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Abstract

AT’s influence on the process of recruitment is continually showing upward growth. From screening and
selecting the best-fit candidates using algorithms, it is now assisting people with analytics to develop
human resources and even designing models to predict the salary of the newcomer. Despite this ever
expanding and all- encompassing role, it is being criticised for bringing forth algorithm related biases,
which it is supposed to reduce/ eliminate. AI’s advanced offering ChatGPT also threatens to jeopardise
the existence of the recruiter. However, the human element (particularly, the recruiter) is needed to monitor
the entire algorithm process to eliminate the undesired biases and to prevent new ones. The intuitive
nuance and critical thinking ability of the recruiter cannot be dispensed with. The recruiter also needs to
be compassionate and only a human recruiter can fit into this bill. A human recruiter is also needed to
recognise, appreciate and value a diversified workforce, thereby looking beyond the mere binary focus of
machines. A balance between subjective (human) and objective (Al) ensuring “positive-sum automation”
will always be needed for business decision- making, including the process of recruitment.
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Will Artificial Intelligence (Al) Replace the Human Recruiter?

AD’s expanding presence in the recruitment

Al (Artificial Intelligence) has taken the world of recruitment by storm. According to a Gartner survey
(2019, January 21), Al grew by 270 percent in the last four years to reach 37 percent of all enterprises.
The job offer ratio of interviewed candidates increased by 82 percent in L’Oréal with the use of “SeedLink-
algorithms” in terms of efficiency and relevance (Charlier & Kloppenburg, 2017, p.6). Covid-19 has
accentuated the use of technology, including Al and machine learning in various human resource (HR)
processes including recruitment. (Chattopadhyay, 2020, p. 66). Black and Van Esch (2020) call it “Digital
recruitment 3.0” due to its centrality in the recruitment process for it has moved from the sidelines to a
fulcrum position. (p.215).

AD’s impact on the recruitment process

Al impacts recruitment in three main ways- screening, eliminating human bias and assisting in the choice
of the best- fitting candidate. (Fraij & Laszlo, 2021, p. 108). Employing an evidence — driven mechanism
facilitated by Al, human behaviour and social dynamics are combined with business information to carry
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out people analytics not only to identify employees but also to develop them. (Giermindl, et. al.,2022,
p.410; Dijkkamp, 2019). Even an effective salary forecast model can be developed using Al tools by
utilizing the applicant’s resume and industry trends. (Gong et al., 2022, p.17). From this brief survey, we
can see that a number of core recruiter functions have been taken over by Al and it has almost become the
New recruiter.

Not a completely rosy picture

However, Al has its share of sceptics and detractors. Around 70 percent of respondents in the research of
Horodyski (2023, p. 1) feel that Al lacks nuance in terms of reaching a human decision. Similarly, the
general perception of recruiters towards Al is negative though the same recruiters feel that Al is ahead of
the human element in terms of efficiency and performance. (Will, et. al,.2023, p.1095). One strong
argument cited for Al intervention in recruitment is to reduce our biases and prejudices. The human
recruitment process brings about more errors and is more biased toward gender than algorithm-based
recruitment. (Fumagalli et. al.,2022, p.11). There is a tendency to remove humans for Al automation to
reduce human bias. (Benbya et al., 2021, p.289). Al tools use algorithms in every stage of the decision
making process and decision — making in the recruitment part of the human resource function will continue
to use algorithms as a process of growth because of rapid digitalization. (Kéchling & Wehner, 2020,
p.795). On the other hand, Bogen (2019) cites the example where Facebook reached 85 percent women
for cashier jobs and 75 percent Black when it came to jobs with taxi companies. Such biases could be the
result of missing information in the training data sets or errors in our choice of variables. (Soleimani
et.al.,2021, p.5097). Proper use of Al requires what is termed as “Human — Centric Artificial Intelligence”
(Pefa et al., 2023, p.16) and it includes a concern to ensure a fair and clear process which is subjected to
critical questioning. (p.1).

Advancement of Al- Scarier picture?

ChatGPT with Al powerfully behind it has created waves in the world of technology. (Wang et al., 2023,
p.576). Writing the job description is being taken up by ChatGPT from the recruiter. (Travers, 2023).
Based on a Twitter user’s prompt, Das (2023) apprehends that ChatGPT will take up 20 jobs and it includes
the job of a recruiter. Assuaging the fears, it is predicted that the focus on human essence, for example,
compassion will not allow ChatGPT to eliminate the HR professional and it will remain his/ her helping
hand. (Douglas, 2023).

Where will we reach?

Chen (2022, p.136) identifies three categories of artificial intelligence —narrow (performing a specific
task), general (performing a task cognitively similar to a human) and super (performing a task superior to
a human mind). As of now, we are at the Artificial Narrow Intelligence stage. A logical corollary would
be to question what would happen when the next two stages are reached. Will the human recruiter be
replaced by a machine recruiter who happens to have better intelligence than a human?

Is the final verdict out?

Should Al be demonized or gleefully accepted? Will it become fully autonomous? Neither does Al hiring
intrinsically violate the tenets of human rights nor does it completely ignore ethics. (Hunkenschroer &
Kriebitz, 2022, p.213). Lebovitz et al. (2023) warn that the “ground truth”, which they define as the input
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algorithm considered to be true as it is constructed objectively based on empirical truth, has to be identified
and validated by the human element or else the Al tool will fall flat. (pp. 28-30). Further, employers need
to examine the entire sequential process from the starting line to the finishing line to eliminate hidden or
developing biases. (Bogen, 2019).

Charlier and Kloppenburg (2017, p.7) argue for a strong cultural orientation in an organization, thereby
implying human need and intervention even after accepting the inherent and widely recognised benefits
of Al in recruitment. Not only is the human team functioning considered the most important criterion for
judging the efficiency and efficacy of Al tools, but there is also the need to ensure “positive-sum
automation”, a concept where humans and machines are integral and inseparable. (Armstrong & Shah,
2023, p. 42). Well- known companies, as per initial reports, need a combination of human, organizational
and physical resources to create a market differentiator as far as Al capability is concerned. (Horodyski,
2023, p.1). Welcoming the role of Al in business decision- making, Banerjee (2020, p.358) suggests a
combination of subjective (human) and objective (Al) pillars of decision-making. Human autonomy is
endangered and reasoning ability side-lined by Al (Giermindl et al., 2021, pp. 425-26) yet humans need
to use their ability to judge and sharpen their critical faculty because their skills cannot be replaced by any
kind of analytics or technological tool. (p.429). Al works on the principle of binary logic. (Garg,
et.al.,2021, p.34). However, human resource cannot be reduced to two shades. Should there be no space
for the shades of grey? There will always be the possibility of infinite combinations. To recognise,
appreciate and value this diversity, we need the human touch or else the gap created by such a binarization
can become a wide chasm in no time
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