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How is Al affecting recruiting?

Artificial intelligence is already transforming how employers attract,
evaluate, and engage talent.

This book explores how to implement Al responsibly in
the recruiting process. It outlines the benefits of Al,

identifies key risks, and emphasizes the importance of
human oversight. Drawing on real-world examples
from talent experts and current industry

practices, it provides a practical framework
for making Al work with people,
not instead of them.

Al “Co-Pilot”
Human Oversight
Responsible Use

Thoughtful Application

What once seemed futuristic
is now common in applicant tracking
systems (ATS) and sourcing platforms.
But while Al boosts efficiency, it also

raises critical concerns around fairness,

accuracy, and accountability.
Looking to navigate Al in HR?
Visit rciars.com for more information and to schedule a

time to talk with one of our team members. 2



Artificial intelligence isn’t coming...

Al has
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parsing and chatbots to candidate-
matching algorithms, Al-driven tools
_ Al Menu

P Open : re now embedded across nearly

lery stage of the hiring funnel. And
with them comes both promise and

pressure.

Introducing
ChatGPT

We've trained a model called

ChatGPT which interactsina -
conversational way. The dialogue .
format makes it possible for '

ChatGPT to answer followup ,
guestions, admit its mistakes, -

challenge incorrect premises, and
reject inappropriate requests.

Try - Read about ChatGPT ‘
ChatGPT Plus

On one hand, Al enables faster response times, streamlined
workflows, and stronger candidate pipelines. On the other, it
introduces new challenges around compliance, candidate
experience, and ethical decision-making.

Key Takeaways:

. Al should serve as a co-pilot, not a decision-maker.

. Recruiters and HR teams must retain human-in-the-loop oversight.

« As Al use expands, compliance, data privacy, and legal risks are rising
and staying ahead of them requires more than basic safeguards.
Effective use of Al starts with identifying the right problem to solve.

The future impact of Al on recruiting depends on how wisely, fairly, and
thoughtfully it’s used.



The Hard Truth

Hiring isn’t just about logic or resumes. It's about people, and
people aren’t predictable. It doesn’t follow a fixed formula; it shifts

Why does

recru |t| ng with every role, team, and candidate. It requires empathy,
need the judgment, and nuance; qualities that Al, for all its strengths, can'’t
H uman fully replicate. Candidate experience, cultural alignment, and team

T h 9 dynamics are inherently human areas.
oucn¢
Even the best Al tools can’t interpret a hesitant tone during an
interview, sense interpersonal chemistry, or ask a follow-up
question with emotional intelligence. Al can rank resumes, but it
can’t tell you whether someone will thrive under a particular
manager or adapt to a fast-changing team.

For example, no algorithm can notice the subtle discomfort a
candidate might show when discussing a past leadership conflict,
a moment that could reveal critical alignment or misalignment with
your culture. And the stakes are high. Recruiting decisions affect
people’s livelihoods, reputations, and well-being. Mistakes made
by flawed algorithms can perpetuate bias or unfairly eliminate
qualified applicants. That's why human oversight remains
essential.

What Al Does Best: Efficiency, Not Empathy

These tools allow recruiters to spend less time on administrative tasks—and more time
building relationships. But the best systems don’t operate in a vacuum. They require
human input and oversight at key checkpoints to be effective and fair.

Used properly, Al becomes a force-multiplier; not a replacement for human recruiters,
but a way to help them focus on what matters most.

When used thoughtfully, Al can relieve teams of the burdens that slow
down hiring and dilute candidate engagement.




Recruiters as Al Users: The Rise of the Personal Co-Pilot

Al isn’t just built into platforms.
It's becoming a daily tool used
directly by recruiters. Generative
Al tools like ChatGPT, Microsoft
Copilot, and other LLM-based
assistants now help
professionals draft outreach,
summarize profiles, write
interview questions, and prepare

el /| Personal
Assistant

Prompt

Co-Pilots are only as smart as the humans guiding them
Recruiters must remain actively engaged: customizing outputs, refining
prompts over time, and applying sound judgement to align results with hiring
goals and employer brand. They can improve outcomes by learning how to
prompt Al more effectively and by reviewing outputs critically. As with any Al
tool, the goal is to enhance, not replace, human expertise.

Human-in-the-Loop: Where Oversight Matters
Most effective Al tools today use a “human-in-the-loop” model,
supporting workflows rather than replacing them. Real-world hiring
scenarios often look like this:

« A sourcing Al suggests candidates; a recruiter gives a thumbs up/down to
train the model.

« A chatbot prescreens applicants; the recruiter confirms who qualifies for
interviews.

« An Al assistant drafts outreach; the recruiter customizes the final message.

« A scheduling bot proposes interview times; the hiring manager approves
before confirming.

These guardrails prevent overreach, reduce the risk of bias, and ensure Al-
driven decisions reflect organizational values. Without these steps, Al can
run unchecked, creating compliance and reputational minefields.

Human oversight isn’t just about approval. It’s also about improving the
system. Many Al tools are designed to learn from input, increasingly refining
the results over time. This feedback is critical for allowing recruiters to fine-
tune results that safeguard accuracy, fairness, and role-specific fit.



mples: Where AI Adds Value
it still needs help)

The Good,
The Bad,
The Risky

Real-world examples show both the promise and pitfalls of
Al in recruiting. When applied thoughtfully, Al accelerates
sourcing, reduces delays, and frees recruiters to focus on

people. But when used without transparency or oversight, it
can introduce serious compliance and ethical risks. The
following cases highlight where Al adds value—and where
it still needs the human touch.




Case 1:

Accelerating Sourcing

with Feedback Loops

RCI’s Director, Sourcing Ops & Technologies Brenden Moore
has his team use Al to surface candidates based on job descriptions.

