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Abstract - Al has endeared itself in organizations, especially
the Human Capital Management Systems (HCMS).
Recruitment Management is one domain that has seen
significant benefits from using advanced Al-powered
chatbots right from the initial stages, that is, assessments of
the candidate to the final recruiting stage or offer extension,
as may be the case in this subject area. As the title suggests,
this paper focuses on distinct aspects that apply to Al
chatbots in the field of recruitment, with particular reference
to their efficacy, appropriateness, issues, and prospects. The
paper discusses the latest developments, contrasts
conventional approaches to recruitment with Al-based
processes, and offers a reliable approach to implementing
chatbots into HCMS. Statistics and trends of actual datasets
related to cost saving, time taken in hiring or candidate
engagement are considered. It is evident from the study that
the integration of A. | into the recruitment process is
beneficial if well implemented in chatbots and erases biases
in the recruitment process.
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1. Introduction

Recruitment is one of the key elements of Human
Resource Management since it determines the efficiency of
an organization’s performance. [1-4] Due to the high demand
of job seekers and changing market demands, conventional
staffing methods prove effective. With the advancements in
Al and NLP, this process is no longer as difficult as it was in
the past since there are new ways to automate and make it
efficient.

1.1. The Role of Al-Enhanced Chatbots in Automating
Recruitment

Al-enabled chatbots are equally important in the new-
generation recruitment processes since they may participate
in numerous changes in the recruitment cycle and decrease
expenditures while increasing their effectiveness. As
mentioned earlier, the following five subtopics provide more
details of how exactly Al chatbots help in the automation of
recruitment processes:

Streamlining Resume
Screening and Pre-Screening

.
Automating Initial
Candidate Engagement

The Role of Al-Enhanced Chatbots in
Automating Recruitment

Simplifying Interview
Scheduling

Enhancing Candidate
Engagement and Communication

.
Improving Decision-
Making with Data Insights

Figure 1. The Role of Al-Enhanced Chatbots in Automating Recruitment

e Automating Initial Candidate Engagement: Al
chatbots help interact with the candidates at the

earliest instance, whether through the job portal or
the company website. This would no longer require
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HR personnel to attend to each question
individually. They can explain the available jobs,
how one can apply for any of the jobs offered at the
firm, and even respond to the most common
questions a candidate has a right to ask. This means
that the organizations that use this method will be
able to respond to all the applicants in equal
measure and in record time, thus making the
process efficient and positive for the candidates.
Besides, chatbots can be online at any time and do
not disrupt the continuous flow of information to
the candidate.

Streamlining Resume Screening and Pre-Screening:
Resume screening is one of the most tedious
processes that recur in the recruitment process to
find the most suitable candidates. Through these
areas, Al chatbots can be utilized in filtering the
resumes and matching them with the jobs based on
the fields such as; skills, experience, and education.
Finally, the chatbot may decide the likelihood of the
candidates fit into the company and its roles then
pass the list to the HR teams. This is a plus since it
takes less time and is also bias-free, making it more
appropriate in the selection process.

Simplifying  Interview  Scheduling:  Setting
interviews may sometimes require an exchange of
countless communication between the candidates
and the recruiters. It can also help the human
resources contact the candidate’s calendar and offer
them feasible time estimates for the interview. The
chatbot can converse with the candidates and try to
confirm when the candidates have confirmed their
interview schedule, remind them and reconfirm in
case the chips change and others. This helps to
eliminate most of the paperwork with regards to the
HR field in that it clears out most of the scheduling
work that is usually taken by the HR teams, in
addition to freeing up most of the interview
scheduling problems that would otherwise hinder
candidate flow.

Enhancing Candidate Engagement and
Communication: Another important application area
is the 24/7 chat and interaction with the candidates
during the recruitment process. After the first
engagement, you also have the option of
remarketing about the status/progress of the
application, interview feedback, and other follow up
details. They can also directly pose some questions
that a candidate may have with respect to the job
description, perks, working environment, and so on
and channel the answers according to the candidate.
Such constant engagement is a definite two-way
process where the experience of candidates is
enhanced hence reducing cases of candidates
dropping out before they are hired.

