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Abstract 

The recruitment processes, especially in Indian context & such developing countries have 

undergone significant transformations since the 1991, that is the era of economic liberalization 

and privatization. Pertaining to rapid technological advancements, globalization, privatization 

and fundamental shifts in demographics in the workforce, modern recruitment practice have 

evolved from traditional methods to being more highly data-driven and supported by 

technology even that of AI. Here in this review, we attempt to explore key milestones in the 

evolution of recruitment practices in India (primarily post 1991). Here, we briefly compare 

with the situation pre-1991, and then examining how factors such as digitalization, 

globalization, economic policies, and demographic shifts have shaped modern recruitment 

methods. This review also takes into account, the role of online platforms, artificial intelligence 

(AI), and social media in streamlining recruitment processes in contemporary Indian setup. We 

end the paper with understanding the impact of other nations, and the companies therefrom that 

also significantly shaped the structure of HR process in India.  
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Introduction 

Recruitment happens to be one of the most pivotal functions in human resource management 

(HRM), as such since it directly impacts organizational productivity and competitiveness at 

large. Since India's economic liberalization, recruitment processes have evolved dramatically 

on all grounds, reflecting changes in the broader economic forums, parallels to labour markets, 

and technological landscape as well. We seeks to examine the evolution of the recruitment 

process in India from a traditional, manual approach to a more digital, technology-driven 

system, focusing on scholarly essays published between 1991 and 2023. In this review we aim 

to uncover the trends, innovations, and challenges in modern recruitment while drawing 

attention to key turning points in India’s recruitment landscape therein. 
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Recruitment Processes Pre-1991 

Before the economic reforms of 1991, recruitment in India was largely manual and involved 

over sourcing talents through traditional methods (such as print media, employee referrals, and 

walk-ins (see Jain, 1997)). Public sector jobs dominated the employment landscape mostly, 

and private organizations followed a hierarchical and bureaucratic process that was often slow 

and inefficient. At the time, the supply of labor outstripped demand, and job seekers relied 

heavily on newspapers and word of mouth for job openings (Gopalakrishnan, 2002). 

Despite the simplicity of the recruitment process during this period, the lack of technological 

integration and centralized databases led to time-consuming and costly hiring procedures. The 

job market was fragmented, and the absence of specialized recruitment agencies meant that 

organizations, particularly in the public sector, had to invest heavily in human resources to 

manage recruitment operations (Sharma, 1999). 

Economic Liberalization and Its Impact on Recruitment (1991-2000) 

The liberalization, privatization, and globalization (LPG) reforms introduced in 1991 

fundamentally altered the Indian economic and business landscape. As the private sector gained 

prominence, competition for talent increased, leading to significant changes in recruitment 

practices (Basu, 2005). The openings of the Indian economy to foreign direct investment (as 

FDI) and multinational corporations (MNCs) resulted in a demand for specialized skills, 

marking the beginning of a skills-based recruitment approach (Rao, 2009). 

In this period, recruitment agencies and head-hunters began to emerge greatly, catering to the 

growing needs of upcoming MNCs and domestic firms. Companies began investing in 

employer branding, focusing on attracting talent by creating a competitive edge in the job 

market (see Srivastava & Nair, 2010). Job portals like (Naukri.com and Monster India) 

launched in the late 1990s, signalled a shift from traditional recruitment methods to online job 

boards, which then provided wider reach and greater efficiency both ways (Kumar, 2011). 

 

The Digital Revolution and Online Recruitment (2001-2010) 

We see in the early 2000s that marked the rise of the internet and digital technologies in India, 

and their impact on recruitment was profound. Job portals proliferated, with Naukri.com 

becoming one of the largest online recruitment platforms in India (see Mehta, 2008). 

Companies began to adopt applicant tracking systems (ATS) and enterprise resource planning 

(called ERP) tools to streamline recruitment processes and enhance efficiency (Mukherjee, 

2010). This period witnessed the advent of ‘e-recruitment’, where employers could post job 

openings online easily, and candidates could submit their applications digitally too. This 

significantly reduced the time-to-hire for the companies and allowed recruiters to tap into a 

larger talent pool that allowed access an anywhere (Sinha, 2013). Moreover, online recruitment 
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facilitated the automation of initial screening processes, freeing up time for HR professionals 

to focus on strategic tasks more (Banerjee, 2012). 

The rise of social media platforms like LinkedIn etc. further revolutionized recruitment 

practices across the world. ‘LinkedIn’ became a critical tool for professionals to build networks 

and for recruiters to source candidates based on skills, experience, and even recommendations 

(see Agarwal, 2014). Additionally, to some extent, social media also allowed employers to 

engage in ‘passive recruitment’by approaching potential candidates who were not actively 

seeking jobs (Bhatia & Sharma, 2015). 

