics 
Tolls (AI) installation and management. According to the findings, AI can help recruiters find qualified 
candidates, and HR departments are becoming more open to the idea of using automation in HRM. The 
report emphasises how many HR tasks and processes are being transformed by digitalization, and how HR 
ANLYTICS TOOLS has the ability to improve these processes and make them more user- and customer-
friendly. When thinking about HR Analytics Tolls in the context of HRM, recruiters and HR managers may 
benefit greatly from the study's overall findings. Also, Chabot’s' efficacy can be dependent on the Chabot's 
design and the calibre of the answers given to applicants. Chabot’s are computer programmes that can mimic 
human speech. When hiring new staff, Chabot’s may handle applicant inquiries, interview scheduling, and 
feedback. The efficiency of the Chabot is greatly influenced by its design. Candidates may get frustrated and 
have a negative experience with the Chabot if it is not well-designed. In a same vein, Chabot's efficacy is 
highly dependent on the respondents' quality of answers. Candidates could have a negative experience if the 
answers are misleading or do not provide any useful information. 
 
3.6 DRAWBACKS OF HR ANALYTICS TOOLS-POWERED HIRING METHODS: 
While AI-based recruiting tactics may have certain advantages, it's important to keep in mind that they also 
have some limits. A major drawback of AI-based recruiting tactics is that they could miss certain important 
details that influence a candidate's effectiveness on the job, such how well they mesh with the company 
culture or how well they collaborate with others. Another drawback is that biased data used to train AI-based 
recruiting algorithms might lead to their continued use. The failure of HR ANALYTICS TOOLS-based 
recruiting tactics to include all important elements influencing a candidate's effectiveness on the job is one of 
their main drawbacks. HR Analytics Tolls systems could struggle to determine, for instance, if a candidate is 
a good cultural fit or has good teamwork skills. These aspects are crucial to success on the job, but they're not 
always easy to put a number on. As a result, hiring tactics that are entirely dependent on HR ANALYTICS 
TOOLS run the risk of ignoring competent applicants who do not fit the algorithm's predefined 
requirements. The use of HR ANALYTICS TOOLS-based recruiting algorithms trained on biased data poses 
the additional serious risk of bias persistence, which is another major issue with these approaches. The data 
utilised to train HR ANALYTICS TOOLS systems determines their impartiality. In the case of candidate 
selection, the HR ANALYTICS TOOLS will maintain its bias if trained on biased data. Gupta et al. (202142) 
aimed to find out if and how people's scepticism of AI-generated biased suggestions is impacted by their self-
reported national cultural values. Worries that recommender systems would disproportionately affect 
marginalised and vulnerable groups, especially in terms of sustaining and worsening gender and racial 
prejudices, prompted this research. To fill this informational deficit, the researchers surveyed 387 American 
adults and looked at how cultural norms like collectivism, masculinity, and uncertainty avoidance may 
influence people's propensity to challenge biased HR ANALYTICS TOOLS suggestions. A quantitative poll 
including topics like cultural values and HR ANALYTICS TOOLS scepticism was part of the methodology 
used in this investigation. This study's results show that people who follow national cultural norms like 
collectivism, masculinity, and ambiguity avoidance are more prone to doubt HR ANALYTICS TOOLS's 
biased suggestions. Our knowledge of how cultural values impact HR ANALYTICS TOOLS scepticism 
stemming from perceived bias is enhanced by these findings, which add to the ongoing academic discussion 
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on the need of holding HR ANALYTICS TOOLS responsible. Policymakers and HR ANALYTICS TOOLS 
developers might use the study's findings to better understand the murky relationship between cultural 
values and HR ANALYTICS TOOLS. To fight hiring bias, businesses should train their HR ANALYTICS 
TOOLS systems using diverse and representative data. To provide peace of mind, they should track their 
results to make sure HR ANALYTICS TOOLS-powered hiring practices aren't fostering prejudice. 
 