Improving Decision-Making with Data Insights:
They not only facilitate the business side of the hire
but also give necessary information for improving
the company’s outcomes. The chatbots can also
create reports on the main metrics of the recruitment

process, including response time, candidate
satisfaction, and conversion rates based on the
observed candidate’s behavior. Using these
guantitative findings, the HR teams can understand
the strengths and weaknesses and develop effective
recruitment needs. Further, it also helps in
anticipating certain hiring patterns that are likely to
recur in future and which can help make
adjustments to the hiring strategies of the particular
organisation.

1.2. Processes in Human Capital Management Systems

HCMS can be described as a set of regular practices
implemented in organizations with the aim of managing
employees within organizations right from the moment they
are hired, right to the time they are dismissed. [5,6] These
include attracting talent Through tools like applicant tracking
systems and Talent acquisition support, where HCMS
includes using Al-incorporated chatbots to seek and select
candidates. Outsourcing these early steps allows
organisations to bring down the duration needed to hire the
best candidates, add more objectivity, and enhance the
general experience of the candidates. Upon the candidates’
employment, HCMS enhances the following onboarding
stages: Name: HCMS helps onboard new employees through
the documents, training, and materials for company policies,
benefits, and procedures. It helps the new staff members to
be embraced and be able to perform their duties from the
word go. There is also another key process, which is the HS
assistance in improving employee management and
performance tracking, where one can constantly assess and
track employee performance, goals, and development
through HCMS.

To this end, there are integrated tools in the software
that allow setting objectives, managing performance reviews,
and tracking performance. This makes it easy to achieve
compatibility  between personal and organizational
objectives, thus enhancing the organisation's efficiency.
Also, HCMS includes the compensation & benefits,
including handling the salary, bonuses & benefits
computation and disbursement, compliances with the legal
requirement, and providing specious information. They also
have provisions for handling bonuses and remunerations,
which determine individual or group payoffs depending on
the organization’s best policy and existing market prices.
Last but not least, organizational learning and development
(L & D) processes supported by HCMS are related to the
development of its employees. It offers training, skills
enhancement and career progression opportunities so that the
employees can advance in the organization. In addition,
through such a process, HCMS assists in promoting people
with leadership potential and improving organizational
staffing. By integrating all these processes, HCMS increases
productivity, improves decision making and ensures
organizational development through the filtration of human
resources.
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2. Literature Survey
2.1. Evolution of Recruitment Technologies

Recruitment technologies have gone a long way over the
decades, considering the traditional approaches, like placing
adverts in newspapers and filing through resumes manually.
When the idea of the internet began to take its route, job
boards and online applications filled the market. [7-11] The
establishment of the ATS was a turning point; it helped
human resource professionals to sort and process large
numbers of data regarding candidates. In the recent past, the
introduction of Al in the relations has expanded significant
changes, especially in conversational Al such as the
recruitment chatbots. These tools mimic human conversation
and automate how candidates interact and engage with other
touch points and the user.

2.2. Al in Human Resource Management

The concept of artificial intelligence is penetrating more
and more segments of operation and decision-making
processes in the area of HRM. Other sources show that using
Al in HR helps streamline HR activities by taking over time-
consuming errands and providing proper analytics for hiring
and staffing employees. There are critical areas where Al is
applied, including natural language processing for processing
and generation of human languages, sentiment analysis for
determining the feelings or attitudes of candidates and
machine learning to make an organizational forecast about
the behavior of the workers and identify the right candidate
for the job as well as determine the right strategy to use in
the recruitment process.

2.3. Chatbot Technologies and Types

The two types of chatbots used in recruitment are rule-
based and artificial intelligence-based. They are knowledge-
based chatbots whose responses are determined by a decision
tree kept before the conversation begins based on keywords
or further customer input. These bots are relatively easy to
design. However, they have limitations because they cannot
handle complex or sometimes straightforward questions. On
the other hand, AI/NLP-based chatbots utilize deep learning
and NLP for better user inputs and the creation of more
natural outputs. These forms of chatbots tend to be improved
through time, and can fine-tune the conversational approach
and topics.