 

Technological Disruption and the Role of AI in Recruitment (2011-Present) 

In the past decade or so, technology has continued to shape recruitment processes across the 

globe, more so in India. The integration of artificial intelligence (AI), machine learning, and 

big data analytics has brought unprecedented efficiency and precision to recruitment processes, 

as AI-powered platforms, such as HireVue and Pymetrics, offers tools for screening, 

interviewing, and assessing candidates using algorithms that can predict job fit based on 

personality and behavioural traits (Chatterjee, 2020). One of the most significant developments 

in recent years, that needs mention, is the use of predictive analytics in recruitment. Companies 

are increasingly using data-driven insights to predict hiring requirements, identifing high-

potential candidates, and reduce biases in the recruitment process (Das, 2021). AI tools help 

streamline candidate sourcing by analyzing vast amounts of data from resumes, social media 

profiles, and other digital footprints (Singh & Kumar, 2019). 

Furthermore, in view of automated interviews and AI-based chatbots, they have become 

common, allowing recruiters to engage candidates highly efficiently and improve the overall 

candidate experience (Gupta, 2018). Despite, all concerns about the potential dehumanization 

of recruitment, the consensus that we may draw is that, AI enhances human decision-making 

by providing more accurate assessments (Mukherjee, 2021). 

 

Changing Workforce Demographics and Employer Expectations 

In addition to these technological advancements, changing workforce demographics have of 

course impacted recruitment in India. The country’s workforce has become relatively younger, 

with millennialism and Gen Z employees demanding flexibility, work-life balance, and even 

alignment of personal values with organizational goals (see Thakur & Bansal, 2021). As a 

result therefore, recruitment processes now prioritizes employer branding, with organizations 

using social media and online platforms to showcase their culture and values to attract younger 

talent (Chakraborty, 2022). 
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Moreover, there has been a notable increase in the gig-economy and moreso, contractual 

employment. As companies seek flexibility and cost-efficiency, recruitment strategies have 

shifted towards hiring freelancers and temporary workers for short-term projects (Sarkar & 

Kaur, 2020). This shift has led to the rise of platforms like Upwork and Freelancer in India, 

where employers can quite very easily find and engage independent contractors (Pandey, 

2021). 

 

Influence of Global Values and Cultures on Indian Recruitment Practices 

As multinational corporations (called MNCs) set up operations in India; and as Indian 

companies have started expanding their global footprints. Thus the recruitment process in India 

began to reflect a mix of indigenous practices and international best practices. We see this in 

the subsequent section. 

Introduction of Meritocracy and Competency-Based Hiring 

As such, one of the most significant impacts of global values on the Indian recruitment process 

has been the increasing emphasis on meritocracy. Traditional recruitment in India was often 

influenced by high-degree-nepotism, connections, and social standing, particularly in family-

owned businesses and the public sector (Rao, 2013). However, with the entry of global firms, 

there was a distinct shift towards competency-based hiring, where skills, qualifications, and 

experience became the primary criteria for selecting candidates. 

Multinational corporations, particularly from the United States and Europe, introduced 

structured recruitment practices involving multiple rounds of interviews, psychometric testing, 

and assessments designed to evaluate a candidate's fit for specific roles (Pandey & Tewari, 

2015). The focus shifted from "who you know" to "what you know," and Indian companies 

soon adopted similar practices in order to remain competitive in a globalized market. 

Shift towards Diversity and Inclusion 

As globalization brought with it the values of diversity and inclusion, we see concepts evolve 

that were relatively new in the Indian corporate world. Western companies, particularly those 

based in the United States, emphasized more the importance of building diverse teams and in 

essence fostering an inclusive workplace (Anand, 2016). This cultural shift became evident in 

the recruitment strategies of Indian firms, particularly those in sectors like IT, finance, and 

pharmaceuticals, where MNCs played a dominant role. 

There was a conscious effort in recruitment practices to include more women, or people from 

different cultural and linguistic backgrounds, or individuals from underrepresented 

communities. Indian companies increasingly adopted such policies like (affirmative action) 

and equal opportunity employment, influenced by global best practices (Chanda, 2017). This 

was a significant departure from the earlier practices where in recruitment was often biased in 

favour of certain social and demographic groups. 
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Adoption of Employer Branding and Corporate Culture 

With the influx of global firms stemming here, employer-branding became a central element in 

recruitment strategies over the country. Western companies, particularly those in Silicon 

Valley, are known for their strong corporate cultures, which emphasize innovation, 

transparency, and employee empowerment (Sarkar, 2018). Indian firms began to realize the 

importance of creating a compelling ‘employer-brand’ to attract the top talent. As per 

Bhatnagar, 2014 recruitment efforts increasingly focused on promoting the company’s values, 

work culture, and employee benefits through digital platforms and social media. 

