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Recruiting 2.0 seeks to serve as a
guide to the ever-evolving world of
Artificial Intelligence and its use in the
field of recruitment.  

In September of 2021, our group accepted the

challenge of investigating the ways in which

artificial intelligence operates in the world of

career search engines. As upper-year students

who anticipate graduation in our near future, and

future candidates in the employment industry, we

were particularly attracted to our project question. 

Although each of our group members developed in

varying academic programs throughout their

postsecondary career, we discovered that the

phenomenon of artificial intelligence was

universal. We noticed that job loss was a recurring

element in our research and further investigated

how automation was affecting the job market. We

decided to answer the question: Is the integration

of AI within the career search and acquisition

process counterintuitive, considering its ability to

act as a tool that fosters job loss?
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Several studies have shown that artificial
intelligence is rapidly transforming the nature of our
current employment ecosystem. In this
technological era, there is an extremely likely
possibility that we will have computerized colleagues
that have the potential to outperform us in the
workplace. 

With the continuous advancement and integration of
machine processes in the professional market,
specifically within the recruitment industry, is
artificial intelligence detrimental, considering its
ability to foster job loss? 

This report intends to provide an innovative approach of

examining existing research about the impacts of computer

intelligence and investigating whether AI strengthens or

weakens the relationship between potential applicants,

employers, and the market itself. The studies include an

analysis of artificial intelligence within the market, the

economical footprint of automation and job loss, privacy and

security concerns, and ethical responsibilities.

To help readers contextualize the realities of this scientific

revolution, a detailed account of the AI-driven company

Jobster is featured. It is our expectation that readers will

establish their own opinion about the unification of humans

and robots with the support of the unbiased research provided

in this report. 

KEYWORDS: Artificial intelligence, recruitment, job market,

automation, job loss, privacy, ethics.
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In the digital day and age that we live in, technology
is no stranger to us. It is our helping friend, able to be
molded and personalized to our liking. The rise of
artificial intelligence, a global phenomenon that is
steadily cementing its place in societies, spotlights
important questions that need to be posed for us to
understand this ever-evolving computerized
organism. 

Does the implementation of artificial intelligence improve or destroy

the personal and professional connections that we cherish as

human beings? We are left to wonder how it is possible that we can

coexist with smart technology. In this report, we outline the many

advantages and hazards of amalgamating human and robotic

intelligence in the job market, and we urge you, our valued readers,

to determine your personal conclusion about this sensation that

continues to percolate throughout all four corners of our world.

Before we can make any assumption about artificial intelligence —

the term itself might activate mental safeguards — it is imperative

that its history is understood. What is the purpose of creating

computerized mental processes? A 2018 article published by The

Brookings Institution affirms that artificial intelligence algorithms

were created with the intent to improve the decision-making

procedure, often using real-time data (Allen & West). 

At first glance, artificial intelligence is an overwhelming and intrusive

mammoth that poses a threat to millions of jobs worldwide. Like

many of the popular science fiction movies with which we are

familiar, we may have fueled a quasi-irrational fear that the robots

we create will develop minds of their own and seek to eliminate

human existence. While the creation-turning-on-its-master is a

universal trope in films, artificial intelligence provides entirely

efficiency and economic opportunities for many sectors in society. 
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WHAT IS 
ARTIFICIAL 

INTELLIGENCE?

In this report however, it is our hope that we help our readers

contextualize this tool designed by humans, for humans. Despite the

many definitions about artificial intelligence that continue to circulate

around us, they all dissolve to a common essence — it involves computers

and machines simplifying and facilitating the working process. It is not

irrational to reflect on the principled explanations outlined to us by Adam

Smith, who often spoke of the division of labour and work productivity. 

Although it is possible for humans and artificial intelligence to coexist,

would the time and cost that smart technology saves shift our current

workforce into an assembly line of sorts, causing humans to be fully

dependent on their robotic counterparts? It may be a petrifying notion,

but our world has evolved exponentially over the past decades. As a

society, we use AI to assist us with an endless variety of tasks. But what

does this mean in the labour market?

There are many different opinions about how to best
define this robotic intellectuality. According to a 2020
report by the Tzu Chi Medical Journal, “some see it as the
created technology that allows computers and machines
to function intelligently,” while “some see it as the
machine that replaces human labour” (Tai, p. 339).
Artificial intelligence is a frightening marvel for some,
specifically because there are many theories that
attempt to compartmentalize it, forcing it to sit in a tidy,
bow-topped box. 
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1 2
Weak AI Strong AI

Known as narrow
AI, is what we use
to perform simple

tasks, such as facial
recognition, or
relying on our

knowledgeable
friend called Siri.

As its name
suggests, is much
more powerful AI

designed to
emulate the minds

of humans.

Cybernetic technology is being developed to utilize deeper-thinking

capacities. The employment sector is markedly keen to incorporate

artificial intelligence into its practices, especially within its hiring

procedures. It is evident that humans are in constant search to streamline

methods and products — the fastest, most accessible, and convenient way

to complete a task. From the beginning of time, civilizations have

progressed because of innovative designs and ground-breaking

inventions. 