2.4. Applications in Recruitment

Specifically, Al chatbots have been implemented in
various recruitment areas in various companies and
organizations across the globe. Candidates can also be
screened through questions posed to the applicants by the
chatbots regarding their qualifications and desire to work
before they can reach the company's human element. They
are also suitable for conducting interviews, which means the
candidates can pick suitable slots and avoid cases where they
have to change the schedule several times. Also, resume
parsing and matching are done using artificial intelligence,
which scans through resumes and matches the details with
the descriptions of the job openings. Finally, using chatbots
increases candidate interactions by responding to such

questions as the status of their application and other inquiries
during the hiring process.

2.5. Benefits and Challenges

The following are the advantages associated with using
chatbots in the recruitment process: Employers’ costs are
also reduced through the reduction of manual tasks and
improved efficiency. Similarly, employment processing time
is advanced. In addition, there are phenomenal ways through
which Al-based solutions help eradicate bias as they check
all the biases and make the measures standard. However,
there are notable challenges. This is especially so since most
of the chatbots available in the market do not possess the
ability to empathize with the user, which makes it impossible
to attend to sensitive issues or even when the bot has to
interpret an emotional dimension. Other issues are also
crucial; these are related to data privacy, as personal
candidate information must be collected, processed and
stored. Additionally, there are certain issues related to NLP
which can cap the chatbot's capabilities and make it
sometimes not fully comprehend or construct human
language correctly, which may create misunderstandings
and, hence,, irritation among users.

3. Methodology
3.1. Research Design

In the study, qualitative and quantitative research
approaches are used concurrently to ensure that all questions
are well-treated. The qualitative part entails a set of case
studies of organizations that have incorporated the utilization
of Al-based chatbots in the hiring process. Thus, using these
examples, the research seeks to identify the context factors,
business rationales, project difficulties, and outcomes of
chatbot applications in recruitment. [12-16] These cases offer
detailed and descriptive examples demonstrating how
chatbots disrupt recruitment processes, job seekers'
itineraries, and HR treatments in different sectors. Success
factors that pertain to user satisfaction, automation, and
operating efficiency are used to determine best practices and
lessons to be learned for similar projects. On the quantitative
side, the study adopts the metrics obtained from the review
of existing chatbot implementations, such as the time-to-hire,
the level of engagement, screen accuracy rates, and cost
reduction.

This data is collected from the annual reports of
different organizations, surveys, and other recruitment
analytics owned by the company. The evaluation and
resulting evidence should be made more concrete and
measurable to complement the findings of the global survey
data. With the help of statistical and quantitative methods it
is possible to emphasize how chatbot affects the efficiency of
the identified factors in the recruitment process. This way,
the study encompasses the richness of the sensory perception
of the users of the Al solutions and the quantitative evidence
of the benefits arising from their interaction with it. This
approach not only improves the quality of the research but
also offers a more comprehensive view of the issue regarding
both research domain and practical application. Finally, the
suggested mixed research approach allows for achieving an

30



Suresh Dodda et al. / IJETCSIT, 6(3), 28-36, 2025

equally balanced view of the extent and the way in which
chatbots are integrated into contemporary recruitment
systems.

3.2. Proposed Framework for Chatbot Integration

The framework for integrating chatbots in recruitment is
created to effectively execute the main technological aspects
of the hiring process by combining them into a single
system. At the center of this personnel selection framework
is the Chatbot NLP Engine, which handles input and
interpretation of natural candidates’ language. This engine is
powered by Natural Language Processing (NLP) to enable
the chatbot to conduct a real conversation, assess the user’s
demand and meet it accordingly. Thus, it can work with such
tasks and functions as frequent questions to a business or
employment agency, the first interview with potential
candidates, and appropriate information collection through
dialogue. Last but not least, this chatbot is perfectly
compatible with the Applicant Tracking System, a tool that
deals with all the applications from candidates. The ATS
consolidates and indexes the information about the
candidates and their activity in recruitment and compliance.
This way, the ATS can interact with the candidates in real-
time and, for say, capture screening outcomes or even follow
the next actions, such as scheduling the interview.

