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ABSTRACT

In the dynamic engineering and infrastructure sector, recruiting skilled professionals is crucial for
maintaining operational excellence and innovation. This paper explores how Envigado Engineering and a
Turnkey Projects-based company integrate Artificial Intelligence (Al) in its talent acquisition process to
improve hiring accuracy, efficiency, and fairness. Through structured surveys and qualitative insights, the
study examines how Al tools such as automated screening, predictive analytics, and chatbots are
transforming recruitment. The findings highlight that Al can convert traditional hiring into a data-driven,
strategic advantage, enabling the company to attract and retain top engineering talent while minimizing bias
and time-to-hire.

1. INTRODUCTION:
The Evolving Role of Al in Recruitment

In India’s fast-growing engineering and project management sector, competition for technical talent has
intensified. Traditional recruitment methods—often manual, slow, and subjective—struggle to meet the
complex staffing demands of modern infrastructure projects. Artificial Intelligence (Al) is reshaping this
landscape by enabling smarter, data-driven hiring decisions. According to a 2024

Deloitte Talent Trends report, 68% of Indian firms now deploy Al-powered recruitment systems to automate
candidate screening, enhance engagement, and improve hiring accuracy.

Envigaurd  Engineering and  Turnkey  Projects  Pvt.  Ltd., established in 2015,
provides  end-to-end  solutions in  industrial  ventilation, pollution  control  systems,
and  turnkey  project = management. @ As the company expanded its  operations
across India, the HR department faced challenges in sourcing niche engineering talent and reducing hiring
timelines. Recognizing the need for technological
intervention,  Envigaurd implemented an  Al-based recruitment model to modernize
its talent acquisition strategy.talent and reducing hiring timelines. Recognizing the need for technological
intervention, Envigaurd implemented an Al-based recruitment model to modernize its talent acquisition
strategy.

2. The Company: Profile Envigaurd Engineering and Turnkey Projects Pvt. Ltd.

Envigaurd  Engineering and  Turnkey  Projects  is-based  enterprise  specializing in
designing,  fabricating, and installing environmental and  engineering  systems  for
industries. With a workforce exceeding 200 employees, the company’s mission is
to  ‘engineer  solutions that safeguard the environment through innovation and
technology.” Its HR  philosophy emphasizes hiring the right talent to  maintain
quality and innovation in every project. However, rapid growth and multiple project deadlines created
challenges in sourcing and retaining qualified engineers, project managers, and technicians. This triggered
the company’s strategic shift toward Al-driven recruitment.
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3. The Conceptual Backbone: Understanding Al in Talent Acquisition

Artificial Intelligence in recruitment refers to the use of data-driven algorithms and machine learning to
automate and enhance various stages of the hiring
process. The adoption of Al in HR follows a four-level maturity model:

1. Descriptive Analytics — What happened? (e.g., Number of applicants screened per role)
2. Diagnostic Analytics — Why did it happen? (e.g., Certain channels generate higher-quality candidates)

3. Predictive Analytics — What will happen? (e.g., Which candidates are most likely to succeed in technical
roles?)

4. Prescriptive Analytics — What should we do? (e.g., Recommend optimal sourcing strategies or candidate
rofiles)

The integration of Al into HR aligns with theoretical models like the Resource-

Based on View (RBV) and Evidence-Based Management (EBM), where data becomes
a strategic resource for human capital optimization.

4. The Research: Uncovering the Recruitment Landscape

A study was conducted among 105 employees and hiring professionals at Envigaurd Engineering to
understand their perspectives on Al in recruitment. The survey focused on key aspects such as sourcing,
candidate matching, and recruitment challenges.

4.1. How much Al improved candidate sourcing at Enviguard

Particular No of respondents Percentage
Significantly 41 39.8%
Moderately 39 37.9%
Effectively 10 9.7%

Not at all 12 11.7%
Effectively 0 0%

Total 105 100%

Interpretation: Nearly Most recruiters consider Al-based candidate matching to be highly or moderately
successful, showing that technology now plays a vital role in improving hiring accuracy.

4.2. What is the biggest risk when relying on Al for talent acquisition

Over-dependence on technology 44 43.1%
Ignoring human intuition 24 23.5%
Data privacy concerns 21 20.6%
Breach of candidate data 3 2.9%

All of the above 10 9.8%

Total 105 100%

Interpretation: The data shows that recruiters mainly worry about excessive reliance on technology and the
loss of human judgment in hiring. Data privacy and security issues also remainn important concerns
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5. Key Findings:

The Data-Driven Verdict The analysis revealed the following insights:

1. Al significantly improved time-to-hire, reducing it by 38% within six months.

2. Candidate quality and engagement levels increased through predictive assessments.

3. Recruiters trusted Al-based recommendations but emphasized the need for human validation.
4. Ethical and data privacy concerns persisted, requiring stronger governance frameworks.

6. A Blueprint for Action: Leveraging Al for Smarter Hiring Based on the findings, Envigaurd developed a
structured roadmap to institutionalize Al in recruitment:

1. Implement  Al-integrated ATS  systems to track candidate  performance  and
hiring metrics.

2. Establish an internal Al governance policy to ensure data privacy and fairness.
3. Invest in recruiter training to interpret Al outputs effectively.

4. Blend Al insights with human evaluation for balanced decision-making.

5. Use predictive analytics to forecast future talent needs and skill gaps.

7. Strategic Suggestions for Envigaurd Engineering
1. Create a centralized digital talent dashboard to monitor KPIs such as sourcing

efficiency, offer acceptance rates, and early attrition.

2.  Introduce Al  chatbots for candidate  engagement to reduce communication
delays.

3. Partner with academic institutions for Al-based internship sourcing.

4. Promote transparency by communicating Al’s role in recruitment to candidates.
5. Continuously audit Al systems for bias and performance accuracy.

Conclusion:

From Intuition to Intelligence The integration of Artificial Intelligence in recruitment marks a paradigm shift
for engineering firms like Envigaurd. Al transforms hiring from a reactive, manual process into a strategic,
data-driven function. While challenges related to ethics and over-automation remain, the benefits in
efficiency, precision, and candidate experience are undeniable. By combining machine intelligence with
human insight, Envigaurd demonstrates how technology can enhance not replace human judgment in talent
acquisition.
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