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Artificial Intelligence (AI) – Our Hiring Future | Introduction 
 

W hat  s p r ings  t o  m ind  when  y ou  hear  “a r t i f i c i a l  i n te l l i gence” ?  I t  m igh t  

make  you  th i nk  o f  any t h ing  as  ben ign  as  t he  p rog ramm ing  on  y our  

f avour i t e  v ideo  game,  t o  som eth ing  as  ins i d ious  as  a  sc i - f i  m ov ie  abou t  

a  r obo t  up r i s ing .  W hatever  you r  t hough t s  on  t h is  t echno logy  a re ,  ou r  

wor l d  i s  becom ing  inc reas ing ly  au tomat ed ,  and  i n  many  a reas  o f  ou r  

l i v es ,  a r t i f i c i a l  i n t e l l i genc e  i s  im pos s ib l e  t o  es cape .  W e hope  t o  s how 

y ou  t h rough  the  c ou rse  o f  t h i s  d ocument  t ha t  f a r  f r om be ing  som eth ing  

t o  f ea r ,  A I  i s  ac tua l l y  t he  f u tu r e  o f  r ec ru i tm en t ,  and  t he  way  we  tak e  

h i r i ng  i n to  t he  21s t  c en t u ry  and  beyond .  

 

Why is AI the Future of Recruitment? 
 

Technological world - less time for time-consuming tasks 
 

W e are  cu r r en t l y  i n  t he  ea r l y  s t ages  o f  t he  f ou r th  i ndus t r ia l  r evo lu t i on  

–  t he  e r a  o f  CPS,  t he  I n te r ne t  o f  Th ings ,  and  ne twork s .  To  pu t  i t  i n to  

pe rs pec t i ve ,  t he  las t  i ndus t r ia l  r evo lu t i on  –  t he  r i s e  o f  c ompute r s  and 

au tom at ion  –  began  i n  1969 ,  w i t h  mass  p r oduc t i on  and  as sem b ly  

l i nes  (1870) ,  and  mechan is a t ion  and  s t eam power  ( 1784)  as  t he  two 

r evo lu t ions  be fo r e  t ha t .  We a r e  s t epp ing  in t o  t he  f u t u re  as  mor e  and  

mor e  o f  ou r  l i v es  bec ome d ig i t a l .  And  l i k e  in  t he  indus t r ia l  r evo lu t ions  

be fo r e ,  as  ou r  d ig i t a l  s oc ie t y  rap id l y  advanc es ,  ev e ry  p roc ess  on 

ea r th  i s  s peed ing  up  w i t h  i t .  Need  to  f i gu re  ou t  how your  new was h ing 

mach ine  wor ks?  No  mor e  read ing  t he  manua l  –  now y ou  c an  wa t ch  a  

f i v e -m inu t e  v ideo  fo r  t he  same i n fo rmat i on .  Gone  a re  t he  day s  o f  

hand ing  over  no tes  o r  ev en  sw ip ing  ca rds  when  pay ing .  Now w i t h  j us t  

one  sm a l l  t ap  y our  paym ent  i s  p r oc essed .  W i th  eve ry t h ing  speed ing  

up ,  i t  i s  t he r e fo r e  impera t i ve  t ha t  a l l  i ndus t r ies  mod i f y  t he i r  sys t ems  

to  mee t  t h i s  new speed  and  c onnec tednes s .  And  nowhere  i s  t h i s  t r ue r  

t han  i n  rec ru i tmen t .   

L i ke  w i t h  many  t h i ngs ,  m os t  r ec r u i tmen t  and  h i r ing  t akes  p l ac e  

on l ine .  Th is  m eans  t ha t  t he  vo lume o f  r o les ,  cand ida t es ,  and  c l ien t s  

t ha t  r ec ru i t e r s  a re  dea l i ng  w i t h  has  i nc reas ed  ex ponen t i a l l y .  On  

aver age ,  each  j ob  ad  pos ted  on l ine  r e s u l t s  i n  a b o u t  2 5 0  a p p l i c a t i o n s ,  

s ays  G las sdoor ,  w i t h  eac h  r ec r u i t e r  hand l i ng  sever a l  d i f f e ren t  ro l es  

a t  onc e .  Th is  m eans  an  abundance  o f  t a l en t  av a i lab le  f o r  each  r o le ,  

bu t  l im i t ed  t ime  t o  l ook  f o r  t he  i dea l  ma t ch .   

