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Abstract

Artificial intelligence (Al) is emerging as a strategic lever in the evolution of recruitment
practices, automating key tasks such as CV screening, candidate shortlisting, and conducting
interviews via advanced tools like chatbots and video analysis. These innovations promise
significant improvements in process efficiency, a reduction in human bias, and faster talent
identification.However, this transformation raises major concerns. Algorithmic biases, despite
their supposed neutrality, can reinforce existing discrimination. The opacity of Al-driven
decisions limits transparency and fosters mistrust. Furthermore, the dehumanization of the
recruitment process may alter the candidate experience and weaken the relationship between
companies and applicants.

This article adopts a conceptual approach, based on an in-depth literature review, to explore
both the opportunities and the ethical, legal, and organizational risks associated with the use of
Al in recruitment.The analysis highlights that while Al can optimize processes and reduce
certain biases, it also introduces new challenges related to fairness, transparency, and trust.
The study concludes that a hybrid recruitment model combining Al tools with human oversight
appears to be the most effective and ethical path forward. Such an approach allows
organizations to benefit from technological innovations without compromising the human

dimension essential to recruitment.

Keywords: Artificial intelligence, automated recruitment, algorithmic bias, recruitment ethics,
transparency, candidate experience, discrimination, human resource management, talent

acquisition.
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Introduction

Artificial intelligence (Al) has become a crucial driver in the transformation of recruitment
practices. Through advanced algorithms and machine learning technologies, it enables the
automation of key tasks such as CV screening, candidate pre-selection, and virtual interviews
(Bursell & Roumbanis, 2024; Kdchling & Wehner, 2020). Companies adopt these tools to
optimize their selection processes, improve efficiency, and reduce cognitive biases inherent in
human decisions. By facilitating the analysis of vast amounts of data, Al promises to enhance
the speed and accuracy of recruitment while ensuring a better match between candidates’ skills
and employers' needs (Gaur et al., 2021).

However, the increasing use of Al in recruitment raises significant ethical and organizational
questions. On the one hand, these technologies provide a more objective and equitable selection
process, relying on standardized criteria and processing large volumes of applications within a
reduced time frame (Drage & Mackereth, 2022). On the other hand, they pose substantial risks,
particularly concerning algorithmic bias. If the data used to train Al models is biased, these
tools may perpetuate or even amplify existing discrimination (Lacroux & Martin-Lacroux,
2022). Moreover, the opacity of Al systems, often referred to as "black boxes,” limits
understanding and contestation of decisions, undermining candidates' and recruiters' trust
(Black & van Esch, 2020).

Another critical issue concerns the impact of Al on the candidate experience. While some
recruiters value algorithms for their accuracy and speed (Dai & Si, 2024), candidates often
perceive these tools as impersonal and lacking human touch (Langer & Konig, 2023).
Additionally, concerns arise regarding the inclusion of individuals with disabilities, who may
be disadvantaged by algorithms based on facial expression analysis or vocal intonations (Buyl
etal., 2022).

Thus, Al represents a significant advancement in recruitment, offering major opportunities to
optimize selection processes and enhance candidate management. However, its use raises
concerns that cannot be ignored. Algorithmic opacity, risks of reinforcing existing
discrimination, and the impact on candidate experience all require careful consideration. A
rigorous approach combining transparency, human oversight, and ethical considerations is
essential to ensure a balance between technological efficiency and fundamental recruitment

principles.
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1. Artificial intelligence in recruitment and selection
Artificial intelligence refers to technologies capable of imitating certain human cognitive
functions, such as learning, reasoning, and decision-making. Applied to recruitment, it
primarily relies on machine learning, natural language processing, and predictive analytics.
These tools facilitate the sorting, classification, and evaluation of applications with enhanced
speed and precision, aiding recruiters in decision-making.
The integration of Al in recruitment is profoundly transforming candidate selection methods.
By automating numerous administrative tasks, refining skills analysis, and enhancing decision-
making, Al significantly boosts recruitment efficiency. Its use is based on advanced
technologies, such as natural language processing and machine learning, allowing for a more
precise and objective evaluation of applications (Stone et al., 2015). These tools provide
companies with significant time savings while reducing recruitment costs.
One of Al’s primary advantages in recruitment is automating repetitive tasks. Traditionally,
recruiters spend a considerable amount of time sorting applications and scheduling interviews.
Applicant tracking systems (ATS) enable algorithms to automatically analyze resumes based
on required skills and predefined criteria, ensuring a swift and efficient pre-selection of the most
relevant candidates (Meijerink et al., 2021). This automation not only streamlines processes but
also minimizes human biases that can influence recruitment decisions.
Beyond administrative automation, Al plays a key role in evaluating candidates’ skills. Natural
language processing technologies allow algorithms to analyze resumes, cover letters, and
questionnaire responses in-depth. Unlike keyword-based filtering systems, these technologies
grasp context and structure, facilitating a more refined analysis of candidates’ qualifications and
experience. Machine learning further enhances the relevance of recommendations by adapting
to labor market trends and specific company requirements.
Al-assisted video interviews represent another major advancement in recruitment. Some tools
incorporate facial expression and voice tone analysis to assess candidates’ behavioral and
emotional traits (Garg & Goel, 2021). These analyses offer recruiters additional insights into
candidates’ interpersonal skills and adaptability. However, ethical concerns arise regarding
privacy protection and the reliability of algorithmic interpretations. To ensure fairness, such
tools must be complemented with human evaluation (Black & van Esch, 2020).
Although Al enhances recruitment efficiency, it also presents significant limitations and
challenges. One primary risk is the persistence of algorithmic biases. If Al models are trained