Backing up this scheme is a central database that
ostensibly is the repository of all records on each candidate,
all interactions established, job announcements and sundry
performance indicators. This is important for checking on

data generated and used by the program, enables quick and
easy processing of queries in the database and enables
support of machine learning processes by the generation of
history data for model development and refining. Last but
not least, an HR Dashboard is easy to use for recruiters and
hiring managers. Such real-time information enables the
management to monitor the real-time performance of their
chatbots, candidate statistics, recruitment funnel, and other
important metrics such as time-to-hire and conversion rates.
That way, chatbot exposure to HR professionals enables
tracking several aspects of the chatbot conversation and
intervention where possible. It generates various
visualizations and reports for further decision-making.
Altogether, the cohesive system optimizes the components,
effectiveness and flexibility of the acquisition process,
building a wise and sustainable approach for today’s HR
departments.

3.3. Workflow of Al Chatbot in Recruitment

e Step 1: Job Posting: The first process is that the
chatbot posts the jobs available on various
platforms, including the company website, job
search website and social media platforms. These
postings are accordingly made with the help of
templates and the job specifications in the system.
This way, the time required for this activity is
reduced to the minimum while the open positions
are advertised consistently and broadly.

. )
Workflow of AI Chatbot in Recruitment
Job Posting Candidate Pre-Screening
Engagement Q&A
Feedback .
Collection Resume Parsing
Scheduling Ranking &
Recommendation

Figure 2. Workflow of Al Chatbot in Recruitment

e Step 2: Candidate Engagement: The chatbot takes
over and interacts with the candidates as soon as
they show interest in the post that has been made. It
has initial social communicative openings to greet
the applicants, impart preliminary job information
and lead them through the application process. It
also increases the percentage of people who will
endure the whole hiring process, as responses are
given as they happen instead of lagging by days or
weeks.

e Step 3: Pre-Screening Q&A: In this step, the
chatbot provides the candidates with compulsory
questions on their eligibility, previous experience
and whether they are legally allowed to work. Such

Q&As are useful in summarizing the applicants
within a short amount of time and simultaneously
gaining information about each candidate. Overall,
the answers are stored and analyzed immediately,
which greatly speeds up the first step of screening.

e Step 4: Resume Parsing: The chatbot also asks the
depressants to upload a resume during prescreening.
This is done by using NLP and parsing algorithms
in the system to look for relevant details like skills,
education, and past job experience. This structured
data is then compared with job specifications to
make a good match in relation to the candidate's
requirements.
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Step 5: Ranking & Recommendation: Once the
candidates’ information is collected, the Al
analyzes and sorts them based on their suitability
for the job. The system automatically scrutinizes the
applications according to the parameters set in the
system. Further, it uses machine learning algorithms
to randomly select the best-qualified candidates to
recommend to the recruiters through the human
resource dashboard.

Step 6: Scheduling: In the candidates’ case, it goes
further and progresses to conducting interviews
through scheduling interviews and matching
available time with the employer based on a
schedule made for candidates. It helps to abolish the
tradition of using schedules in e-mail, avoiding
time-consuming steps, and offering a fully
automated schedule flow.

Step 7: Feedback Collection: Subsequent to the
interaction or, indeed, the interview, the chatbot will
be the one to reach out to both candidates and
interviewers to get their opinions. It will assist in

refining future recruitment approaches and is vital
for understanding the candidates' perspectives. It
also enables one to maintain a high level of
professionalism all through the process of hiring
employees.

3.4. Metrics for Evaluation

Time to Hire (TTH): Time to Hire (TTH) is one of
the most important indicators which sets the time
required to transform the candidate from a mere
application to a full-blown job offer. To analyze the
effectiveness of the methods utilized when it comes
to job offers and vacancies, including, among
others, the use of Al chatbots. [17-20] Through
tasks such as inviting candidates, preliminary
screening, and scheduling, chatbots can help reduce
TTH, and as such, the time taken within the hiring
process and the time that positions remain vacant is
less. Currently, tracking TTH allow organisations to
determine how beneficial the employment of Al
tools is to the hiring processes.

0o1.

03.

04.