W h i l e  t he re  i s  immens e  p r ess ure  t o  f i l l  t hese  r o les  as  qu ic k ly  as  

pos s ib le ,  t he  p rob lem is  t ha t  h i r i ng  t oo  qu i ck ly  c an  l ead  to  m is t ak es  

i n  t he  p r oc ess ,  c a u s i n g  t h o u s a n d s  o f  r a n d s  i n  l o s t  r e v e n u e  i f  i t  b e c o m e s  

n e c e s s a r y  t o  r e p l a c e  b a d  h i r e s  ( l o o k  h e r e  f o r  l i n k s  h t t p s : / / p r i n g a . i o / w p -

c o n t e n t / u p l o a d s / 2 0 2 1 / 0 1 / t h e - t r u e - c o s t - o f - a - b a d - h i r e . p d f  .  The  l as t  

https://zety.com/blog/hr-statistics
https://www.apollotechnical.com/cost-of-a-bad-hire/
https://www.apollotechnical.com/cost-of-a-bad-hire/
https://pringa.io/wp-content/uploads/2021/01/the-true-cost-of-a-bad-hire.pdf
https://pringa.io/wp-content/uploads/2021/01/the-true-cost-of-a-bad-hire.pdf
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t h i ng  you  wan t  t o  do  when  l ook ing  f o r  t he  nex t  v a luab le  m ember  o f  

y ou r  t eam is  h i r ing  t he  wrong  pe rs on  

So  how to  ge t  a r ound  th i s ?  S im p le  –  by  speed ing  up  wha t  y ou  c an  t o  

f ocus  more  t im e  and  energy  on  t he  t h ings  t ha t  need  t o  t ak e  longer .  

The  h i r ing / j ob -seek ing  p r oc ess  t ak es  t ime .  Bad  o r  i ne f f ec t i v e  h i r ing  

p roc ess es  c rea te  nega t i ve  emp loyment  exper ienc es .  The  i nc reas ed 

s peed  o f  on l ine  app l i c a t i ons  on ly  ex ac erba tes  t h i s .  Ac cor d ing  to  

s t ud ies ,  a b o u t  6 5 %  o f  w o r k e r s  b e g i n  l o o k i n g  f o r  a  n e w  r o l e  w i t h i n  3  

m o n t h s  o f  b e i n g  h i r e d .  

Ther e  a r e  t h ings  a  c ompute r  c an  do  way  fas t e r  and  mor e  accur a te l y  

t han  a  hum an.  Th ings  l i ke  ins t an t l y  scann ing  mu l t ip l e  p r o f i l e s  f o r  t he  

nec ess ary  requ i r ements .  Th ings  l i k e  s our c ing  f rom va r ious  l oca t i ons  

on  t he  in t e rne t ,  even  ones  t ha t  we  m igh t  no t  have  heard  o f .  By  t ak ing 

t hes e  tasks  o f f  ou r  hands ,  A I  c rea tes  s pace  f o r  u s  t o  f oc us  on  t he  

un ique l y  hum an aspec t s  o f  y ou r  r o le .   

Reduces and prevents hiring bias 
Unf o r tuna t e l y ,  a l l  human be ings  have  in te rna l  and  un in t en t i ona l  

b i as es .  W h i l e  t hese  need  to  be  un lea r ned ,  hav ing  an  a lgo r i t hm t ha t  

i s  impar t ia l  and  bas ed  p r imar i l y  on  da ta  he lps  r egu la te  and  make  t he 

h i r i ng  p roces s  f a i re r .  Th i s  means  t ha t  t he  pe rs on  bes t  su i t ed  f o r  t he  

j ob  ge ts  t he  j ob .  

By  rem ov ing  h i r i ng  b i as es ,  i r r e l evan t  s k i l l se t s ,  and  c and ida tes  who  

won ’ t  f i t  t he  com pany  c u l t u r e ,  i t  k eeps  t he  p r ocess  as  hones t ,  f a i r ,  

and  acc ura t e  as  i t  c an  be .  Th i s  means  tha t  you  can  be  mor e  ce r t a in  

t ha t  y our  dec is ion  i s  be ing  d r i ven  by  f ac t  and  f ac t  a l one .  And  as  A I  

i s  cons t an t l y  g r ow ing  and  lea rn ing  t he  mor e  da t a  and  i npu t  i t  

r ece i ves ,  you  ge t  to  be  a  pa r t  o f  ensu r i ng  t ha t  t he  na t u r e  o f  h i r i ng  

dev e lops .  Th i s  means  t ha t  you  a ls o  ge t  t o  he lp  f u tu r e  j obseek ers  f i nd  

t he i r  i dea l  r o l es .  

