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Executive Summary

Al isn't just a theoretical future technology in human resources—it’s actively reshaping
how organizations identify, evaluate, and develop talent today. From making hiring
easier and removing unconscious bias to improving workforce planning and keeping
employees engaged, Al-powered HR tools are changing how Indian companies finq,
evaluate, and keep their best people.

The HR Imperative:
Why Al Now?

- The conventional recruitment process in India takes 30-45 days, which delays project
deployment and escalates recruitment costs. Al-enabled automated tools execute the
same activities in 4-5 days, turbocharging hiring and promoting business efficiencies.

- Unconscious bias in recruitment affects hiring diversity, and Al-driven candidate
screening reduces bias, leading to a more equitable workforce, stronger bottomlines,
and higher innovation.

- Organizations using Al-driven hiring cut recruitment costs by 30-50% while increasing
employee retention'.




The Path Forwara:
Making Al Work
for People

At its heart, implementing Al-driven
processes in falent acquisition
is not about replacing human
expertise—it’s about giving hiring
teams tools they can leverage. When
implemented thoughtfully, Al handles
the tedious and manual tasks that
would take hours of recruiters’
time, i.e. siffing through hundreds
of resumes, scheduling interviews,
and managing initial candidate
interactions. This frees companies’
HR professionals to do what they
do Dbest: building relationships,
exercising judgment, and making
those crucial people decisions that
shape your organization’s future.

This whitepaper discusses the role
of Al in hiring—understanding its
applications, learning from real-
world examples, and building a
clear implementation plan. By
adopting Al strategically, companies
can create strong talent pipelines
that consistently bring in the right
people at the right time, giving them
a lasting edge in India’s competitive
job market.
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Infroduction:
Why HR in India Needs Al

76% of HR leaders believe companies delaying Al adoption will fall behind within the
next 12-18 months?

The way companies hire in India is changing rapidly, but the questions are aplenty. With
hiring cycles getting longer, unintentional bias affecting decisions, and limited data
slowing recruitment, are businesses losing out on top talent? As competition for skilled
professionals grows, what’s the smartest, most efficient way to attract and retain the right
people?

According to the India Decoding Jobs Report 2025, only about 10% of the 1.5 million
engineers graduating every year are employable, restricting the talent pool even further.

Hence, for Indian companies, the shift to Al is about enhancing efficiency and staying
competitive and relevant in a talent-driven market. Today, businesses that embrace Al-
powered hiring will gain a significant edge, ensuring they attract, engage, and retain the
right talent in a landscape increasingly defined by speed, precision, and data-driven
strategy.
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The Problem:
HR Challenges in Indian Organizations

Despite India’s rapid economic growth, 68% of companies say their hiring is too
slow to meet business demands, with 45% citing it as a major barrier to growth?

Traditional hiring methods prolong recruitment cycles, introduce bias, and lack data-
driven insights, making it tougher for businesses to attract and retain top talent. As
competition for skilled professionals intensifies, these challenges create bottlenecks that
impact productivity and business expansion.

2.1 Long Hiring Cycles

Recruitment in India still takes 30-45 days on average. In IT, BFSI, and healthcare, where
speed is critical, slow hiring results in lost business opportunities. That’s almost 30-50%* of
essential recruitment time attributed to manual screening.

Al-driven hiring reduces this inefficiency by automating screening, shortlisting, and
candidate engagement. This extended process not only impacts time-to-fill but also
creates ripple effects in overall business performance. This implies that companies risk
losing productivity and competitive advantage if they cannot secure skilled candidates
swiftly. With Al solutions upfront, it will free up recruiter time for strategic tasks and improve
overall operational efficiency.

2.2 Bias in Recruitment

Beyond delays, traditional hiring often suffers from unconscious bias, affecting hiring
accuracy and workforce diversity. 58% of Indian HR professionals acknowledge bias
as a magjor challenge, yet diverse teams outperform others by 35% in financial returns*




taggd-

Al-powered recruitment helps solve this by removing subjective decision-making.
Features like anonymous resume screening, standardized assessments, and Al-driven
ranking ensure hiring is based on merit, not bias. This bias can limit the pool of qualified
candidates and restrict the growth of diverse workforces, ultimately impacting innovation
and market performance.

