
Minnesota Journal of Business Law and Entrepreneurship 

Volume 2026, No. 3 

ISSN: 1540-3270 

201 
https://kommerstad.org 

Comparative Study of Traditional vs AI-based Recruitment Methods in 

HRM- An Empirical Study 

 

1Dr. Balagouda S. Patil, 2Dr. Indira Singh, 3Sachi Nandan Mohanty, 4Dr. Sujit Kumar Acharya, 5Dr. 

Alok Bhardwaj 

1Professor and Director, Dayananda Sagar Business School, Bangalore 

bspatil@dsbs.edu.in 

2Associate Professor & Assistant Dean, Universal AI University, Karjat 

indira.singh@universalai.in 

3School of Computer Science & Engineering (SCOPE),                                                                                                                                       

VIT-AP University, Amaravati, Andhra Pradesh, India                                                                                                                                                                                                                                                                                                                                                                      

sachinandan09@gmail.com 

4Associate professor, Department of Business Studies 

DDCE, Utkal University, Vanivihar, Bhubaneswar 

sujitkacharya@gmail.com; Orcid id 0000-0002-8385-5383 

5Assistant Professor, G. L. Bajaj Institute of Management & Research, Greater Noida (U.P.) 

prof.alok.bhardwaj@gmail.com 

 

 

Abstract 

The way that businesses recruit has changed dramatically with the introduction of artificial intelligence 

(AI) into human resource management (HRM). Compared to current AI-based recruitment, traditional recruitment 

is based on a large number of processes. Such as; reviewing resumes manually, relying on the judgments made by 

humans to evaluate candidates and to place them appropriately in the company, creating job postings for potential 

employees to apply to positions at the company, and conducting face-to-face interviews to determine whether or 

not a candidate will be hired. There are many reasons why these traditional ways of recruiting have their 

disadvantages. For example, they can be very expensive, take a long time to complete, and require a lot of time 

from recruiters and other HR personnel. On the other hand, AI-recruitment uses different types of technology. 

These include machine learning, natural language processing (NLP), predictive analytics, chatbots and automatic 

resume screening. All of this technology allows companies to make better recruitment decisions faster and more 

efficiently. The purpose of this research paper was to examine how both traditional recruitment methods and AI-

based recruitment methods differ from one another. Data were used from sources that included articles published 

from 2020-2026 from academic journals, HR consultants and industry surveys. Using data from those sources, it 

compared the two recruitment methods against each other by measuring their performance in nine areas. As a 

result, companies who use an AI-based recruitment method can save time when making hiring decisions. 

Additionally, companies who use an AI-based recruitment method can also save money when making hiring 

decisions. Companies who use an ai-based recruitment method can also successfully increase the quality of new 

hires. They can also create a more positive experience for candidates throughout the hiring process. Finally, 

companies who use an AI-based recruitment method can also provide equal opportunities to diverse candidates. 

However, there are still some disadvantages to using an ai-based recruitment method. Some of those disadvantages 

may include: biased algorithms being developed through machine learning models, ethical issues related to ai-

human interactions and biases created due to limited training data. 
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Introduction 

In recent years, recruitment and selection processes have evolved to include significant amounts of 

strategy at the top levels of organizations. With the importance of having well qualified and talented individuals 

who share values and beliefs of the organization, the recruitment process is vital to an organization's overall 

success (Sharma, T., et.al., 2019). In addition, the way that recruitment is done today, greatly affects organizational 

productivity, employee engagement, innovation and long-term competitiveness. 

Recruitment traditionally involved a lot of manual effort. This was through advertisement in newspapers, 

employment agencies, employee referrals, campus recruitment, manual resume screening, telephone interviews, 

written tests/exams and face-to-face interviews. Recruiters spent a tremendous amount of their time manually 

reviewing resumes, scheduling interviews with candidates, communicating with candidates and assessing which 

candidate(s) would be best suited for the position (Rao, V. C. P., et.al., 2026). As a result of this manual effort, 

recruitment processes were often time consuming, expensive, subjective to human bias and unproductive when 

there were large numbers of applicants. Digital technologies have rapidly changed how organizations carry out 

recruitment processes. One of the most influential technologies used in human resources has been Artificial 

Intelligence (AI). AI-based recruitment systems use machine learning algorithms, natural language processing, 

predictive analytics, robotic process automation and intelligent chatbots to automate most of the recruitment 

process. Many of these AI tools help recruiters find the right candidate(s), rank resumes, complete preliminary 

assessments, schedule interviews and improve communication with applicants (Sharma, 2018). 