3.7 CONCERNS RELATING TO ETHICS: 
Although there are several advantages to using HR ANALYTICS TOOLS-based recruiting tactics, companies 
should be mindful of the ethical considerations that come with them. Hunkenschroer and Luetge (2022) 
argue that organisations may improve their recruiting procedures using HR ANALYTICS TOOLS technology 
while minimising hazards and ethical problems if they take proactive measures to protect privacy and 
fairness. Data collection and analysis are key components of HR ANALYTICS TOOLS-based recruiting 
tactics. This data often includes sensitive information like as applicants' names, addresses, and employment 
histories. Cyber-attacks or exploitation of this data might have serious consequences, thus organisations 
must take precautions to keep it securely and prevent unauthorised access (Du & Xie, 202043). Candidates 
also have a right to know who is collecting and using their personal information. Consequently, businesses 
should be forthright with applicants about the data they gather and should lay out their privacy policies and 
security procedures in a clear and understandable manner. Fairness is another important ethical 
consideration when it comes to HR ANALYTICS TOOLS-based recruiting tactics. Some groups of applicants 
may continue to face prejudice or discrimination since HR ANALYTICS TOOLS systems have the potential to 
be built with inherent prejudices. For example, according to Wei and Zhou (202244) and Sari et al. (202345), 
HR ANALYTICS TOOLS algorithms may imitate biased hiring practices if they are trained on data that 
includes biased information, such as gender or ethnicity-based hiring choices in the past. Organisations may 
avoid these problems by being objective and fair in their hiring practices. Training AI algorithms on diverse 
and representative data sets is one way to prevent prejudices from being perpetuated; another is for the 
recruiting team to routinely evaluate the algorithm's output for signs of bias and to fix them if found. 
 
3.8 PRIMARY APPLICATIONS OF HR ANALYTICS TOLLS CONCERNING RECRUITMENT:  
3.8.1 A TOOL FOR HIRING WATSON FROM IBM: 
Clients' current application tracking systems may be easily integrated with Talent Suite, an add-on product. 
The goal is to use HR ANALYTICS TOOLS skills to make the hiring process better. Using this software, 
businesses are able to better find applicants whose backgrounds and expertise are a good fit for the vacant 
positions. In this way, hiring managers may focus on the most promising job postings and candidates. 
Predictive recruiting, which uses data analysis to determine which individuals have the most potential for 
advancement and success in the position, is another important characteristic. Human recruiters may 
overlook important details if they didn't have this data. As a whole, Talent Suite uses HR ANALYTICS 
TOOLS to make human recruiters' jobs easier. The goal of the application is to improve the efficiency, equity, 
and speed of the recruiting process by integrating with the customers' current HR operations.  
 
3.8.2 HR ANALYTICS TOOLS-BASED VIDEO INTERVIEWING TOLLS USED BY UNILEVER: 
A revolutionary step forward in the hiring process might be video interviews. As a result, you won't have to 
deal with the hassle of applicants missing or cancelling planned calls. Rather of wasting time playing phone 
tag, recruiters may merely screen candidate’s live using video chat. Also, prospects save a tonne of time and 
effort since they don't have to go for the first in-person interview. Virtual reality makes it all possible. Video 
interviews are a win-win for all parties involved; they streamline and enliven the employment process. 
Employers are able to gauge potential employees with the help of that priceless first face-to-face encounter. 
Plus, potential employees may reach out to the business without leaving their current environment. 
Simplifying scheduling and getting to know artists over video chat is a win-win situation. When it comes to 
contemporary, candidate-friendly recruitment, this real-time method is where it's at. 
 