By leveraging Al to standardize evaluations, organizations can foster an inclusive
environment focusing solely on skills and potential, resulting in higher-quality hires and
stronger team dynamics.

2.3 Lack of Data-Driven Decision-Making

Many HR teams rely on historical hiring patterns and limited personal experiences rather
than real-time data to make workforce decisions. This reactive approach leads to high
attrition, poor talent forecasting, and weak leadership pipelines, ultimately affecting
business stability.

With Al, HR teams can analyze real-time data, monitor trends, and adjust strategies
proactively, minimizing attrition and strengthening leadership development for long-term
stability. Thus aligning recruitment with business goals.

2.4 Skill Gaps & Employee Experience Issues

Poor alignment in hiring leads to employees feeling underdeveloped—47% of Indian
workers report dissatisfaction with skill development, and 39% point to limited career
growth as a key issue’.

Traditional hiring methods often focus only on immediate role requirements, missing
candidates’” potential for growth. This short-term view contributes to skill gaps, as
companies may hire individuals not equipped for future challenges. With Al-driven
recruitment, organizations can predict long-term potential, ensuring hires fit current
needs and support ongoing learning and advancement, ultimately reducing turnover
and boosting productivity.

HR professionals in India face a web of challenges that make hiring and workforce
management more complex. Tackling them effectively requires a mix of technology,
data-driven insights, and smart talent strategies—areas where Al can make a real
impact.

Detailed Guide: 7 Steps for Digital Hiring Using Recruitment Technology.



https://taggd.in/blogs/7-steps-for-digital-hiring-using-recruitment-technology-during-covid-19/
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3. The Urgency:
Why Al Adoption Cannot Wait

Hiring | Traditional Ways High Impact Hiring
- . #HighlmpactingHiring
Traditional Ways of Hiring (11 Steps) (2 Steps) Ready to Hire Profiles

Day-0 @ Job Requisition

Job Postings
© Job Positings
Candidate Sourcing
e Candidate Sourcing
v Profile Screening
Day-21 ° Profile Screening
Readily Various Candidate
© Voarious Candidate Conduction Available Conduction
Behavioral Assessment
Q Behavioral Assessment
X Technical Assessments
o Technical Assessments
@ Condidate Selection Document Collection
o Document Collection Background Verification
v
Day-31 () Offer Roll-out Job Requisition
@ Background Verification Candidate Selection

& Offer Roll-out

By 2030, 70% of India’s talent acquisition managers will proactively use Al tools daily
in their jobs, signaling a dramatic shift from fraditional tfo a data-driven & automated
hiring approach®.

Organizations postponing Al integration face a triple threat: escalating costs,
operational inefficiencies, and increasing difficulty attracting top talent.
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3.1 Competitive Pressure

87% of companies are actively integrating Al into HR, with BFSI and technology
sectors leading the shift”. Industries are using Al to speed up hiring, improve candidate
evaluations, and plan their workforce more efficiently. Even sectors like manufacturing
and healthcare, which have been slower to adopt Al, are now using it for early-stage
recruitment, such as profile screening.

As competitive pressures mount, even organizations with long-standing traditional
practices are actively considering investing in Al to maintain a strategic edge, drive
operational efficiency, and respond effectively to rapidly changing recruitment dynamics.

3.2 Employee Expectations & Cost Efficiency

Candidate expectations are shifting. 91% of business leaders agree that Al enhances
recruitment efficiency® and employees increasingly seek faster hiring, structured
onboarding, and career development support. Beyond improved experience, Al adoption
reduces hiring costs, making recruitment more precise and cost-efficient.

Leading firms, including IBM, have already deployed Al-driven hiring models, reallocating
HR resources toward strategic workforce planning. This evolution reflects a broader
trend toward digital engagement and personalized candidate experiences, ultimately
enhancing employer branding, boosting satisfaction, and improving long-term retention.