With digital transformation initiatives occurring around the world and remote work becoming 

increasingly popular post COVID-19 pandemic, ai adoption in recruitment has increased significantly. Due to a 

large number of applications received for each vacancy it has become extremely difficult for recruiters to manually 

screen all candidates. Additionally, while AI systems take only minutes to analyze extensive datasets, find 

qualified candidates, predict employee’s success and reduce administrative tasks as well as recruiters can focus 

more of their time on strategic activities such as employer branding or talent engagement/succession planning and 

workforce development. Some multinational organizations have successfully implemented AI-based recruitment 

platforms to improve hiring outcomes. Many of these organizations utilize automated resume parsing/candidate 

matching/sentiment analysis during interviews/chatbot based interaction between candidate & 

organization/predictive assessment of employee success/workforce analytics (Anand, V., et,al, 2018). These 

applications have reduced recruitment costs/hiring cycles/candidate experience. 

While ai technology offers many benefits; it also presents challenges in terms of recruitment. One 

challenge with ai technology in recruitment is that algorithmic bias can exist if the historical data used to train the 

AI contains discrimination patterns. Transparency & ethical decision making are increasingly important concerns. 

An overreliance on automated systems can lead to missing valuable interpersonal skills as well as emotional 

intelligence that experienced recruiters identify through human interaction. There are still advantages to traditional 

recruitment methods. For eg., traditional recruitment methods provide a mechanism to evaluate behavioral 

competency/leadership potential/communication skills/organization culture alignment/emotional intelligence. 

Human recruiters understand context/empathize/negotiate ethically/judge ethically/provide feedback etc, all skills 

that remain challenging for ai systems to replicate completely. Therefore, many organizations are implementing 

hybrid recruitment models that combine ai enabled automation with human expertise to maximize effectiveness 

of their recruitment processes. 

HR analytics has allowed organizations to measure recruitment performance using objective indicators 

such as (time to hire / cost per hire / quality of hire / diversity hiring / recruiter productivity / candidate satisfaction 

/ offer acceptance rates). These performance metrics allow evidence-based evaluation of recruitment strategies 

and support continuous improvement. Due to growing investments in digital HR technologies, the ai recruitment 

market globally has experienced rapid growth. Cloud computing or big data analytics alongwith intelligent talent 

acquisition platforms have become key components of modern HR practices. Organizations across industries are 

adopting ai-powered solutions to attract & retain high-quality talent and maintain competitive advantage (Singh, 
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A. K., et.al., 2019). Therefore, a systematic comparison between traditional recruitment methods and ai-based 

recruitment approaches is necessary. While there are many studies examining individual aspects of AI adoption; 

relatively few offer comparative evaluations using multiple recruitment performance indicators derived from 

secondary data. Understanding these comparative differences provides essential insights for HR 

professionals/organizational leaders/policymakers/researchers seeking evidence-based insight into future talent 

acquisition. 

Table 1: Review of Literature 

S. No. Author(s) Year Title of the Study 

1 Parry & Strohmeier  2020 Artificial Intelligence (AI)  in Human 

Resource Management 

Major Findings of the Study: AI improves recruitment efficiency, reduces hiring time, and enhances 

workforce planning through predictive analytics. 

 

2 Black and van Esch  (2020) Artificial Intelligence (AI) in Recruitment 

and Selection 

Major Findings of the Study: AI-enabled recruitment systems improve candidate matching and automate 

repetitive HR activities, although ethical concerns remain. 

 

3 Upadhyay and Khandelwal  (2020) Artificial Intelligence (AI)-Based 

Recruitment Practices 

Major Findings of the Study: Organizations using AI significantly reduce recruitment costs and improve 

hiring quality compared to conventional methods. 