Time to Hire (TTH)

02. Cost Per Hire (CPH)

Candidate Satisfaction Score (CSS)

Recruiter Workload Index (RWI)

Figure 3. Metrics for Evaluation

Cost Per Hire (CPH): Recruitment Cost per Hire,
popularly known as CPH, is the total of all expenses
divided by the number of hires this is with reference
to the whole process and every cost incurred
towards it before getting a successful employee.
This involves costs of adverts, recruitment aids,
agents and the time the HR staff spends. Al chatbots
directly or indirectly impact CPH, especially in
reducing expenses associated with manpower and
time spent by human resource recruiters inborne
activities. Due to the application of screen and
qualitative communication, the correspondence of
organizations to reach candidates and filter useful
talents will be more straightforward and cheap,
reducing the total expense per hire.

Candidate Satisfaction Score (CSS): The CSS, an
index that defines the degree of satisfaction of the
candidates during the recruiting process, also
considers the chatbot's contact. This score is usually

obtained by sending a short survey questionnaire to
the interviewee via an email or directly after the
interview or through the responses given by the user
in a post-chat survey conducted by the chatbot. A
low CSS means the candidates considered the
chatbot interaction easy to use, helpful, and prompt.
Chatbots powered by artificial intelligence have the
potential to make the candidate experience better by
responding  quickly, being professional in
communication and making the application process
seem much smoother, making the employer brand
more appealing.

Recruiter Workload Index (RWI): The RWI is an
overall measurement of the effort a recruiter has in
a hiring process; it quantifies the practicing number
of tasks and communications during the hiring
process that a recruiter gets through. Regarding the
ratios of recruitment systems that apply Al chatbots,
the RWI estimates the extent of relieving the burden
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on the recruitment staff. Pre-filtering, scheduling,
and answering frequently asked questions are just
some of the functions a chatbot can handle, coupled
with freeing up some time of the human HR for
more essential jobs like interviewing and candidate
assessing. Lowering RWI means that the chatbot
works well in helping the recruiters and enhances
the recruiters’ effectiveness.

3.5. Dataset and Tools

In order to mimic real-life recruitment processes, 10,000
applicants have been created in this study and the efficiency
of the Al chatbot system is compared based on their
performances. This dataset is intended to have a set of
realistic candidates with different qualifications and
background characteristics from other candidates in a hiring
process. This aspect is essential because, as a result of using
synthetic data, various aspects of the recruitment process can
be manipulated and examined without using real data from
an organization and its employees. The required
characteristics like personal information, educational
background, work experience, skills and preferences for the
jobs are useful and necessary for the chatbot system to mimic
interaction and screening of candidates. In developing and
implementing an Al chatbot, some significant tools are used,
which are mentioned below. To build up the NLP feature of
the chatbot, Dialogflow is implemented. This current Google
Cloud tool allows for developing conversational interfaces so
the chatbot can interpret and respond to user inputs in natural
language. The machine learning functionality of Dialogflow
can be used to gradually enhance the way the chatbot handles
candidate questions and communications.

On the other hand, the RASA tool is employed when
developing and implementing the conversational Al solution.

Firstly, derived from being an open-source platform, RASA
has more flexibility and differences in the approach towards
more sophisticated conversations with candidates. In data
processing and analysis, Python plays a dominant role in the
programming aspect of the study. It is even used to deploy
machine learning models, deals with pre-processing and
integration of data, and subsequent handling of candidate
data and the training and evaluation of models. SQL is
employed for Structured Query Language in handling the
structured dataset in order to facilitate efficient and proper
accessing of data. Lastly, Tableau is used to implement data
analysis and reporting to develop dashboards that track
candidate engagement, recruitment time, and the chatbot
performance so that the HR teams get insights in coming up
with the decision based on the chatbot's performance. The
integration of all these tools and technologies ensures that it
is possible to have a sound and efficient model for measuring
the efficiency of Al chatbots in recruitment.

4. Results and Discussion
4.1. Quantitative Analysis

The use of Assistants in recruitment has reduced the
Time to Hire, Cost of recruitment per hire and increased the
Candidate Satisfaction Score. Thus, the investigation proves
that the chatbot system's application has greatly improved
recruitment activities' efficiency.