3.3 Regulatory & Compliance Considerations

India’s hiring regulations are changing, making compliance more important than ever. Al
can help by automating compliance checks, standardizing processes, and reducing legal
risks. According to the HR Institute of Indig, organizations using Al for compliance see
greater hiring transparency and stronger risk management. By streamlining administrative
tasks, Al allows HR teams to focus on strategic priorities like diversity and fair hiring.

The urgency of Al adoption in HR is apparent. Indian organizations face increasing
competitive pressure, significant economic impacts, evolving employee expectations,
and complex regulatory requirements. Al adoption is not just an advantage—it is
necessary for organizations aiming fo thrive in this dynamic landscape.
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Al in HR:
Real-World Use Cases and Applications

According to IDC, 80% of Global 2000 companies will use GenAl-driven systems
for hiring, firing, and training.

Al is reshaping HR by automating routine tasks, improving decision-making, and creating
better employee experiences. Al holds the potential to transform the HR function by
automating routine processes, enhancing decision-making, and improving employee
experiences.

Companies that successfully integrate Al into HR functions will reduce inefficiencies,
accelerate hiring,andenhance workforce productivity. Aldoesn’t replace HR professionals;
instead, it empowers them with data-driven insights and automation, allowing them
fo focus on strategic initiatives like talent development, employee engagement, and
retention.

4.1 Professional Learning & Development

Employees want career growth, but traditional training programs often fail to provide
personalized learning paths. Al helps HR teams analyze skills, career aspirations, and
learning preferences, tailoring professional development initiatives to each employee’s
needs.

Al can also identify hidden talent and suggest career advancement opportunities,
improving internal mobility. Additionally, by leveraging real-time data and predictive
analytics, Al tracks progress and adapts training content, keeping employees engaged
and better prepared for future challenges, thereby boosting overall retention and growth.

10
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4.2 Candidate Sourcing & Hiring

Hiring managers often struggle with long hiring cycles and inefficient candidate engagement.
Al improves recruitment by automating sourcing, resume screening, and candidate outreach,
ensuring businesses secure fop ftalent quickly.

Al-driven matching enhances hiring accuracy by evaluating cultural fit, skills, and experience.
By streamlining the recruitment funnel, Al reduces manual workload and speeds up decision-
making. It also provides data insights on candidate performance, enabling recruiters to refine
their strategies and build a more diverse and robust talent pool.

4.3 Procurement of Short-Term & Temporary Workers

Industries that rely on confract and gig workers often face delays in talent acquisition and
burdensome vendor management. Al streamlines procurement by analyzing job requirements,
automating contfract hiring, and efficiently managing vendor relations.

Leveraging real-time market data, Al ensures that short-term and gig roles are filled swiftly and
accurately. This approach reduces administrative overhead and enables companies to access
flexible talent solutions that meet dynamic project needs, ultimately optimizing workforce planning.

4.4 Al-Driven Onboarding

An inefficient onboarding process can leave new hires feeling lost and disengaged. Al simplifies
and personalizes onboarding by automating documentation, guiding employees through training,
and ensuring smoother infegration into company culture.

HR Al agents provide instant answers to HR-related questions, reducing dependency on HR
personnel. By customizing the onboarding experience, Al accelerates ramp-up time and fosters
early engagement, resulting in higher job satisfaction and quicker productivity, which benefits
organizational performance.

4.5 Automating HR Services

Employees often struggle to navigate complex HR processes, leading to frustration and lost
productivity. Al-powered HR service automation streamlines routine tasks like leave management,
benefits enroliment, and policy clarifications, freeing HR teams to focus on strategic initiatives.

By integrating Al into everyday HR functions, organizations achieve greater consistency and faster
response times, improving employee satisfaction. This approach also allows HR professionals to
focus on higher-value work, ultimately driving better outcomes for the entire organization.

Successful Al adoption in HR requires the right strategy and expertise. Al-powered recruitment
platforms streamline hiring by automating workflows, improving evaluation accuracy, and
optimizing workforce planning.