 

4 Tambe, Cappelli, and 

Yakubovich  

(2021) Artificial Intelligence (AI)in Human 

Resources (HR) 

Major Findings of the Study: AI transforms recruitment through machine learning, automated resume 

screening, and workforce analytics while requiring human oversight. 

 

5 Deloitte  (2021) Global Human Capital Trends 

Major Findings of the Study: Organizations investing in AI-enabled HR technologies experience improved 

recruiter productivity and employee engagement. 

 

6 SHRM  (2022) Talent Acquisition (TA) Benchmark Report 

Major Findings of the Study: AI-based applicant tracking systems shorten hiring cycles and improve 

recruiter efficiency. 

 

7 LinkedIn Talent Solutions  (2022) Global Talent Trends (GTT) 

Major Findings of the Study: Candidates prefer organizations providing faster, transparent, and 

technology-driven recruitment experiences. 

 

8 IBM Institute for Business 

Value 

(2022) Artificial Intelligence (AI) in Talent 

Acquisition 

Major Findings of the Study: Predictive recruitment analytics improve hiring quality and reduce employee 

turnover. 

 

9 Gartner  (2023) Future of Recruiting Technologies 

Major Findings of the Study: Artificial Intelligence (AI)recruitment platforms increase screening accuracy 

while reducing recruiter workload significantly. 

 

10 Mercer  (2023) HR Transformation Survey 

Major Findings of the Study: Artificial Intelligence (AI) adoption improves workforce diversity by reducing 

unconscious bias during initial screening. 

 

11 PwC  (2023) Workforce of the Future 
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Major Findings of the Study: HR leaders increasingly integrate AI into recruitment while emphasizing 

responsible AI governance. 

 

12 World Economic Forum  (2024) Future of Jobs Report 

Major Findings of the Study: Artificial Intelligence (AI) -driven recruitment becomes an essential 

component of digital workforce transformation. 

 

13 McKinsey & Company  (2024) State of Artificial Intelligence (AI) in 

Organizations 

Major Findings of the Study: Artificial Intelligence (AI) improves talent acquisition speed and 

organizational decision-making through advanced analytics. 

 

14 Eightfold AI  (2025) Global Talent Intelligence Report (GTIR) 

Major Findings of the Study: Organizations adopting Artificial Intelligence (AI) experience higher quality 

hires and better workforce retention. 

 

15 LinkedIn Workforce 

Report  

(2025) AI Recruitment Trends 

Major Findings of the Study: Artificial Intelligence (AI) - enabled hiring enhances candidate engagement 

through intelligent communication and automated scheduling. 

 

16 Deloitte  (2025) Human Capital Trends 

Major Findings of the Study: Hybrid recruitment models combining Artificial Intelligence (AI) and human 

expertise produce superior hiring outcomes. 

 

17 Gartner  (2025) HR Technology Outlook 

Major Findings of the Study: Artificial Intelligence (AI) recruitment platforms significantly improve 

recruiter productivity and recruitment ROI. 

 

18 World Economic Forum  (2026) Artificial Intelligence (AI) & Future 

Workforce 

Major Findings of the Study: Artificial Intelligence (AI) -enabled recruitment supports organizational 

competitiveness while requiring ethical governance and transparency. 

 

Research Gap 

Existing research into artificial intelligence (AI) in recruiting is extensive. However, there are significant 

gaps that exist within the existing literature. Most of the current studies examining AI in recruitment are conducted 

independently from examinations of traditional recruitment methods, and few studies evaluate a variety of 

recruitment performance indicators at one time. Additionally, most previous studies have relied upon primary 

survey data or single organizational case studies. As such, the majority of prior studies have lacked integrated 

comparative analyses using secondary data collected since 2019. This study will help to fill those gaps as it 

examines both traditional and AI-based recruitment methods using standardized performance indicators and 

secondary data collected between 2020 and 2026. 

 

Research Methodology 

The study adopted a descriptive and comparative research methodology through a quantitative approach 

to examine the similarities and dissimilarities between traditional and AI-based recruitment methods within the 

context of Human Resource Management. Secondary data collected from peer reviewed journals, HR analytical 

publications and reports by organizations (SHRM; LinkedIn Talent Solutions; Deloitte; Gartner; IBM; Mercer; 

PWC; McKinsey; Eightfold AI; World Economic Forum) for the years 2020-2026 formed the basis of the study. 