on historically biased data, they risk reinforcing these inequalities (Meijerink et al., 2021).
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Consequently, implementing control and supervision mechanisms is essential to ensure fair and
diverse recruitment. Additionally, automation should not lead to a complete dehumanization of
the hiring process. Recruiters play a crucial role in assessing candidates qualitatively and
fostering trust-based relationships (Buyl et al., 2022).

Al is radically transforming recruitment by providing efficient automation and skills analysis
solutions. However, its integration must be carefully regulated to mitigate the risks of
algorithmic biases and loss of human connection. A balanced approach combining Al and
human intervention emerges as the optimal solution for fostering an effective, inclusive, and
ethical recruitment process.

Figure 1 : Al applications in the recruitment process
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Source:Authors

1.1. The Al-Driven Recruitment Process: Key Stages
Artificial intelligence intervenes at multiple levels of the recruitment process, integrating
technological tools to optimize candidate selection. Among these, applicant tracking systems
(ATS) use algorithms to analyze resumes and identify profiles that meet company-defined
criteria (Lacroux & Martin-Lacroux, 2022). HR chatbots facilitate initial interactions with

candidates by answering inquiries and automating interview scheduling (Dai & Si, 2024).
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Additionally, predictive analytics help evaluate candidates' skills and potential for success
based on historical data (Langer & Konig, 2023).

The Al-assisted recruitment process follows several key stages, from job posting to final hiring
decisions. The integration of Al enables optimized job ad dissemination, automated screening
based on predefined qualifications, Al-driven assessments, and algorithm-assisted interviews.
Despite its efficiency, this technology raises ethical and transparency concerns, necessitating
rigorous human oversight.

Table 1: Al tools used in recruitment .

Recruitment Stage | Technology Used Objective Example Tools
_ Targeting algorithms | Maximize  job  ad | LinkedIn,
Job Posting o
and platforms visibility Indeed
] ] ] Filter and rank |
Screening and | Applicant  Tracking o HireVue,
] applications based on _
Preselection Systems (ATS) o Pymetrics
criteria
_ IBM  Watson,
) Automated tests and | Analyze aptitudes and
Skills Assessment _ _ ) SAP
serious games behavioral skills
SuccessFactors
_ Automate
Interview and _ o o
_ HR chatbots and video | communication and | Olivia,Mya,
Candidate _ ) _
_ analysis assess behavioral | HireVue, XOR
Interaction ]
signals
FinalDecision Predictive analytics Identify the best-suited | Hired,LinkedIn
Making candidates Talent Solutions

Source:Authors

1.2.  Transforming the Role of Recruiters
The integration of Al into recruitment is not just about improving processes; it is also
profoundly transforming the role of recruiters. While certain repetitive tasks, such as sorting
applications and scheduling interviews, are now automated, human resources professionals
must adapt their skills to leverage these new tools. The recruiter's role is thus evolving towards
more strategic missions, such as assessing corporate culture, analyzing soft skills, and managing

diversity within teams (Lavanchy et al., 2023).
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However, this transition comes with several challenges. One of the major challenges lies in the
transparency of decisions made by algorithms. Recruiters must be able to understand and
explain the criteria on which automated selections are based to ensure the fairness of the process
(Rodgers et al., 2023). Additionally, the risk of algorithmic bias remains a significant issue. If
the databases used to train Al models contain historical discrimination, these biases can be
reproduced and even amplified, compromising diversity and inclusion within companies
(Pessach & Shmueli, 2021).
Finally, the rise of Al requires recruiters to develop new skills. Mastery of digital tools, an
understanding of machine learning principles, and the ability to interpret predictive analysis
results are becoming essential to optimize recruitment while ensuring an ethical and human-
centered approach (Bankins, 2021).