With a data-driven approach, Al helps organizations build a more efficient, scalable, and future-
ready HR ecosystem, ensuring they stay competitive in an evolving talent landscape.

11
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Implementation Framework:
How Indian Companies Can Adopt Al

45% of Indian organizations have already integrated Generative Al info HR, with 93%
reporting increased efficiency and productivity™.

To ensure a structured and scalable Al implementation, organizations must follow a
three-phase approach: Assessment, Pilot, and Scale.

5.1 Phase 1: Assessment

Many companies jump into Al adoption without a clear strategy, leading to incomplete
implementation and low ROI. Without anin-depth assessment, organizationsrisk disrupting
existing HR operations rather than improving them. Identifying automation opportunities
and evaluating Al readiness are critical first steps.

Companies must answer key questions:

. Which HR functions require Al?
2. Is the existing HR tech stack capable of Al integration?

3. Are HR teams prepared to work alongside Al?

For instance, Poonawalla Fincorp integrated Al into its HR processes, resulting in a 90%
reduction in time to finalize job offers, decreasing from ten days to less than one. Al-
powered platforms help organizations improve HR processes by identifying inefficiencies
in sourcing, screening, and onboarding. They ensure data accuracy, completeness, and
smooth integration with HR systems like HRMS and ATS.

12
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5.2 Phase 2: Pilot

This urgency to move beyond mere assessment is strikingly vivid; 68% of the companies
surveyed believe that Al improves job accuracy in HR processes, and 72% agree that
it enhances productivity and saves time through automation in HR processes’. Yet, to
deliver such value, businesses must start at the bottom, measure impact, and iterate.

Implementing a pilot program allows organizations to test Al applications on a smaller
scale before full deployment.

Steps include:

- Selecting Pilot Areas: Choose HR functions with high impact potential, such as
high-volume hiring departments.

- Measuring Impact: Monitor key performance indicators (KPls) like time-to-hire,
cost-per-hire, and employee satisfaction to evaluate Al effectiveness.

- Iterating Based on Feedback: Use insights from the pilot to refine Al applications
and address any challenges.

For example, Hitachi utilized Al digital assistants and robotic process automation to
streamline employee onboarding, significantly reducing delays and saving HR ftime.

5.3 Phase 3: Scale

Once Al proves its value in the pilot phase, the next challenge is scaling it across the
organization without disrupting HR operations. Many companies struggle at this stage,
either implementing Al too aggressively—leading to resistance from HR teams—or too
cautiously, failing to maximize efficiency and cost savings. A structured, phased approach
ensures a smooth transition from pilot to full-scale Al adoption.

After successful integration, scaling Al solutions across the organization involves:

- Phased Rollout: Gradually expand Al applications to additional HR functions and
departments.

- Monitoring and Evaluation: Continuously assess Al performance and make necessary
adjustments.

- Promoting a Culture of Innovation: Encourage an organizational culture that
embraces technological advancements and continuous improvement.

Al supports diversity hiring by eliminating unconscious bias and fostering a more inclusive
workplace. Companies must infegrate Al across multiple HR processes to sustain these
benefits and continuously refine strategies based on real-world outcomes.

13
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The Solution:
Taggd’s Al-Powered Recruitment Platform

Al is changing the way companies attract and hire talent, but are all organizations
keeping up? Are slow hiring processes, inaccurate candidate evaluations, and high
recruitment costs holding businesses back? With competition for top talent growing,
companies need smarter, faster, and more precise hiring solutions.

This is where Taggd’s Al-powered recruitment platform makes a difference. With a
structured, results-driven approach, we ensure businesses have a ready-fo-hire talent
pipeline, reducing inefficiencies and making recruitment more seamless and effective.

6.1 How Taggd Al Transforms HR Processes

Taggd’s Al-driven approach builds on its industry leadership experience and knowledge
of recruitment across 20+ industries to build a platform aimed at streamlining recruitment,
improving selection accuracy, and reducing inefficiencies. It enhances key HR functions:

- Resume screening and sourcing: Al scans and ranks resumes within seconds,
identifying the best-fit candidates based on experience, skills, and role compatibility.