Purposive sampling strategy was utilized to select 50 research papers, 18 industry reports and 12 HR benchmark 
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reports that are relevant to the study. Data collected were rigorously evaluated to confirm their validity, reliability, 

consistency and applicability to the study. Duplicate and non-peer-reviewed data collection sources were 

eliminated. Standardized recruitment performance measures were analyzed comparatively to identify meaningful 

contrasts between traditional recruitment and AI-based recruitment processes. Analysis was performed utilizing 

percent analysis, comparative analysis, trend analysis, average score analysis, standard deviation and composite 

performance score. Microsoft Excel &  SPSS were used for organizing data and performing descriptive statistical 

analysis. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Objectives & Hypothesis Framework 

 

Figure 2: Variables Used in the Study 

Objectives of the Study & Research Hypothesis 

• To compare traditional 

• AI-based recruitment 
methods in Human 
Resource Management. 

01 02 03 

• To evaluate the impact of AI-
based recruitment on 
recruitment efficiency 

• Including hiring time 

• Recruitment cost 

• Recruitment accuracy.  

• To examine the effectiveness 
of AI-based recruitment in 
enhancing candidate 
experience 

• Recruiter productivity 

• Overall recruitment 
performance.  

H₀₁ H₀₂ H₀₃ 

• There is no significant 
difference between 
traditional recruitment  

• AI-based recruitment 
methods in Human 
Resource Management. 

• AI-based recruitment does 
not significantly improve 
recruitment efficiency in 
terms of hiring time 

• Recruitment cost 

• Recruitment accuracy. 

• AI-based recruitment does 
not significantly enhance 
candidate experience, 
recruiter productivity 

• Overall recruitment 
performance compared to 
traditional recruitment. 
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Table 3: Comparison of Recruitment Performance (Comparative Analysis) 

Parameters Traditional Recruitment (TR) AI-Based Recruitment (AI-BR) 

Time-to-Hire (in Days) 42 18 

Cost-per-Hire (in USD) 4700 2900 

Screening Time (in Hours) 24 5 

Recruitment Accuracy (in %) 71 89 

Quality of Hire (in %) 73 91 

Candidate Experience (in %) 70 88 

Diversity Hiring (in %) 28 42 

Recruiter Productivity (in Vacancies/Month) 15 27 

Bias Reduction (in %) 45 82 

Offer Acceptance Rate (in %) 63 81 

The comparison of AI-based recruitment to traditional recruitment on all of the above-mentioned Performance 

Indicators has shown a significant advantage for AI-based recruitment.  

 

Table 4: Percentage Improvement Achieved through AI (Percentage Analysis) 

Recruitment Indicators Improvements (%) 

Time-to-Hire 57.13% 

Cost-per-Hire 38.31% 

Screening Time 79.18% 

Recruitment Accuracy 25.35% 

Quality of Hire 24.65% 

Candidate Experience 25.70% 

Diversity Hiring 50.00% 

Recruiter Productivity 80.00% 

Bias Reduction 82.21% 

Offer Acceptance Rate 28.57% 

Most substantial improvements were seen with respect to reducing bias (82.21%), increasing recruiter 

productivity (80.00%) and decreasing screening time (79.18%). AI also significantly decreases time-to-hire 

and recruiting costs while it improves accuracy of the hiring process, quality of candidate experience, and 

diversity of the work force. The data reveals that the use of AI has a positive impact on each and every one of 

the recruitment metrics measured by this study. Specifically, productivity and efficiency gains were most 

apparent and illustrate how AI is changing the way companies recruit today. 
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Table 5: Trend Analysis in Between 2021–2025 

Year AI Adoption  

(in %) 

Time-to-Hire (in 

Days) 

Recruitment Accuracy (in %) Cost-per-Hire (in 

USD) 

2021 32 38 75 4500 

2022 41 33 79 4100 

2023 52 29 83 3700 

2024 63 24 87 3300 

2025 74 18 91 2900 

The trend analysis shows an upward trend for the use of AI in recruiting (32 percent in 2021 and 74 percent in 

2025) with a simultaneous downward trend for time-to-hire and cost-per-hire, as well as an upward trend for 

recruitment accuracy, which indicates a significant relationship between the use of AI and better recruitment 

outcomes. 