3.8.3 HILTON IS USING HR ANALYTICS TOOLS TO FIND NEW EMPLOYEE: 
The Hilton Hotels group has opted to use HR Analytics Tolls to improve its hiring process. What became of it 
all? Quite remarkable. Now they scan resumes and applications using automated methods. Hilton has seen a 
forty percent increase in recruiting after using this technology! The time it takes to replace vacant positions 
has been reduced by an astounding 90%, which is even more insane. This is the stuff of star-studded careers 
being accelerated. Hilton is able to swiftly identify excellent applicants and contact them thanks to the HR 
ANALYTICS TOOLS. They are able to hire the most qualified candidates and get them started on the job 
much more quickly as a result of this. The HR ANALYTICS TOOLS recruitment strategy is obviously 
successful. The Hiltons were able to increase their recruiting pace without lowering the quality of their 
candidates. Recruiters may concentrate on securing deals with top applicants while technology takes care of 
the mundane tasks. By combining human and machine intelligence, they have shown that it is possible to 
attract and engage the best candidates. This type of tech-driven (yet people-centered) strategy should be 
adopted by more businesses. 
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3.9 HR ANALYTICS TOOLS INFLUENCE ON HIRING PROCEDURES: 
Aik, Neha (202346) when it comes to recruiting new employees, HR ANALYTICS TOOLS has truly changed 
the game. More and more businesses are using Chabot’s and other AI technologies to communicate with job 
applicants, handling their inquiries and setting up interviews. It's very remarkable! In addition, these 
machines can sift through applications much more quickly than a human could, identifying candidates who 
seem to be a suitable fit for available positions. We love it because it eliminates prejudice in the hiring 
process; HR ANALYTICS TOOLS doesn't care whether you're young or old, male or female; it just considers 
if you possess the necessary skills and background for the position. Plus, it eliminates a lot of administrative 
work for the recruiters, freeing them up to concentrate on in-person interviews. Computer programmes 
powered by HR ANALYTICS TOOLS are now capable of crafting job advertisements and recommending 
them to potential applicants. This recruiting thing is obviously taking the company in a technological 
direction. However, at this time HR ANALYTICS TOOLS cannot fully replace human beings. With a large 
number of candidates to process, a personal touch is still necessary. Additionally, seasoned recruiters are still 
required to carry out the crucial interviews and determine whether a company is a good cultural match. We 
do not see a future in which AI bots initiate conversation with applicants independently. We do believe that 
HR ANALYTICS TOOLS is radically altering the way we evaluate resumes and the criteria used to get the first 
round of screening. Since algorithms now prioritise these factors, the focus has shifted to keywords and 
quantifiable talents. So, technology is great when utilised properly, but it shouldn't decide everything when it 
comes to recruiting. Even with all the progress made in the realm of high-tech recruiting, there are still 
certain caveats and restrictions to be aware of. However, in general, we can state that it has significantly 
improved and expedited the first phases of attracting job seekers. 
 
When it comes to selecting new employees, AI has revolutionised the interview process. HR Analytics Tolls 
systems may sift through resumes and set up interviews with candidates who come closest to meeting the job 
requirements. Instead of letting them wait, this expedites the process of getting qualified prospects in front of 
the recruitment team. Joy D'cruz (202347) currently, some hiring managers choose HR ANALYTICS TOOLS 
technologies for candidate screening over human reviewers due to the fact that HR ANALYTICS TOOLS 
reveals novel assessment techniques and data points that people would overlook. This information is current 
as of 2023, when recruitment is ongoing. In order to determine whether a person is a good match, the HR 
ANALYTICS TOOLS considers factors such as their speech patterns, bits of their history, and other data. 
More than half of the organisations are increasing their investments in these HR ANALYTICS TOOLS 
recruiting assistants, according to the report. While 55% of businesses are increasing their investment in HR 
ANALYTICS TOOLS-powered automated recruitment methods, it's crucial to remember that HR 
ANALYTICS TOOLS may still perpetuate pre-existing biases in poorly cleaned algorithms or training data.  
 
3.10 DISCUSSION: 
Both the actors (recruiters) and the applicants (candidates) stand to benefit from HR ANALYTICS TOOLS, 
according to the first theme. Nevertheless, the players using HR ANALYTICS TOOLS in recruiting will not 
benefit from its most notable features until they get a better understanding of what HR ANALYTICS TOOLS 
is and how it operates. Actors should also know that HR ANALYTICS TOOLS hiring is open, equitable, user-
friendly, and provides instant feedback. Efficiently completing the application process is facilitated by it, and 
applicants get personalised feedback—both good and negative—through it.  
 
Both parties are motivated to use HR ANALYTICS TOOLS for recruiting because of the timely, constructive 
criticism that candidates get, which helps them to enhance their application and abilities. In the meantime, 
HR managers may take on more advisory and leadership roles while HR ANALYTICS TOOLS handles the 
repetitive, tedious, and menial chores of CV screening.  
 