Enhances human emotional intelligence  
Com pute rs  a re  good  a t  m any  th i ngs ,  bu t  t he r e  a r e  s t i l l  t h i ngs  t ha t  

on ly  a  human  c an  do .  Ac cor d ing  t o  T h e  W o r l d  E c o n o m i c  F o r u m ,  A I -

au tom ated  rou t i ne  work  w i l l  d i sp lac e  rough l y  75  m i l l i on  j obs .  

However ,  as  t he  demand  fo r  sk i l l s  l i k e  em ot iona l  and  t echn ic a l  

i n t e l l i genc e  inc r eas e ,  133  m i l l i on  new j obs  w i l l  be  c rea ted .  

A I  i s  a  he lp fu l  t oo l  when  i t  comes  to  l og ic  an d  numbe rs .  However ,  

un ique l y  human t ra i t s  a r e  s t i l l  ou t  o f  r eac h .  We have  no t  even 

un locked  how our  c r ea t i v i t y  and  emot ions  wor k  o r  wha t  d r i v es  t hem.  

The  f ie l ds  o f  neurosc ienc e  and  psy cho logy  a r e  a lways  evo l v i ng  as  

s c ience  opens  new  a r eas  o f  know ledge .  Th i s  m eans  t ha t  t he  

k now ledge  needed  to  c rea te  A I  t ha t  can  s ucc ess f u l l y  r ec r ea t e  

abs t r ac t  hum an t r a i t s  i s  s t i l l  yea rs  away .  Un t i l  t hen ,  your  c r ea t i v i t y ,  

em ot iona l  i n t e l l i gence ,  and  imag ina t ion  w i l l  be  i n  h igh  dem and .  

Acc ord ing  t o  a  s tudy  by  Khawar izm i  I n te r na t iona l  Co l lege ,  t he  

f o l l ow ing  l im i t a t ions  on  A I  ex is t  i n  t he  h i r i ng  p roces s :  

https://www.forbes.com/sites/karstenstrauss/2018/02/02/the-role-of-artificial-intelligence-in-the-future-of-job-search/?sh=4cd71c934cb0
https://www.forbes.com/sites/karstenstrauss/2018/02/02/the-role-of-artificial-intelligence-in-the-future-of-job-search/?sh=4cd71c934cb0
file:///C:/Users/User01/AppData/Roaming/Microsoft/Word/www3.weforum.org/docs/WEF_Future_of_Jobs_2018.pdf
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•  Rec ru i t e r s  w i l l  s t i l l  need  t o  reques t  c omp lex  o r  spec i f i c  da t a  

f r om cand ida tes  

•  Hum an qua l i t i e s  l i ke  em pat hy  and  in t u i t i veness  a r e  

i r r ep laceab le  

•  A I  c an  on l y  mak e  da t a -d r i ven  dec is i ons ,  i gnor ing  human fac to r s  

•  Hum an b iases  can  s t i l l  be  acc iden ta l l y  p r og r ammed in t o  A I  t oo l s  

•  Us e  o f  d i f f e ren t  o r  i n co r r ec t  k ey wor ds  c ou ld  l im i t  t he  number  o r  

r e l ev ancy  o f  cand ida tes  

•  Cand ida tes  t ha t  a r e  no t  t echno log ic a l l y  sav vy  (o lde r  

genera t i ons ,  d i s advan taged  c ommun i t ie s ,  e t c . )  may  be  

over l ooked  desp i t e  be ing  good  cand ida t es  

•  Cand ida tes  wan t  t o  t a l k  t o  human be ings  

•  A I  canno t  ana ly se  body  language  and  v o ice  t one  e f f ec t i ve l y  

W i th  t hes e  l im i t a t ions  ex i s t ing ,  t he  human t ouc h  w i l l  a lways  be  

nec ess ary  when  i t  c omes  to  HR p r oces ses .  I t  i s  t he re f o re  l es s  o f  a  

r ep lacem ent  and  mo re  o f  a  t oo l  t o  he lp  t he  human be ing  hand l ing  t he  

r o l e .   

Turns everyone online into passive talent 
As hum an be ings ,  t he re  i s  a  phy s ica l  l im i t  t o  how  many  p lac es  we 

c an  so urce  i n  a  day .  W e c an  on ly  v i s i t  s o  many  webs i t es ,  can  on l y  

v i ew  s o  many  p r o f i l e s .  No t  s o  w i t h  A I .  A I  c an  s ourc e  b i l l i ons  o f  da ta  

po in t s  i n  a  mat t e r  o f  sec onds  and  can  do  s o  f rom any where  on l i ne .  

Th is  m eans  t ha t  EVERYO NE on l i ne  has  t he  po t en t ia l  t o  bec ome 

pas s ive  t a l en t ,  expos ing  y ou  to  cand ida t es  y ou  wou ld  l i ke l y  have 

nev er  f ound  on  your  own .   

