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Introduction




Introduction

* To better understand artificial intelligence (AI)
* To identify the right candidates
* To automate the workflow

* To engage, screen and assess candidates
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What is Al for
recruiting?




What s Al for recruiting?

« Recruitment function

e streamline the workflow of recruitment
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The benefits of
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The benefits of using Al for recruiter

Saving time

Improving quality

Eliminating human bias

Enhancing efficiency in assessment on candidate

Enlightening relationships among existing employees
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« Major benefits of using Al in recruitment are:

1. Faster Hiring Process

2, Improved Quality of Hire

3. Unbiased Decisions

4. Enhanced Candidate Experience
5. Cost-Effective Recruitment

6. Data Protection Compliance
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The challenges of applying AI in recruiting

- High volume data required
« Absorb human biases

« Uncertainty of new technology
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Innovations in Al
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Innovations in Al for recruiting

- Potential applications for automating

 Recruiter chatbots Candidate

Ranking

o« e e . . Candidat-e Candidate
- Digitized interviews Pre-screening \Rediscovery
and Matching

- Efficient hiring process by smart

tools:
Talent

Augmented \
\ Writing
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Used Cases

- Candidate Screening
To improve candidate participation by thoroughly screening for recruiters while having more time to concentrate on top talent.

« Posting Jobs

To help employers to run more targeted advertisements that produce better outcomes.

- Hiring Remote Workers

To determine an applicant’s ability, attitude, and integrity while operating a completely remote hiring process.

- Diversity Hiring

To establish building a diverse workforce offers many advantages for companies, ranging from increased creativity to efficiency and retention of employees.

« Data Collection

To provide a smooth and successful way to collect candidate data, which can have a positive influence on the experience of the applicant by Chatbots and assistants

* Onboarding

To assist in automating mundane activities such as generating offer letter templates, handling background checks, arranging records of workers, and providing
onboard paperwork
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|
How AI will change the recruiter role

« Conducting proactive strategic recruitment
« Spending time with candidates in-person to build relationships

* Closing the loop with hiring managers

Page 16



Recommendation
& Conclusion




I
Recommendation

 Dependable data

Dependable
data

- Efficient processes

* Focus on candidate experience Efficient

processes
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