Managers may put their energy into cultivating relationships, nurturing talent, retraining employees, and 
embracing diversity in the workplace. The actors need to know that the quality of the data used to train the 
algorithm is the most critical factor in the success of HR ANALYTICS TOOLS-based recruiting. The 
algorithm's ability to find and hire top talent depends on the quality of the data it is fed. Being forthright 
about the algorithm that will be employed also helps in building confidence among candidates by showing 
that the process is fair and transparent. Additionally, AI allows recruiters to sift through mountains of social 
media data in search of a candidate's character traits. Human recruiters are still necessary to evaluate 
applicants for the correct combination of sensitivity and emotion, even when HR ANALYTICS TOOLS can 
analyse their behaviour and facial expressions. 
 
The HR ANALYTICS TOOLS position focuses on the impact of AI on selection and recruitment, highlighting 
the primary advantages of AI in HR. HR Analytics Tolls (AI) may provide effective ways to acquire suitable 
talent and eliminate any human biases in the recruitment screening process. AI algorithms have the capacity 
to mitigate human biases by ignoring individual traits like gender, race, name, and educational history. It 
assesses candidates based on the information they offer, including their credentials, competencies, and 
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experience. AI is grounded on facts and is not affected by prejudices or emotions. Data sets promoting 
diversity and inclusion undergo unbiased assessment. HR ANALYTICS TOOLS systems may create a 
psychological profile of a candidate by evaluating their facial expressions and verbal inflections, offering 
insights into their emotional state and behavioural inclinations. In the future, it will help businesses choose 
people who not only possess the required abilities but also align with the company's culture and values by 
predicting their thought processes and behaviours. AI is streamlining the laborious but essential processes of 
finding, screening, interviewing, and selecting candidates, while also ensuring accurate information is given 
to new employees, leading to a transformation in the conventional role of HR. To streamline the sourcing 
process, HR ANALYTICS TOOLS may assess applications, communicate with candidates individually, and 
schedule meetings between the two sides by reviewing the recruiters' schedules. AI can expedite the 
recruitment process by analysing vast volumes of data, use predictive analytics to identify patterns and 
relationships, and finally selecting the most qualified candidates. Some companies are seeing a decrease in 
employee turnover due to improved recruiting methods. This strategy aims to optimise the recruitment 
process by enhancing efficiency without compromising on quality. HR ANALYTICS TOOLS assists recruiters 
in efficiently handling large volumes of data promptly and accurately. AI-powered recruitment simplifies and 
automates the whole hiring process, from locating applications to on-boarding, saving time, money, and 
human effort. Recruiters can improve the application experience, attract top talent, and transform the 
recruitment process by using HR ANALYTICS TOOLS's data processing, decision-making, and quick 
feedback skills. 
 
The final topic, "potential risk," explores challenges that might occur from using HR ANALYTICS TOOLS in 
the recruiting process. The main focus of this topic with HR ANALYTICS TOOLS is issues related to ethics, 
privacy, legality, and investment instability. Recruiters may have prior biases that influence their preferences 
for certain candidates throughout the recruiting process due to human bias. Although HR ANALYTICS 
TOOLS is being used to eliminate discrimination and promote transparency in the employment process, it 
still retains unconscious bias. AI's potential to perpetuate prejudice and bigotry arises from its dependence 
on extensive data and capacity to learn from many sources. This risk is heightened when the data used to 
train HR ANALYTICS TOOLS includes instances of bias or discrimination against certain groups. Srirang, 
Shweta & Manoj (2019) and Black & Van Esch (2019) highlighted that AI created in certain conditions might 
be biassed due to the corporation's prior acts or the programmer's unconscious prejudices. Even if all the 
qualifications for a job are fulfilled, an AI trained on a company's data that has shown a bias towards male 
candidates may nevertheless detect discrimination against women. AI's inability to empathise means it can 
only base its evaluations on given data and cannot be judged by human standards in assessing applicants 
based on attributes like gender, colour, or age.  
The data is used to discover a trend and then punish a candidate appropriately. Prejudice might be based on 
the candidates' gender, age, or race. Furthermore, the specific direction in which this pattern will exhibit bias 
and the mechanisms behind that bias are not always readily apparent. Amazon's machine learning system 
failed because it was biased against female candidates due to outdated data it was provided with in the past. 
Hence, thorough data preparation and analysis are necessary. Ensuring high-quality, error-free data is 
essential. Dijkkamp (201948) states that providing the algorithm with inaccurate data would lead to an 
inaccurate output. The AI development organisation must be cautious in selecting high-quality datasets for 
training due to the abundance of low-quality and often free datasets, since obtaining full and reliable data 
might be difficult, costly, or restricted. The firm must be meticulous in training its AI using top-notch 
datasets to avoid developing a biased or low-quality HR ANALYTICS TOOLS, which might potentially harm 
the business. 
 