I t  i s  one  t h ing  t o  f i nd  t he  cand ida t e  bes t  su i t ed  t o  t he  j ob  desc r ip t i on  

on  a  pa r t i cu la r  s i t e .  I t  i s  ano t he r  t h ing  en t i r e l y  t o  f i nd  t he  abs o lu t e  

i dea l  c and ida te  f r om t he  who le  o f  t he  in te rne t .  A I  a l l ows  you  to  

s our ce  a t  t h i s  l eve l ,  mean ing  t ha t  y ou  can  be  s u re  t ha t  y ou  a re  no t  

m iss i ng  g rea t  t a len t .  

I t  i s  a l so  a  g rea t  deve lopment  f o r  j obs eekers .  Much  o f  t he  p r ocess  

o f  searc h ing  f o r  a  j ob  i s  t ak en  up  by  re g is t e r ing  on  po r ta l s ,  upda t ing  

p ro f i l e s ,  and  t r y ing  t o  f i nd  as  many  p lac es  t o  app l y  on l i ne  as  

pos s ib le .  W i t h  an  A I  t oo l  t ha t  sourc es  ex is t i ng  cand ida tes  f rom t he 

i n t e rne t ,  i f  s omeone  has  an  on l ine  p res ence ,  t hey  a r e  a l ready  i n  t he  

poo l  o f  po t en t i a l  cand ida t es .  Th is  means  t ha t  no t  on l y  i s  A I  sav ing 

t he  rec ru i t e r  t im e  bu t  i s  a l so  he lp i ng  s hape  t he  way  cand ida tes  go  

abou t  t he i r  j ob  searc h  –  sav ing  t hem t ime  as  we l l .  
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AI in Practice 

Finding, searching, and sourcing 
Acc ord ing  t o  a  r e p o r t  b y  H R . c o m ,  64%  o f  pa r t i c i pan ts  ques t i on e d  sa id  

t ha t  A I  had  a  h igh  po t en t ia l  t o  impr ov e  the  t a len t  ac qu is i t i on  

p roc ess es .  I n  f ac t ,  i t  was  se lec t ed  as  t he  s econd -m os t  po ten t ia l l y  

he lp f u l  HR func t ion  beh ind  “Ana l y t i cs  and  M et r i cs ” .  Rec ru i t e r s  wan t  

t o  spend  l ess  o f  the i r  day  on  t he  t ime - cons uming  task  o f  r ead ing 

t h r ough  hundreds  o f  app l i ca t ion s ,  many  o f  wh ic h  do  no t  mee t  t he  

r equ i r eme nts  o f  t he  j ob .   

Th is  becom es  pos s ib le  t h r ough  A I ’ s  ab i l i t y  t o  c omp i l e  l i s t s  o f  

c and ida tes  who  bes t  f i t  t he  necessary  c r i t e r i a ,  we igh t i ng  t hes e  t o  

he lp  rec ru i t e r s  f i nd  t hos e  who  a re  idea l .  I t  a l so  c rea tes  a  poo l  o f  

c and ida tes  who  f i t  t he  requ i red  c r i t e r ia  even  though  they  m igh t  no t  

be  ac t i v e l y  look ing ,  e i t he r  by  rev i ew ing  da t a  a l r eady  ga the red  f r om 

p rev ious  app l i ca t i ons ,  o r  by  sc ann ing  t he  in t e rne t  –  in c l ud ing  v a r i ous  

s oc ia l  m ed ia  webs i t es  –  t o  f i nd  pas s iv e  t a l en t  t o  appr oach .  I t  can 

a l so  r educ e  l i a i s on  t ime  by  u t i l i s ing  cha t  bo t s  and  s im i la r  t oo ls  t o  

ask  ques t i ons  o f  the  cand ida t e  t ha t  w i l l  de te rm ine  whe ther  t hey  f i t  

t he  requ i r ements  o r  no t .  

I t  can  a lso  au tom at i c a l l y  p r io r i t i s e  app l i ca t ions ,  show ing  r ec r u i t e r s  

t he  mos t  idea l  c and ida t es  t o  c u t  down on  the  t im e  i t  t a kes  rec r u i t e r s  

t o  as sess  wh i ch  o f  t he  app l i ca t i ons  t hey  hav e  wou ld  be  bes t  su i t ed .  

Th is  m eans  t ha t  t he  i n i t i a l  p roc es s  o f  f i nd ing  t a l en t  i s  made  m ore 

e f f i c ien t ,  a l l ow ing  rec ru i t e r s  t o  f oc us  on  mor e  ro l es  a t  once .  