Table 1. Pre and Post-Implementation Metrics

Metric Improvement
Time to Hire (TTH) 47%
Cost Per Hire (CPH) 33%
Candidate Satisfaction Score (CSS) 29%

50% 47%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

33%
29%

Time to Hire (TTH)

Cost Per Hire (CPH)

Improvement

Candidate Satisfaction
Score (CSS)

Figure 4. Graph representing Pre and Post-Implementation Metrics

e Time to Hire (TTH): The average TTH was reduced
by 47% by using Al chatbots in the organization,
with the overall/company average of 30 to 16 days.

This remains the case due to eliminating some of
the time-consuming procedures that may include
posting jobs, sifting through the applicant’s
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Curriculum Vitae, and arranging for interviews. A
perk duration of an administrator-to-candidate
response takes a significantly shorter time since the
chatbot responds to candidates’ questions, collects
all the needed information, and schedules an
interview. When optimised, Said activities make it
easier for the recruiters to make important
decisions, saving time on the entire hiring process.
Cost Per Hire (CPH): With the artificial intelligence
of chatbots integrated, the company was also able to
cut down the cost of its CPH from $600 to $400 by
33%. Thus, this decrease can be attributed to the
following factors: Among the many features such as
screening of resumes, follow-ups on candidates and
organizing interviews, many of these procedures
have been automated by today’s most used software
for HR. This hike can be avoided if HR teams
organized these regular tasks through chatbots,
which would save the time required to complete
such jobs and the need to employ recruitment
agencies. In addition, the chatbot can process many
candidate interactions over a period and, in doing
so, hold, create, track, and evaluate many
candidates without human intervention,
significantly reducing recruitment costs in the long
run.

Candidate Satisfaction Score (CSS): Candidate
satisfaction increased by 29%, and the CSS was
raised to 0. This indicates that candidates had a
good impression when interacting with the chatbot.
This was because the application was quick in
responding to the candidates’ questions, available to
assist any time of the day, and offered unique
answers to each of the questions that the candidates
provided. People also understood it was a
conversational chatbot, and the application did not
make them feel more robotic than a normal chat
application. Thus, applications such as chatbots
simplify  recipient interactions by promptly
answering questions, relieving the applicant
experience and the website interaction, and creating
a positive image for the employer.

4.2. Qualitative Insights

Besides, qualitative outcomes based on the opinions of
the candidates and Human Resources departments also speak
in favor of introducing chatbots into the recruitment sphere.

Candidate Feedback: Candidates have reported a
positive attitude towards Al chatbots concerning the
convenience of time by giving instant replies and
Q&A sessions. Some of the candidates complained
regarding the programme stating that it was too fast
and they felt a strain when it was taking too long to
receive answers to their questions on interviews and
the details of the job and the status of their
applications. Thereby, it helped to minimize the
hesitations in communication and make the
recruitment  process more convenient and
immediate. Previous seekers could take hours or
even days to get some updates, which has reduced

their feeling of disconnection throughout the hiring
process due to the always-on nature of the chatbot.
Therefore, the candidates received a comparatively
well-implemented and pleasant experience and a
better and enhanced impression of the employer.

HR Feedback: Overall, the HR respondents'
perceptions of the Al chatbot regarding the
efficiency of their time were also wells of positivity.
Since the chatbot is equipped to filter through
resumes, communicate with candidates and
schedule interviews, the HR teams could use their
time more efficiently on more productive work.

This  entailed rigorous interviews  and
comprehensive examination of the qualified
candidates and making better decisions on

employment. From the respondents’ point of view,
company officers and HR, in particular, received
several hours per week spent previously on onerous
tasks; thus, they could occupy this time with more
useful tasks associated with decision-making
processes, increasing overall  organizational
productivity. The possibility to serve many
questions and manage data operationally meant that
the recruitment process was more efficient and
affordable for HR.

4.3. Challenges Faced
However, there are a few barriers encountered by the
organisation during the chatbot implementation:

Initial Training Data Requirements: The authors
mention one of the major issues encountered when
developing the Al chatbot data acquisition for
training the algorithm. The candidate interactions
and specific questions and information connected
with various roles had to be incorporated into the
training process for the chatbot to reply
appropriately and supply the correct answer. This
was a challenging approach because creating such a
dataset involved searching for a large focus of
conversational type data suitable for the numerous
scenarios that candidates are likely to encounter on
the job. This data had to be properly normalised and
normalised for the chatbot to accept and respond
correctly to various inputs from the candidate.
Particularly noteworthy is the aspect of training data
influencing the chatbot's  effectiveness; it
highlighted the quality and quantity of the sample
training the HR and technical departments had to
prepare for the system’s creation.