- Candidate assessment and evaluation: Al-driven models conduct behavioral and
psychometric analysis, ensuring companies make informed hiring decisions.

- Faster decision-making: Al-powered scoring models assign objective ratings to
candidates across multiple parameters and provide a 26-page instant profile analysis
fo help recruiters shortlist top applicants efficiently.

14
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6.2 Taggd’s Al-Powered Solutions

Taggd blends advanced Al technology with human expertise to help businesses hire with
accuracy and efficiency. Its Al-driven recruitment platform is built on three core pillars
that optimize every stage of the hiring process.

1. Ready-to-Hire Profiles

Taggd provides Al-enriched candidate profiles that offer deep insights into candidate
capabilities with:

- 90% data accuracy, ensuring recruiters make informed hiring decisions.

- Behavioral and psychometric assessments evaluate a candidate’s problem-solving
abilities, communication skills, and workplace adaptability.

- SME-verified candidate scores, adding an expert layer of validation to Al
recommendations.

Organizations leveraging structured candidate data reduce hiring uncertainty and
improve talent placement accuracy.

2. The T-Score Model

Taggd’s proprietary T-Score Model applies Al-driven scoring to evaluate candidates
across multiple parameters:

Evaluation
Parameter

How Al Assesses

Candidates

Business

Skills & Expertise

Matches job requirements with
technical proficiency.

Impact

Ensures competency-based
hiring.

Cultural Fit

Analyzes communication styles
and workplace behaviors.

Improves retention and team
compatibility.

Experience & Potential

Identifies high-growth
candidates based on past
achievements.

Builds a future-ready
workforce.

With Al-driven assessment tools, companies can now make data-backed staffing selection

decisions that fit into a bigger picture of long-term worker strategy.
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T-Score = Weighted sum of Critical to quality score + Behavioural and Technical

Assessment score + SME Interview score

3. Automated Workflows & Bias-Free Hiring
Al-powered automation streamlines the hiring process by:

- Reducing time-to-hire from 30-35 days to just 3-4 days enables businesses to move
fast in competitive talent markets.

- Minimizing unconscious bias through structured assessments, ensuring fair and
inclusive hiring.

- Integrating seamlessly with ATS and HRMS, eliminating manual inefficiencies in
candidate processing.

Taggd's Al-driven recruitment platform does not replace human expertise—it enhances
it, ensuring HR leaders make faster, fairer, and more effective hiring decisions.
Businesses that adopt Taggd’s Al-powered hiring solutions gain a significant edge,
securing top talent efficiently while optimizing costs and improving workforce quality.

6.3 Integration with Existing HR Systems

65% of professionals surveyed report that their organizations regularly use Al in at
least one business function®, which underlines the significance of Al in delivering value
throughout the hiring value chain.

Taggd provides a simple, hassle-free platform that allows recruiters and hiring managers
to upload job requirements, access and compare talent profiles, and schedule interviews
seamlessly. From general roles to specialized positions, the platform streamlines hiring
and improves your falent acquisifion efficiency.

Taggd caters to organizations while ensuring fast recruitment and boosting their
proposal efficiency without augmenting their present HR systems and endowing them
with greater intelligence.

16
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Case Studies:
How Taggd Transformed
Hiring for Enterprises

With hiring becoming more competitive, organizations are turning to Al-driven solutions
to improve efficiency and streamline recruitment. A McKinsey study found that Al-powered
hiring tools can boost hiring efficiency by up to 20%, enhancing talent acquisition,
recruiting, and onboarding™.

These case studies explore how Taggd’s Al-driven solutions have been instrumental in
overcoming complex hiring challenges for leading enterprises.

17
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7.1 Workforce Hiring for India’s Largest Aluminium
Manufacturer

A leading aluminum manufacturer with operations in 13 countries and a workforce
of 76,800 employees faced a critical hiring bottleneck. Rapid business expansion
necessitated a swift workforce ramp-up, but the company struggled with limited
visibility intfo available talent, extended hiring timelines, and inefficient traditional
recruitment methods. These challenges led to delayed project execution and
increased operational costs, threatening production targets and business continuity.