Candidate Assessment 
Vet t i ng  i s  a  c r uc ia l  and  t ime -c onsum ing  pa r t  o f  t he  h i r ing  p roc es s .  

H i r i ng  inc o r rec t  cand ida t e s  has  t he  po t en t i a l  t o  c o s t  a  c o m p a n y  

r o u g h l y  R 3  m i l l i o n  a  y e a r .  I t  i s  t he r e fo re  im por t an t  t o  make  su r e  t ha t  

t he  nec ess ary  check s  and  ass es sments  a re  m ade ,  wh i le  a l s o  k eep ing  

up  w i t h  t he  ev er - inc reas ing  dem ands  on  rec ru i tmen t  t im e .  By  

au tom at ing  t hes e  p roc ess es  as  f a r  as  poss ib le ,  t hese  v i t a l  c hec ks  

c an  s t i l l  be  ca r r i ed  ou t  wh i le  a lso  a l l ow ing  fo r  a  qu i ck  t u r na r ound 

t ime  i n  t hese  p roces ses .   

I f  r ec ru i t e r s  can  us e  A I  t o  se t  t he  c r i t e r i a  t hey  a r e  l ook ing  f o r  in  a  

c and ida te  wh i l e  a l so  u t i l i s ing  A I  t o  bu i l d  cand ida t e  p r o f i l es  based  on 

i n f o rmat i on  ga the red ,  i t  bec omes  pos s i b l e  f o r  rec ru i t e r s  t o  f i nd  g rea t  

ma t ches  i n  a  f r ac t ion  o f  t he  t ime  i t  wou ld  hav e  tak en  them to  do  i t  

manua l l y .  Th is  cou ld  mean  t ha t  t he  number  o f  app l i c a t ions  a  r ec r u i t e r  

mus t  r ead  t h rough  i n  t he  ea r l y  s tages  i s  s i gn i f i c an t l y  r educed ,  o r  

even  tha t  on ly  t he  abso lu te  idea l  c and ida tes  a re  s en t  t o  dec i s i on  

maker s  i n  t he  la t e r  s t ages .   

I t  i s  no t  j us t  he lp fu l  f o r  t hose  h i r ing  e i t he r .  Th rough  a lgo r i t hm s  l i ke  

t hos e  u t i l i zed  by  s t r eam ing  se r v ic es ,  soc ia l  med ia  p la t f o rm s ,  and 

s ear ch  eng ines  t o  de te rm ine  t he  k ind  o f  c on t en t  sugges ted  t o  t he i r  

use r s ,  i t  i s  poss ib le  f o r  A I  t o  as sess  c and ida te  needs  and  wan ts  o f  

j obs eek ers  and  s ugges t  r o les  t hey  wou ld  be  i dea l  f o r .  Th is  a l so  cou ld  

https://www.hr.com/en/resources/free_research_white_papers/hrcom-the-state-of-ai-2018-dec2018_jpkdvs7v.html
https://www.apollotechnical.com/cost-of-a-bad-hire/
https://www.apollotechnical.com/cost-of-a-bad-hire/
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mean j obs eeker s  o r  even  pass i ve  t a l en t ,  cou ld  be  s h i f t ed  i n to  r o les  

t hey  a re  be t t e r  su i t ed  t o ,  c rea t ing  vacanc ies  f o r  new t a l en t .   

I t  c an  a ls o  he lp  r educe  h i r ing  b i as es ,  p rov ided  the  mach ine  lea rn ing  

mode l  i s  se t  up  in  s uc h  a  way  t ha t  b i ases  a r e  no t  bu i l t  i n t o  i t  and  

tha t  t hese  a r e  acc oun ted  fo r  and  f i xed  as  f a r  as  poss ib le .  G iven  th is ,  

A I  has  t he  po t en t ia l  t o  as ses s  cand ida tes  based  pu r e l y  on  t he i r  

s u i t ab i l i t y  f o r  t he  ro l e ,  wh i le  ignor i ng  c r i t e r ia  t ha t  s hou ld  no t  make  a  

d i f f e renc e  to  h i r i ng  dec is ions  such  as  gender ,  s ex ua l i t y ,  r ace ,  and 

s oc i o -ec onom ic  c l as s .  

A I  can  a l so  g rea t l y  r educe  t he  amoun t  o f  t im e  s pen t  on  bac kgr ound 

c hecks .  By  au tomat ing  p r ocesses ,  i t  can  reduc e  the  wa i t ing  t ime  on  

de l ibe ra t i on  when  s ubm i t t i ng  cand ida tes  o r  mak ing  f ina l  h i r i ng  

dec i s i ons .  