Recruiters then rate each candidate as a
match or not, providing specific feedback,
actively training the model to better
understand real-world role requirements
and fit.




Case 2:

Reducing Time-to-
Contact with Chatbots

Unilever implemented a chatbot by Pymetrics that engages
applicants within 15 minutes of applying.

It gathers prescreening information
and proposes next steps—reducing
time-to-contact from two weeks to just
48 hours. Recruiters focus on
interviews and follow-up, not logistics.



Case 3:

Compliance Blind Spot

It gathers prescreening information and proposes next steps—reducing time-to-
contact from two weeks to just 48 hours. Recruiters focus on interviews and follow-
up, not logistics. The Al platform penalized graduates of all-women’s colleges and
showed a preference for traditionally male-dominated language patterns. During an
audit, they were unable to explain the system’s decision-making logic, exposing the
company to EEOC risk.

Here's the takeaway: If you can’t explain
how your Al works, don’t use it.



What Leaders Need to Know

Al in HR is subject to increasing scrutiny.
While U.S. regulations are still evolving,
employers face growing obligations.

EEOC Employers must ensure that Al tools do not produce unfair outcomes
; : based on race, sex, age, or disability. They must also demonstrate
Guidelines steps taken to mitigate bias.

Tools that rely on speed or strict formats may inadvertently exclude
candidates with disabilities (e.g., chatbots requiring rapid responses).

ADA
Considerations

State States like New York, lllinois, and California have introduced or
passed laws requiring audits, disclosures, or candidate notifications

Legislation for Al in hiring.

“If you’re using Al incorrectly, you're the one on the hook.,” says Erinn

Moore, RCI’s Director of Marketing & Sales Operations. Companies O th
must vet vendors thoroughly, ask tough questions about training data, 1 €
auditability, and legal defensibility, and understand that liability always HOOk
rests with the employer.

Contl’0| Moore suggests looking for an Al platform to act as a co-pilot.

the And with hundreds of various Al-assisted ATSs and platforms
popping up every day, it's hard to tell which are the best. It's
Outcome critical to get your hands on various platforms and demos and

make sure what you select fits your business model. You should
control it as much as humanly possible. .



Al platforms often ingest sensitive personal information,
from resumes to interview transcripts. This creates new
risks, including:

. Data breaches through third-party vendors

« Overcollection of unnecessary personal data

. Lack of audit trails to explain how decisions are made

Best Practices for Safeguarding Candidate Data include:

Limiting the scope of
data Al tools can access.

Encrypting or anonymizing
sensitive data whenever
possible.

Requiring vendors to disclose
how data is stored, secured,
and deleted.

Work only with vendors who meet established data
security standards like SOC 2, ISO 27001, or FedRAMP.
These certifications signal that the provider has been
independently verified for secure data handling, privacy
controls, and operational transparency, all critical when Al
tools process sensitive candidate information.




Emerging Technologies to Watch
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As the Al landscape
evolves, several
technologies are
gaining traction.

« Multimodal Al: Combines video, text, and speech inputs
for richer assessments (e.g., interviews scored with
sentiment analysis)

« LLM Co-Pilots: Tools like Microsoft Copilot and
Zoomlnfo Copilot can help summarize data and suggest
the next steps. ‘

. Predictive Fit Models: Al that forecasts job performance
based on behavioral and resume signals, useful but still
raising fairness and transparency concerns.

These tools offer real promise but must be implemented
with care and oversight. Apply them with fairness,
auditability, and transparency in mind.



To adopt Al responsibly in your recruiting process, follow a
structured rollout plan.

Rollout a
Smarter
Al

Strategy

Start with a problem, not a product
Identify breakdowns in your process (e.g., time-to-
interview, gaps in interview to hire, candidate no-shows)

before selecting a tool.

Choose the right type of Al

Try them out first. Participate in hands-on demos. Match
your need to the right function: sourcing, screening,
engagement, or analytics.

Vet vendors deeply
Ask about model training, auditability, data handling,
DEI safeguards, and customizability.

Keep Humans in the loop
Build checkpoints into the process for human interview
and decision-making. Assign an internal Al lead where

possible.

Train your team
Ensure recruiters understand both the capabilities and the limitations of the tool. Al

literacy will be a core HR skill. Show them how to “teach” the Al platform to obtain
more accurate results.

Monitor and audit regularly
Periodically review Al outputs to ensure fairness, compliance, and ongoing

performance.

Next Steps: From Awareness to Action
« Audit your current hiring workflow to identify gaps.
« Map where Al could reduce time or improve quality.
. Evaluate vendors based on auditability, integration, and compliance.



If you want to use Al responsibly in
recruiting...you’ll need more than
just the right tools:

Building
Keepin Compliance
Hunrw)angs Into Every Step

We vet tools for bias, transparency,
and auditability, giving you
confidence that your process is
both effective and defensible.

In the Loop

RCI ensures Al supports your
recruiters rather than
replacing them. Adding speed
without losing empathy,
judgement, or fairness

Our approach blends
Al efficiency with
human oversight and
involvement. Giving
our clients smarter
results, safer
processes, and
stronger hires.




The Future is a combination of
Human Oversight and Artificial Intelligence

\

Al can make hiring faster, smarter, and more efficient. But without
thoughtful implementation, it can make it less fair for candidates,
less transparent, and more legally risky. Recruiting is
fundamentally human. Al should amplify human interaction not
erase it. When used responsibly, it helps recruiters spend more
time building relationships, helps candidates move faster through
the process, and helps leaders make smarter, more ethical hiring
decision.

Ready to explore how Al can transform your hiring?
Visit rciars.com or call 561.686.1700 to schedule
a one-on-one consultation and discover how RCI
can help you recruit smarter, faster, and more
fairly. No matter the size of your hiring needs.