2. Artificial Intelligence: Opportunities in Recruitment

2.1. Optimizing and Automating the Recruitment Process
Acrtificial intelligence optimizes every stage of the recruitment process, from job posting to the
final selection of candidates. Al tools accelerate the process by automating repetitive tasks such
as CV screening, pre-selection, and interview scheduling. According to Kauffman et al. (2021),
the use of Al algorithms to analyze applications can significantly reduce processing time,
facilitating faster and more efficient talent selection. Furthermore, Al-powered application
management systems ensure optimal follow-up with candidates by enabling smooth and instant
communication.
Chatbots are another example of Al-driven recruitment optimization. These virtual assistants
can interact with candidates, answer their questions, and even conduct preliminary skill
assessments. These tools enhance the candidate experience by providing quick responses and
reducing frustration related to long processing times.

2.2.  Enhancing the Accuracy and Quality of Hiring
Al improves the quality of hiring by leveraging predictive models and advanced analytical
algorithms. These technologies enable a more precise assessment of candidates' technical and
behavioral skills. Lombardi et al. (2020) highlight that Al can predict candidates’ future
performance by analyzing historical data and identifying profiles that best match job
requirements.
Another key advantage of Al is its ability to identify candidates with transferable skills that

might be overlooked by human recruiters. Moreover, predictive models help reduce employee
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turnover by ensuring that selected candidates align not only with job requirements but also with

the company’s culture and values. This data-driven approach promotes more objective and

effective hiring decisions.

Figure 2: Traditional vs. Al-Driven Recruitment: A Comparative Overview

Manual Job AI-Optimized
Posting - Job Posting
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3. Risks Associated with the Use of Al in Recruitment

3.1. Risks Linked to Reliability and Algorithmic Bias
Artificial intelligence is increasingly used in recruitment processes to automate candidate
selection and optimize application processing time. However, its use raises major concerns
regarding the reliability of algorithms and the persistence of discriminatory biases.
One of the primary risks is algorithmic bias, which can perpetuate or amplify existing
discrimination. For example, Amazon had to abandon its automated recruitment tool in 2018
after discovering that the algorithm favored male candidates over women (Dastin, 2018). This
bias is typically caused by the use of historically biased data when training Al models (Kéchling
& Wehner, 2020). An algorithm trained on databases containing structural inequalities risks
reproducing these patterns, thereby excluding qualified candidates who are underrepresented in
the initial data.
Furthermore, Al systems are often perceived as “black boxes,” meaning their decision-making
processes are opaque and difficult to interpret. This lack of transparency poses a significant
problem, as candidates rejected by an algorithm often receive no explanation for the criteria
that led to their exclusion (Lacroux & Martin-Lacroux, 2022). This lack of clarity undermines

trust among both candidates and recruiters in these automated systems. When recruitment

www.africanscientificjournal.com Page 356



African Scientific Journal
JOURNAL ISSN : 2658-9311
Vol : 03, Numéro 29, Avril 2025

technologies are perceived as unfair or unpredictable, they are more likely to be rejected,
compromising their effectiveness and long-term adoption (Black & van Esch, 2020). While
some companies are implementing mechanisms to explain automated decisions, these
initiatives remain limited.
Another major challenge is Al's inability to effectively assess human and subjective qualities in
candidates. While automated systems are efficient at analyzing quantitative data such as
experience and qualifications, they struggle to evaluate qualitative skills such as creativity,
emotional intelligence, and adaptability (Newman et al., 2020). For example, Al-analyzed video
interviews may judge a candidate based on facial expressions and voice tone without
considering contextual or cultural nuances. Consequently, human recruiters remain
indispensable for providing a more nuanced and contextual analysis in recruitment processes
(Lavanchy et al., 2023).

3.2.  Ethical and Legal Risks
The use of Al in recruitment also raises concerns about compliance with ethical and legal
regulations, particularly regarding personal data protection and accountability in cases of
discrimination. The collection and use of candidates' personal data is a significant issue. Some
companies extract data from informal sources, such as social networks, without obtaining
explicit consent from individuals, raising serious concerns about privacy and transparency
(Demir & Gunaydin, 2023).
Another major challenge is determining liability in cases of discrimination. When Al makes
biased decisions, it is difficult to establish who is responsible: the employer, the algorithm
designer, or the Al itself (Rodgers et al., 2023). This legal ambiguity complicates recourse for
affected candidates and can slow down the adoption of Al technologies in recruitment. In some
instances, regulations mandate human oversight of automated decisions, but enforcement
remains weak.
Al also challenges the principle of fairness in recruitment. The lack of transparency regarding
selection criteria and the inability for candidates to contest algorithmic decisions create a sense
of injustice and lack of fairness (Bankins, 2021). To ensure the ethical use of Al, robust
oversight mechanisms and human supervision are necessary (Langer et al., 2021).