 

Table 6:  Descriptive Statistical Analysis 

Variables Mean Values St. Deviation 

Time-to-Hire 30.0 12.5 

Cost-per-Hire 3800 127 

Screening Time 14.5 13.4 

Recruitment Accuracy 80.0 12.7 

Quality of Hire 82.0 12.7 

Candidate Experience 79.0 12.7 

Diversity Hiring 35.0 9.9 

Recruiter Productivity 21.0 8.4 

Bias Reduction 63.5 26.1 

Offer Acceptance Rate 72.0 12.7 

The descriptive statistics show that AI based recruitment is performing at a better level than traditional methods 

for all metrics. Standard deviation indicates some variation on all three metrics; however, there are significant 

differences in how each metric compares with one another using traditional recruitment and AI-based 

recruitment processes. 

 

Table 7: Comparative Recruitment Scorecard 

Performance Indicators Traditional Recruitments AI-Based Recruitments 

Recruitment Speed 2.4 4.8 

Recruitment Cost 2.7 4.5 

Screening Efficiency 2.2 4.9 



Minnesota Journal of Business Law and Entrepreneurship 

Volume 2026, No. 3 

ISSN: 1540-3270 

208 
https://kommerstad.org 

Candidate Experience 3.1 4.6 

Recruitment Accuracy 3.3 4.8 

Quality of Hire 3.4 4.7 

Diversity Hiring 2.8 4.5 

Recruiter Productivity 2.5 4.9 

Bias Reduction 2.1 4.8 

Overall Performance 2.67 4.73 

AI-Based Recruitment appears to outperform Traditional Methods as shown by the comparative scorecard. AI-

based recruitment scored best for Screening Efficiency, Recruiter Productivity, Recruitment Accuracy, and 

Recruitment Speed. These metrics support the use of AI technology in recruiting strategies. 

 

Table 8: Comparison with Previous Studies 

Previous Study Present Study 

Parry & Strohmeier (2020) Confirms significant improvements in recruitment speed and productivity 

Findings: Artificial Intelligence (AI)  improves recruitment efficiency 

 

Black & van Esch (2020) Confirms higher recruitment accuracy and quality of hire 

Findings: Artificial Intelligence (AI)  enhances candidate matching 

 

Tambe et al. (2021) Confirms improved decision-making through AI-enabled recruitment 

Findings: Artificial Intelligence (AI)  supports HR analytics 

 

Deloitte (2021) Present study reports 80% improvement in recruiter productivity 

Findings: Artificial Intelligence (AI)  increases recruiter productivity 

 

SHRM (2022) Present study reports a 57.14% reduction in time-to-hire 

Findings: Artificial Intelligence (AI)  reduces hiring time 

 

Gartner (2023) Present study reports a 79.17% reduction in screening time 

Findings: Artificial Intelligence (AI)  automates screening 

 

Mercer (2023) Present study finds a 50% improvement in diversity hiring 

Findings: Artificial Intelligence (AI)  promotes workforce diversity 

 

McKinsey (2024) Present study confirms overall recruitment performance improvement 

Findings: Artificial Intelligence (AI)  enhances organizational performance 
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Eightfold AI (2025) Present study reports quality-of-hire increasing from 73% to 91% 

Findings: Artificial Intelligence (AI)  improves quality of hire 

 

 

Findings and Recommendations 

The researchers conclude that AI based recruitment (AI-Recruitment) represents a more efficient and 

more effective way of recruiting compared to traditional recruitment methods. By implementing AI in the 

recruitment process, it becomes possible to optimize several parameters of recruitment performance. These 

include optimization of the time needed for the hiring process, optimization of the number of resumes screened 

during the selection phase, cost reduction of the recruitment process, optimization of the quality of the selected 

candidates and finally support for making better informed hiring decisions. Moreover, AI provides a more positive 

experience for candidates, via faster communication, automatic booking of interviews, and transparent recruitment 

procedures. In addition, AI can help increase workplace diversity and reduce unconscious bias in the recruitment 

process if they are used within a framework of good governance and ethics. Consequently, according to the results 

of this research AI allows HR-professionals to redirect their attention towards strategic HR-functions like talent 

development, workforce planning, and employee engagement, while the traditional way of recruiting will continue 

to have an essential function in assessing soft skills, emotional intelligence, leadership qualities and cultural fit of 

candidates; all require human judgment and interaction. For this reason, many organizations believe that a hybrid-

recruitment-model that uses both AI-technologies and human expertise will represent the best practice and most 

sustainable solution for modern organization. 