Interviews 
I t  i s  f a i r  t o  s ay  t ha t  in te rv iew ing  i s  one  o f  t he  mor e  un ique ly  human 

s t ages  o f  t he  h i r ing  p roc es s .  Ther e  i s  a  le ve l  o f  gaug ing  hum an 

behav iou r  t ha t  mac h ines  j us t  a re  no t  equ ipped  to  rep l i c a te  a t  t h i s  

s t age .  Howev er ,  the re  a re  s ome a r eas  where  t he  in t e rv i ew ing  

p roc ess  can  be  made  mor e  acc ura t e  and  e f f i c ien t  t h rough  the  he lp  

o f  A I .  

As  an  exam p le ,  as  p rev ious ly  s t a ted ,  cha t  bo t s  i n  t he  i n i t i a l  

app l i ca t ion  p r ocess  c an  be  us ed  t o  as k  p r ede te rm ined  ques t i ons  t ha t  

wou ld  ass ess  a  cand ida te ’s  com pat i b i l i t y  w i t h  t he  r equ i r ement s  o f  

t he  ro l e .  I t  cou ld  a l s o  he lp  eva lua t e  and  p r i o r i t i se  bes t  i n te r v iewees ,  

r educ ing  t he  t ime  an  HR p r o fess iona l  wou ld  need  to  de te rm ine  th i s .  

I t  can  do  t h i s  by  ev a lua t ing  c and ida te  in t e rv iews ,  as ses s ing  m ic ro -

expr ess ions ,  emot ions ,  and  speech  th roughou t  t he  c ours e  o f  t he  

i n t e rv i ew  to  p rov ide  t he  in t e rv i ewer  w i t h  add i t i ona l  da ta  t ha t  t hey  

m igh t  hav e  m issed ,  c r ea t i ng  a  mor e  in fo rmed  p ic t u re  o f  t he  cand ida t e  

when  i t  c omes  to  dec id ing  wh ic h  c and ida tes  t o  s e lec t  f o r  t he  nex t  

s t age .   

Onboarding 
Onboard ing  i s  as  impor tan t  a  pa r t  o f  t he  rec r u i tmen t  p r oc ess  as  a l l  

t he  o t he r s  l i s t ed  above .  Ac cor d ing  t o  a  s tudy  by  Aus t ra l ian  

r ec ru i t e r s ,  Rober t  Ha l f ,  a lm os t  60% o f  M anagers  repor t  t ha t  new 

h i r es  l eave  du r i ng  t he i r  p r oba t i on  pe r i od  due  to  bad  onboar d ing  

p rac t i ces .  O f t en  t he  onboar d ing  p rocess  i s  wher e  c o rne rs  a r e  c u t  

bec ause  new  h i r es  a re  us ua l l y  t he re  t o  f i l l  an  u r gen t  vac ancy  and  t he  

nec ess ary  r esources  t o  induc t  and  t ra i n  new s t a f f  a re  j us t  no t  

ava i l ab le .  Th i s  can  be  avo ided  by  u t i l i s i ng  A I  as  f a r  as  p oss ib l e .  

I ns tead  o f  hav ing  a  ded ic a ted  pe r son  s i t t i ng  w i t h  t he  new  h i re  and 

exp la in ing  t o  t hem i n  de ta i l  how every t h ing  work s ,  hav ing  t r a in ing  

v i deos  and  an  a lgo r i t hm t ha t  c rea tes  a  cus t om ised  p lay l i s t  f o r  t he  

new h i re  bas ed  on  the  requ i rem ent s  o f  t he i r  r o le  reduces  the  amoun t  

o f  t ime  needed  fo r  i n -pe rs on  t ra i n i ng .  No  amoun t  o f  t r a in i ng  v i deos  

w i l l  r ep lac e  the  need  fo r  someone  to  bounce  ques t i ons  o f f ,  bu t  i t  c an  

p rov ide  t he  new  h i re  w i t h  a  good  s o l id  know ledge  base  to  s ta r t  w i t h .  
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I n  add i t i on ,  hav ing  an  au to m ated  t ra in i ng  p r oc ess  means  tha t  t he  

new h i re  c an  beg in  lea rn ing  be fo r e  t he i r  f i r s t  day ,  a l l ow ing  them to  

be  be t te r  p repar ed  when  t hey  i n i t i a l l y  a r r i v e .  I t  can  a ls o  p r ov ide  

oppor tun i t i es  f o r  au tom ated  tes t s ,  s u rveys ,  and  chec k l i s t s  t o  

de te rm ine  wher e  the r e  a re  knowledge  gaps  and  to  add res s  t hes e  

be fo r e  t hey  bec ome b igger  p r ob lems  la t e r ,  c r ea t ing  a  f a r  l ess  

s t r ess f u l  onboard ing  p rocess  f o r  bo t h  t he  new  h i r e  and  t he i r  

manager ,  and  r educ ing  t he  l i k e l ihood  tha t  t hey  w i l l  l eav e  bec ause  o f  

f r us t ra t i ons  w i t h  t he  p rocess .  