Furthermore, there was a growing trend of aligning recruitment messages with the corporate 

social responsibility (CSR) values of global companies. For instance, companies began 

highlighting their environmental initiatives, social impact projects, and ethical labor practices 

as part of their recruitment campaigns to appeal to socially-conscious candidates, especially 

among the millennial and Gen Z workforce (Chakraborty, 2021). 

Flexible Work Practices and Global Workforce Integration 

Global companies, particularly from Europe and North America, also introduced the concept 

of flexible working arrangements, which had a lasting impact on recruitment in India. These 

include remote working, flexible hours, and the gig economy model, which became 

increasingly popular in the Indian market after the arrival of tech giants like Google and 

Microsoft (Agarwal, 2019). This shift towards flexible work culture affected recruitment 

practices, as companies began seeking candidates who could work remotely or in a global 

virtual environment. 

The pandemic accelerated this trend, with companies across India adopting remote hiring 

practices and virtual interviews, following global standards of work-from-home policies. The 

digitalization of recruitment processes, already prevalent in global companies, quickly became 

the norm in India (Gupta, 2020). 

Impact of Japanese and East Asian Management Practices 

In addition to Western influences, Japanese and East Asian management styles have also had 

a considerable impact on recruitment practices in India. Japanese firms brought concepts such 

as lifetime employment, Kaizen (continuous improvement), and lean management practices to 

India (Singh, 2015). These values led to the recruitment of candidates who not only had the 

necessary technical skills but also fit within the long-term, process-oriented approach of 

Japanese companies. 

Similarly, South Korean firms like Samsung and LG introduced a hierarchical yet performance-

driven culture, influencing Indian companies to adopt similar recruitment strategies that focus 

on identifying high-potential candidates who can be groomed for leadership roles (Das & 

Chaudhuri, 2018). This has led to an increased focus on leadership development programs in 
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recruitment, with Indian companies looking for candidates who can grow within the 

organization over time. 

The Global War for Talent 

Another significant global value that has shaped the recruitment process in India is the notion 

of the “war for talent.” As globalization intensified competition among companies worldwide, 

the demand for skilled professionals, particularly in fields like technology, engineering, and 

management, surged (Basu, 2020). Indian firms, exposed to this global competition, have 

adopted aggressive recruitment strategies to attract top talent. This includes offering 

competitive salary packages, stock options, and international mobility opportunities to lure 

high-performing candidates. 

 

Challenges in Modern Recruitment in India 

While the recruitment process have become more efficient and data driven mainly, challenges 

remain as seen now - the digital division in India still prevents many job seekers, particularly 

in rural areas, from accessing online job portals and leveraging digital tools (Kumar, 2017). 

Furthermore, there are concerns about data privacy and the potential for bias in AI based hiring 

processes that have been significantly raised (Bhatia, 2019) over the last decades. Secondly, a 

major challenge is the mismatch between the skills demanded by the market and that the skills 

possessed by job seekers (potential employees). Despite India’s large talent pool, many 

graduates lack the practical skills (soft skills) needed by employers, leading to a persistent 

‘skills gap’ (Sharma & Rao, 2022). This has prompted companies to invest heavily in upskilling 

and reskilling initiatives to bridge the gap. 

 

Conclusion 

As we saw in this review, the evolution of recruitment processes in India since 1991 reflects 

broader economic, technological, and demographic shifts. From the traditional, manual 

methods to sophisticated, we observe AI-driven strategies, recruitment practices have adapted 

to the changing needs of employers and job seekers alike. While technological advancements 

have enhanced efficiency, we see that they also bring new challenges, particularly in terms of 

equity and accessibility. As India continues to modernize over the said dimensions, future 

recruitment practices will likely evolve further, much driven by both technological innovations 

and the changing aspirations of its workforce. 

We also find that the recruitment process in India has been profoundly shaped by global values 

and cultures, especially since the 1990s. As global firms entered the Indian market, they 

brought with them best practices in meritocracy, diversity, and inclusion, along with advanced 

recruitment techniques involving psychometric testing, employer branding, and AI-based 
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hiring. Additionally, the introduction of flexible work arrangements, Japanese management 

practices, and the global war for talent have further transformed the Indian recruitment 

landscape. While Indian companies have adopted many of these practices, they continue to 

blend them with local cultural nuances, creating a unique hybrid recruitment model that is both 

global and distinctly Indian. 
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