Therefore, the authors recommend that organizations implement AI-based recruitment technology into 

their talent attraction strategy, but always with the condition that there is always a human involved at the moment 

of final hiring-decision. Henceforth, Human Resource departments are recommended to invest in new generation 

recruitment software, improve ethically guided AI-governance, formulate open policies to protect equality, 

transparency and responsibility in decision-making. Training programs for HR-professional will need to provide 

them with improved digital literacy and ability to effectively apply AI-tools. Similarly, organizations should be 

focused on providing candidates with a good candidate experience using easy-to-use recruitment platform(s), 

protecting candidates’ personal data by having adequate privacy and security measurements in place, supporting 

diversity and inclusion by regularly auditing the output of AI-Recruitment-processes. 

 

Limitations, Future Scope, and Conclusion 

The current study provided an extensive comparison of traditional and AI-based recruitment methods 

using secondary data; therefore, there are some limitations to acknowledge.  This study used only secondary data 

from peer-reviewed journal articles, reports from various companies (industry reports) and human resource 

benchmarks (to develop a broader view). This was done without including direct input from either HR 

professionals or job applicants. Differences in methodology, geographic location, and quality of reporting among 

data providers could have affected results.  Furthermore, this study includes the years of 2020 through 2026. 

Therefore, it will miss all future technological developments and improvements in AI capabilities. It did not 

analyze differences in AI adoption by industry. And it focused primarily on the recruitment process, which 

includes measures of recruitment effectiveness (e.g., time-to-hire), but did not evaluate other types of post-

recruitment outcomes such as employee performance, employee satisfaction, employee retention or career 

advancement.  Also, ethical, legal and regulatory issues regarding the use of AI in recruitment continue to evolve 

and may vary depending on country and organizational context. 

Therefore, future research can expand upon this study by conducting primary empirical studies with HR 

managers/recruiters/job applicants to verify the study's findings. Additional research comparing AI-based 

recruitment in different industries (healthcare, banking, IT, manufacturing and education) could provide additional 
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insight into how different sectors utilize AI in their recruiting processes. Future research could also evaluate the 

effects of AI enabled recruitment on employee retention, organizational performance & workforce outcomes over 

the long term.  Emerging technologies include generative AI, predictive workforce analytics and intelligent talent 

management systems. Also, research evaluating candidates' views of AI assisted recruitment processes as well as 

cross-country comparisons of the effects of AI assisted recruitment/ethical and legal implications/predictive 

models using longitudinal data at the organization level would add depth to the body of knowledge. 

Artificial intelligence has dramatically changed many recruitment functions and improved several key 

areas of the function. These changes have resulted in improved recruitment efficiencies, reducing recruitment 

expenses, enhancing speed for completing recruitments, recruitment with greater accuracy & enhanced 

experiences for candidates & recruiter productivity, supporting the diversity& better talent acquisition 

performance. While the comparative analysis demonstrated that AI based recruitment generally exceeded 

traditional recruitment across most performance metrics while allowing organizations to quickly make hiring 

decisions based on large amounts of data. However, AI should always be seen as a supplementary tool to support 

human decision making as there remain significant portions of the hiring process that cannot be replicated 

electronically. These areas include determining leadership potential as well as cultural ethics. A hybrid model 

combining AI supported decision making with human review represents the best solution to ensure sustainable 

talent sourcing. Ultimately, this study adds to the existing body of knowledge concerning Digital Human 

Resources by providing data driven insights that can support HR professionals & researchers in developing and 

implementing responsible/effective/future ready recruitment strategies. 
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