3.3.  Organizational and Human Risks
Excessive reliance on Al in recruitment can have negative consequences for companies' internal
organization and the candidate experience. One primary risk concerns the dehumanization of

the recruitment process. When human interaction is minimized, candidates may perceive the
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company as cold and impersonal, which can negatively impact its attractiveness (Gonzalez et
al., 2022). A study by Langer et al. (2019) found that candidates prefer human interaction over
automated interviews, as it allows them to better express their personality and motivations. A
fully automated process can make candidates feel like mere numbers in a database, reducing
their engagement and motivation to join the company.
Moreover, over-reliance on algorithms can lead to recruitment errors by overlooking
unconventional yet promising candidates. Al systems are often programmed to search for
profiles that match predefined criteria, which can exclude unique talents capable of adding
significant value to a company (Silzer & Church, 2009).
Finally, candidates' distrust of Al can have a negative impact on employer image. Research
shows that some candidates are reluctant to apply for jobs using an automated selection process,
for fear of impersonal and unfair treatment (Mirowska & Mesnet, 2022). To alleviate these
problems, it is essential to adopt a hybrid approach combining Al and human judgment
(Newman et al., 2020).
Some companies have implemented mixed processes where Al performs an initial screening,
but recruiters validate and adjust the final recommendations, ensuring greater fairness and
candidate satisfaction.

3.4. Towards Ethical and Responsible Al in Recruitment
Artificial intelligence (Al) is revolutionizing recruitment by providing fast and efficient
candidate selection solutions. However, its adoption presents ethical and practical challenges,
particularly regarding transparency, fairness, and trust. To ensure responsible Al use in
recruitment, companies must develop a hybrid approach that combines Al and human expertise.
This strategy not only fosters trust but also offers a viable alternative to fully automated
recruitment.
A significant trust gap exists between recruiters and candidates regarding Al-driven
recruitment. Recruiters tend to focus on quantitative attributes, such as technical skills and
experience, which are easily analyzed by algorithms. In contrast, candidates value qualitative
attributes, such as personality and motivation, and trust human recruiters to assess these
subjective aspects. This divergence highlights the need for a hybrid model that leverages Al’s
strengths while maintaining a human-centered evaluation process.
Two primary hybrid models have been proposed to bridge this trust gap. The first is Al with
human adjustment, where Al plays a central role in decision-making while recruiters step in to

refine choices. The second is a human model with Al support, where recruiters retain the final
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decision but use Al as a decision-support tool. These models strike a balance between analyzing
objective data and considering the subjective aspects of recruitment. In addition to fostering
trust, these hybrid approaches provide a robust alternative to full automation, ensuring better
adaptability to each company's unique needs.

Another critical challenge is Al system transparency. Candidates must understand the criteria
on which recruitment decisions are based, and companies must ensure algorithmic
explainability to build trust. The introduction of regulatory standards and audits dedicated to
evaluating Al ethics is an essential step toward ensuring fair and responsible Al usage in
recruitment.

Finally, supporting both recruiters and candidates in understanding Al-driven hiring processes
is crucial. Training human resources professionals in Al and its implications will help optimize
its integration while preserving a human-centered approach. Candidates, in turn, should be
informed about Al-assisted selection mechanisms to better prepare themselves.

The successful implementation of ethical and responsible Al in recruitment relies on a
combination of transparency, regulatory oversight, and close collaboration between Al and
human decision-making. This balanced approach allows organizations to harness Al’s
technological benefits while preserving fairness, trust, and a human touch in recruitment

processes.
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Conclusion

The integration of artificial intelligence (Al) into recruitment represents a technological
revolution that is profoundly transforming HR practices, offering both significant opportunities
and challenges. On one hand, Al optimizes recruitment processes, reduces bias, and
personalizes the candidate experience, facilitating the identification of the most suitable talent
for business needs. It also enhances the efficiency of handling large volumes of applications
while improving the accuracy of hiring decisions through a data-driven approach.

However, this evolution comes with considerable risks, particularly concerning algorithmic
bias, the dehumanization of the recruitment process, and ethical challenges associated with Al
usage. Al does not guarantee entirely fair recruitment and, if poorly designed or misused, may
exacerbate existing forms of discrimination. Furthermore, the human role remains essential,
especially in assessing soft skills and interpersonal qualities that algorithms often struggle to
capture. Therefore, the deployment of Al in recruitment requires a delicate balance between
technological advancements and human expertise. Recruiters must not only master digital tools
but also maintain crucial human skills such as empathy, intuition, and relationship management.
At the same time, continuous training for HR professionals will be essential to keep pace with
Al developments and ensure the ethical integration of these technologies.

The future of recruitment appears to rest in a hybrid approach, where Al and human expertise
complement each other to create a hiring process that is both efficient and fair. To achieve this,
companies must implement robust strategies to ensure the responsible and ethical use of Al

while recognizing the strategic role of human recruiters in talent selection.
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