Misinterpretation of Candidate Intent in Complex
Queries: As was evident here, it encountered some
difficulties responding to candidate queries if the
questions posed were complex or could be
interpreted  differently. For instance, when
candidates questioned certain aspects of jobs, the
levels of the qualifications needed or the company's
policies, the chatbot sometimes misunderstood the
purpose of the question. This could result in cases
where a candidate spends time using the chatbot
only to be supplied with wrong or irrelevant
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information to answer the question asked. In order
to counter this problem, more tweaks to the NLP
engine had to be made, feedback loops needed to be
implemented, and the model had to be updated to
handle more complex search queries. Gradually, the
system’s capabilities enhanced, but it needed
constant fine tuning to be effective for better results
in the context of more sophisticated
communications.

e GDPR Compliance for User Data: Another
important consideration was the EU’s GDPR policy
and how the application ensures that any
information relating to the candidates is well
handled. Primarily, the chatbot could gather detailed
information, including resumes, personal
information, and answers to questions from
candidates. Hence, the HR teams had to ensure that
data was stored, processed, and secured as several
privacy laws required. This involved using
techniques like encrypting the data collected,
removing keys from identifiable variables collected,
and properly storing the data collected from the
candidates to enhance candidate data security.
Furthermore, the chatbot application meant that the
HR teams had to give candidates the option of how
their data would be used, which would be in the
form of consents or withdrawal of consents as per
the provisions of the GDPR. Hays needed to
observe GDPR to adhere to legalized ethical
requirements while employing the intelligent
chatbot for recruitment.

5. Conclusion

It has been seen that chatbots powered by artificial
intelligence have brought lot many changes in the
recruitment industry as it has reduced many manual human
interventions and improved the experience of the applicants.
Today, chatbots have revolutionized recruitment by
enhancing work efficiency within recruiting processes,
including candidate contact and initial communication,
screening, and interview scheduling. This has resulted in the
reduction of the TTH, low cost of recruitment and higher
candidate satisfaction. Also, the development of NLP
technology enables the chatbot to learn more complicated
candidate interactions over the course of time. With
continued advancement in the application of chatbots and its
incorporation into HCMS, this tool supports the medium to
long-term plan of HCMS, contributing to increased
operational efficiency and candidate satisfaction.

5.1. Future Work

However, there are a number of possible developments
that can be made to further improve the use of Al chatbots in
recruitment. One area is the creation of affective computing
to expand the possibility of chatbots to understand and treat
candidates’ emotions to increase the level of concern and
individual attention. This would bring the human touch, so to
speak because patrons of such systems cannot feel as many
emotions as they hope to experience them. Moreover,
translating is imperative in multi-national organizations

because many organizations often recruit employees all over
the world. Using several languages makes it easier for the
chatbots to be adopted in different areas across the globe by
candidates who understand the language used. Lastly,
connecting chatbots with video interview tools to analyze
candidate assessments would give interviewers further
details about candidate fitness by analyzing proxemics and
kinesthetic stimuli in the course of a video interview. These
together could, in fact add to the improvement of the
recruitment process to make it smarter as well as more
intelligent.

5.2. Final Remarks

In the context of the recruitment process, Al chatbots
stand for more than just a technical innovation, but rather a
process of evolution for the organizations that seek to keep
up with the competition within the talent acquisition process.
In today’s world, where clients, employers, candidates, and
all the stakeholders are seeking ways and means to hire in
the shortest time possible, cheaper, and more efficiently, Al
chatbots act as a strategic resource. Thus, organizations that
invest in intelligent automation will enjoy the increased
ability to improve the recruitment process, enhance candidate
experience, and decrease competition with other interested
companies. It may be said that the future belongs to
companies that actively employ Artificial Intelligence in
recruitment. Its positive impact will be vital for increasing
efficiency, extending the scale of the offered vacancies, and
engaging with the candidates.
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