 

AI advantages and disadvantages 

Advantages 
As h igh l i gh t ed  i n  t he  po in t s  above ,  A I  he lps  reduc e  sourc i ng  t ime  

and  c an  add  to  t he  ac cur acy  o f  c and ida te  matc hes ,  a l l ow ing 

r ec ru i t e r s  m ore  t ime  to  f oc us  on  t he  pa r t s  o f  t he i r  j ob  t ha t  requ i r e  a  

human t ouc h .  I t  a l l ows  f o r  s t r eam l i ned  p r ocess es ,  a l l ow ing  f o r  

r ec ru i t e r  t im e  to  be  be t t e r  u t i l i s ed .  Acc ord ing  t o  a  su rv ey  by  t he  HR 

Resea rch  I ns t i t u te  i n  2019 ,  on l y  a r ound  10% o f  t hos e  s u rv ey ed  wer e  

u t i l i s i ng  A I  t e chno logy ,  w i t h  36% pr o jec t i ng  t o  be  us ing  i t  mor e  i n  t he  

c om ing  two  y ear s .  Th is  t echno logy  i s  no t  ye t  w ide ly  u t i l i s ed  in  t he  

i ndus t r y .  By  im p lem ent i ng  t h i s  t echno logy  i n to  t he i r  bus ines s ’s  

p rac t i ces  now,  compan ies  w i l l  be  ahead  o f  t he  game when  A I  

r ec ru i tm en t  i s  m ore  w ide l y  used .  

I t  a l s o  he lps  t he  c and ida te  by  pu t t i ng  t hem fo r war d  f o r  ro les  t ha t  t hey  

a re  a  m atch  f o r  and  tu r n ing  t hem i n to  pass iv e  t a l en t  even  i f  t hey  a r e  

no t  ac t i v e ly  on  t he  j ob  mar ke t .  I t  he lps  g ive  g r ea t  t a len t  a  f oo t  i n  t he  

door  w i t h  r o les  t ha t  a r e  idea l  f o r  t hem.  

Disadvantages 

Ther e  i s  t he  po t en t i a l ,  i f  no t  hand led  co r rec t l y ,  f o r  A I  t o  dehum an is e 

t he  r ec r u i tmen t  p rocess .  By  l im i t i ng  t he  num ber  o f  cand ida t es  t ha t  

a re  l i a i s ed  w i t h  d i r ec t l y ,  i t  cou ld  d is t ance  the  rec ru i t e r  f r om the 

j obs eek er ,  c rea t i ng  a  r i f t  be t ween  them and  the  pe op le  t hey  wan t  t o  

he lp .   

A I  i s  a l s o  no t  in f a l l i b l e ,  and  wh i le  cons t an t  im provements  a r e  be ing 

made  to  how mac h ine  l ea r n ing  work s ,  i t  i s  poss ib l e  f o r  us  t o  

p rog ramme our  hum an b ias es  in t o  t hese  a lgo r i t hms ,  c r ea t ing  a  

s ys tem tha t  i s  i nd is c r im ina t e ly  b iased  w i t hou t  t he  pos s ib i l i t y  o f  an  

em ot iona l  appea l .  I t  can  a l so  become  a  c os t l y  ex e rc is e  depend ing  on 

i f  t he  money  y ou  i nves t  i n  u t i l i s i ng  A I  does  no t  resu l t  i n  va lue  

de l i v e red  by  t he  se rv i ce .  

Constantly Changing 
The  na tu r e  o f  A I ,  espec ia l l y  A I  i n  Hum an Resourc es ,  i s  cons t an t l y  

c hang ing  as  t ec hno logy  dev e lops  and  we  l ea r n  mor e  abou t  human 

na tu r e  and  how our  m inds  work .  Th is  means  tha t  t he  p ros  and  cons  

o f  t oday  m ay  no t  be  t he  p r os  and  c ons  o f  t om or row.  Ther e  i s  a lways  

t he  po ten t i a l  f o r  new p r ob lems  to  a r i s e  as  w e  l ea r n  mor e  abou t  
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ours e lv es  and  the  impac t  mac h ine  l ea rn ing  may  hav e  on  ou r  l i v es .  