Final point Adopting HR ANALYTICS TOOLS involves considering both the benefits and drawbacks. All 
stakeholders, including employers, candidates, the organisation, and external groups, need to collaborate in 
order to capitalise on the advantages and opportunities offered by AI. To create sharing platforms for 
exchanging knowledge and resources, participants need to be open-minded and interact with other parties. 
Savola and Troque (201949) state that HR and IT departments collaborate to create innovative opportunities 
and values via the exchange of information and ideas.  
 
Organisations may enhance their performance and efficiency by using HR ANALYTICS TOOLS-driven 
solutions provided by a third-party software company. They may also get more knowledge about these tools 
and use that information to instruct its internal stakeholders on how to manage the technology. The firm's 
conventions and constraints hinder players from sharing their experience with performers external to the 
company. Actors must be open and responsive to new knowledge to fully use AI technology. The performers 
must also acknowledge and collaborate with the machine after they have fully adopted this technology. 
People may feel uncomfortable and unwilling to engage with AI technology if they see the computer as 
assuming decision-making duties. Authors like Black, J. Stewart, and Patrick van Esch (202050) have 
highlighted that the best results are obtained via collaboration between humans and robots. Humans and 
robots may collaborate to optimise decision-making without favouring one over the other. 
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4.0 SUGGESTED RECOMMENDATIONS FOR ONGOING RESEARCH: 
 

Following a review of the existing literature, which mostly focuses on broad possibilities, it is suggested that 
more research be conducted on the use of HR Analytics Tolls in recruitment due to the fact that it has just 
emerged and has promise. Investigating the particular problems that are related with the use of this 
technology should be the primary focus of further research. Since most of the studies that have been done so 
far have concentrated on the perspective of the organisation, there is a need for more study to explore the 
perspective of candidates about the utilisation of HR ANALYTICS TOOLS-based hiring. 
 

5.0 CONCLUSION AND IMPLICATION: 
 
Finally, by examining the advantages and disadvantages of HR ANALYTICS TOOLS in recruitment, readers 
will have a deeper understanding of the technology's evolution in recent years. This knowledge may assist 
recruiters in generating innovative solutions, assessing existing challenges, and capitalising on upcoming 
prospects. A literature study was conducted after a comprehensive analysis of the advantages and 
disadvantages of HR ANALYTICS TOOLS. The four primary themes were: the HR ANALYTICS TOOLS role, 
detailing the diverse applications and advantages of HR ANALYTICS TOOLS for recruiters and applicants; 
the actor role, illustrating how AI can enhance efficiency for users; potential risk, examining various systemic 
challenges to consider before investing; and adoption, identifying factors such as collaboration and 
knowledge acquisition to manage risks and leverage the benefits of this technology. Consider if HR 
professionals are capable of addressing the stated challenges. Given that robots can fully automate the 
recruiting process, what is the level of productivity associated with manual execution? Further research on 
existing systems should address these issues, in our view. This research helps assess the practicality and 
feasibility of integrating HR ANALYTICS TOOLS into the recruiting process. It also identifies what to expect 
from HR ANALYTICS TOOLS and what issues need to be resolved before its deployment. Furthermore, this 
thesis may inspire other scholars to explore this subject in greater depth and maybe discover new research 
opportunities. 
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