Al-Powered Recruitment Strategy

Taggd implemented a data-driven, Al-powered hiring strategy tailored to the
company’s workforce demands. Leveraging Al for talent mapping and process
automation, Taggd streamlined hiring workflows, enhanced candidate sourcing, and
improved recruiter efficiency.

A dedicated 8-member recruitment team was deployed within 20 days, and an Al-
driven Sourcing Center of Excellence (CoE) was established to diversify sourcing
channels and build a steady talent pipeline. Automated resume screening and
predictive analytics enabled faster matching of top candidates to open positions.

The Impact
+ 392 hires completed in just 10 months, meeting urgent business needs.
- Time-to-fill was reduced by 31%, significantly accelerating hiring timelines.
- Offer dropout rate minimized to 11%, improving hiring stability.

- 69% first-time selection ratio, ensuring high-quality candidate-job alignment.

The aluminum giant successfully scaled recruitment by integrating Taggd’s Al-driven
hiring solutions, reducing inefficiencies and improving hiring accuracy.

Read the detailed case study here.

18
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7.2 AcceleratingTalent Acquisition fora Global Engineering
Solutions Provider

A global engineering solutions provider in over 30 countries faced significant hiring
challenges while expanding its operations in India. The company needed to fill highly
specialized engineering roles across multiple locations, but fraditional hiring methods
were slow, inefficient, and heavily reliant on manual screening.

This resulted in delayed projects, rising hiring costs, and difficulty sourcing niche talent
quickly. High offer dropout rates further destabilized the workforce, necessitating a
data-driven recruitment approach to promptly enhance efficiency and secure top talent.

Al-Powered Hiring Model

Taggd’s Al-powered candidate sourcing enabled recruiters to identify and engage high-
potential engineers more swiftly, while automated screening and shortlisting ensured that
only the most qualified candidates progressed to interviews.

Data-driven talent mapping expanded the company’s reach by identifying qualified
engineers across India, creafting a more extensive and diverse talent pipeline. Al-driven
recruitment coordination optimized interview scheduling, reducing manual processes
and significantly improving hiring timelines.

The Impact
- Over 250 niche engineering roles were filled within a shortened timeframe.

- The interview-to-selection ratio improved by 43%, ensuring better candidate-job
alignment.

- Reduced offer dropout rates, increasing workforce stability.

- Optimized hiring costs, minimizing recruitment overheads.

By leveraging Taggd'’s Al-powered recruitment solutions, the company accelerated hiring,
improved hiring quality, and established a more agile, data-driven recruitment process.

Read the detailed case study here.
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Embracing the Future of
Talent Acquisition

The future of HR is no longer about automation for efficiency—it is about intelligence
for impact. Organizations that continue to rely on manual, intuition-driven hiring
processes will find themselves outpaced in a market where speed, precision, and
adaptability define success. Taggd Al is not just a recruitment tool; it is the foundation
for building a workforce that is resilient, high-performing, and future-ready.

At Taggd, we aim to ensure that “Hiring Right is Not Incidental.” We are committed to
connecting People to People, People to Companies, and People to Opportunities through
our ready-to-hire platform.

What Organizations Can Expect from Taggd’s Al-Driven HR:
- Quicker TATs: Reduce timelines from 30-35 days to 4-5 days.
- Decisive Hiring: 70% first-fime selection based on data-enriched insights.
- Diversity hiring: Exceed diversity mandates while hiring top-level skilled talent.

- Agile Workforce Planning: Proactive insights on talent gaps with step-up plans for
future hiring.

The question is straightforward: can your organization maintain outdated practices in a
world where intelligent, agile hiring is the cornerstone of competitive advantage?

Transform your hiring strategy with Taggd—Discover the future of hiring, where
precision meets passion and potential is realized through innovation.

The journey to exceptional talent begins with a single step.

REQUEST A CONSULTATION

20
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