Conve rse l y ,  t he  p rob lem s  we  see  i n  ou r  cu r r en t  A I  sys t ems  may  

bec ome a  t h i ng  o f  t he  pas t  as  we  dev e lop  s o lu t ions  t o  ou r  c u r ren t  

i s sues  and  t ec hno logy  bec omes  inc reas ing ly  a dvanc ed .  I t  i s  

impor tan t ,  t he r e fo re ,  t o  s tay  ab r eas t  o f  t he  la t es t  t r ends  and  bes t  

p rac t i ces  i n  t he  f i e ld  o f  A I ,  and  to  ev o lv e  as  t he  t ec hno logy  does .  

 

Our AI (Crystal) & You 
J ob  Cr ys ta l ’ s  A I  t oo l ,  Crys t a l ,  p r ov ides  t he  so lu t ion  t o  many  o f  t he  

p rob lems  l i s t ed  above .  She  ac t s  as  a  member  o f  ou r  c rew ,  u t i l i s ing  he r  

mach ine  b r a in  t o  s our ce  idea l  c and ida tes  f rom r i gh t  ac r os s  t he  web ,  

p rov id ing  f rom m i l l i ons  and  b i l l i ons  o f  po ten t i a l  p ro f i l e s ,  an  idea l  

s e lec t i on  o f  cand ida t es  f o r  t he  ro le  spec i f i ed ,  i n  a  f r ac t ion  o f  t he  t ime  i t  

wou ld  hav e  taken  a  human to  do  t he  sam e th i ng .  

Her e  i s  how Cr ys ta l  c an  he lp  you ,  no  mat t e r  how you  app roach  he r .  

Users 

As  t he  us er ,  you  w i l l  be  ab le  t o  c u t  ou t  hours  o f  sou rc i ng  t ime  by  

u t i l i s i ng  a  t oo l  t ha t  searc hes  the  in t e rne t  f o r  y ou .  You  can  a ls o  be  

s u re  t ha t  you  a re  ge t t i ng  t he  abso lu te  bes t  cand ida t es  f rom  a  wor l d  

o f  on l ine  t a l en t ,  and  tha t  any  b i as  in  how thes e  were  s e lec t ed  i s  

be ing  mon i t o r ed  and  ac coun t ed  f o r .  You  w i l l  be  ab le  t o  f i nd  

c and ida tes  t ha t  you  m igh t  no t  be  ab le  t o  f i nd  any  o t he r  way  and  w i l l  

s av e  y ours e l f  an  enormous  amoun t  o f  t ime  and  e f f o r t  wh i l e  do ing  so .   

Candidates 

As  a  cand ida t e ,  you  can  be  c e r ta i n  t ha t  even  when  y ou  a r e  no t  

ac t i ve l y  app l y ing  f o r  ro l es ,  your  p ro f i l e  i s  s t i l l  be ing  pu t  i n  f r on t  o f  

r ec ru i t e r s  and  emp loyer s .  You  c an  a lso  be  as sur ed  tha t  y our  p ro f i l e  

i s  be ing  shown to  rec ru i t e r s  f a i r l y  and  anonymous ly  t o  reduc e  h i r ing  

b i as .  Th is  means  tha t  y ou  c o u ld  be  c ons ide red  f o r  ro les  t ha t  you 

o t he r w is e  m igh t  no t  hav e  go t t en  a  f a i r  c hance  a t  app ly ing  f o r  and 

c ou ld  f i nd  oppo r tun i t i e s  i n  a  wor ld  o f  i ndus t r ies  t ha t  you  wou ld  nev er  

hav e  though t  t o  work  i n  be fo r e .  

Our own processes 
I n  ou r  p roces ses ,  C rys t a l  i s  one  o f  ou r  t eam mem ber s ,  he lp i ng  w i t h  

t he  t ime - consum ing  p roc es s  o f  s our c ing ,  g iv i ng  us  mor e  t ime  t o  f ocus  

on  t h ings  l i k e  cus tom er  se r v i ce ,  exc e l l en t  c l i en t  l i a i son ,  and 

tho rough  v e t t i ng .  By  r educ ing  t he  t im e  tha t  i t  t ak es  t o  l ook  f o r  i dea l  

c and ida tes ,  we  c an  p roces s  ro les  f as t e r  and  s ubs equen t l y  ge t  t o  

mor e  r o l es  i n  t he  sam e amoun t  o f  t ime .  Th i s  means  tha t  we  w i l l  be  

c ons tan t l y  s t r i v i ng  t owards  and  bu i l d i ng  t owar ds  ou r  v i s ion  o f  m ak ing 

a  den t  in  unemp loyment .   
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