The Tzu Chi Medical Journal asserts that technological
intelligence can be identified as either of two types: weak

artificial intelligence and strong artificial intelligence.
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This may sound like a losing battle, because how can we, as living beings

who require breaks to eat, rest, and use the bathroom, compete with a

computerized, superhuman who works tirelessly? What impact would this

have on the job market? Aside from the very burning thought of potential

job loss, the increase of artificial intelligence can affect human closeness

and communication (Tai, p. 340). We all have witnessed this shift in our

equilibrium of connection, the increased reliance on technology, in

children and adults alike. In our contemporary world, toddlers seem to

have the innate gift of utilizing smart devices, and even older generations

are slowly adapting to this innovative revolution, “moving with the times”,

possibly inspired by the fear of being left behind. 

A major concern of those who are skeptical of integrating artificial

intelligence in their places of business involves security. It must prove to

be secure, or the personal information of individuals and companies are at

serious risk. In a 2020 article from The Brookings Institution, we are

reminded that we encounter privacy-related occurrences daily — search

and social media algorithms, recommendation engines, and AdTech

networks are just a few (Kerry). As the implementation of artificial

intelligence and machine learning continues to rise, so do the risks of a

privacy breach. This could exacerbate the unfair algorithmic biases that

affect many demographics of employees, especially since keyword

searches are extremely one-dimensional. Although a huge dependence

on computer systems may have some staggering side-effects, it can

bring forth some helpful contributions. 

In the workplace, artificial intelligence does provide for a
more efficient environment. Although many individuals
adhere to the well-known proverb “If it isn’t broken,
don’t fix it,” and opt to conduct operations by means of
human effort instead, AI has the potential to complete
tasks more quickly, accurately, and at a fraction of the
cost.
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In one of our recent meetings, Loewe informed us that Jobster makes the

effort to attend human resources conferences. Jobster, as a fair and

equitable work environment, is zealous to build an ethical framework,

where all ideas are welcomed and celebrated. This is reassurance for any

job-seeking individual, or up-and-coming employee, as graduation arrives

sooner than any undergraduate student might expect. Jobster is

committed to administering a systematic method to assess ethical risks

that may occur during the recruitment process. 

In our report, we will highlight ethical biases of artificial intelligence in the

job market. Loewe is passionate about identifying and capturing the

various reasons why certain applications are rejected and during our

meetings, he gave us an inside scoop: cultural backgrounds, years of

experience, as well as international experience were among the more

common biases. 

Loewe puts a fresh spin on the cybernetic force that is transforming our

employment sector as we know it. He offers an encouraging detail —

there may be job loss with the increase of automation, but this provides

humans with an opportunity to leverage their knowledge and creative

skills. It can be presented as a chance to advance humankind. 

We had the opportunity to work closely with Loewe Ke,
the founder and CEO of Jobster.io, a career consulting
agency that succeeds in effectively coupling people with
positions in the marketplace. Even before the COVID-19
pandemic invaded our ways of living, Jobster was a
virtual workplace.
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Artificial intelligence is designed to imitate the
human mind, which is a natural and intricate
computer. This is innate in us, so how can we
continue to perform tasks that even robots

cannot? Perhaps we can overcome our android
competitors with capabilities that are impossible

to replicate. 

We would like to extend our thanks; it is with great
honour that we share the research and counsel

that we received throughout our capstone
journey. With this report, we hope that you are

inspired to construct your own judgments about
the rise of artificial intelligence in the employment

sector, specifically in the recruitment process. 
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Digitization and the steady progress in new
technology promises a universe of applications and
assets that are expected to work together to allow
the rapid development of new capabilities that will
give competitive advantages (Moşteanu, 2019). 

Meanwhile, to keep competition and develop further
potentials, institutions have reconstructed the
organizational structure as well as the job
requirements. During the digital transformation, the
job market is experiencing the structural
reorganization in which jobs in demand are tilting to
highly skilled talents and discarding manual labors.
(Moşteanu & Fathi, 2020)

Let’s look at the human resources market, for instance. According to

the statistical report by the Ontario Government, human resource

professionals are currently in-demand in the GTA area, but in the

next five years, it is predicted that HR professionals will no longer be

in demand (Ontario's labour market). One possible reason for this is

that the traditional human resource market is influenced by

digitization, due to the application of artificial intelligence. Regarding

the regular job searching and hiring process, recruiters can have

multiple responsibilities. 

First, they need to identify the hiring need within the organization.

Once that is identified, they need to create a recruitment plan to

clarify how new roles align with their goals and business plan, as well

as the detailed recruitment stage. After preparation, recruiters need

to post and advertise the positions with clear job descriptions. When

recruiters receive the applications from candidates, they start

reviewing their resumes and scheduling interviews. However, the

process after the interviews, specifically the assessment and

decisions, will be completed by Human Resources Managers

(SmartRecruiters)
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The average percentage of HR staff in supervisory roles, including

supervisors, managers, directors and above for all organizations is 53%. 

The data indicates that, as organizational staff size grows, the HR-to-

employee ratio (3.40, 1.22, 1.03) and the percentage of HR staff in

supervisory roles (65%, 38%, 31%) decrease. 

Nonetheless, this is data collected from 2014. With the increasing

adoption of artificial intelligence, the ratio of HR-to-employee can be

decreased under 2.57, however, the percentage of HR managers in HR

staffs is likely to increase as a massive growing number of companies use

AI to support hiring by replacing entry-level HR workforce.

According to the study conducted by Society for Human
Resource Management, the average HR-to-employee

ratio was 2.57 for all organizations (small, medium, and
large). 
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The digitization in the human resource market will inevitably cause the

reduction in size of HR staff, especially at the non-supervisor level.

Robotic intelligence can find the best qualified candidates faster and

more consistently compared to human recruiters. 

 

Even if it takes a human thirty seconds to review each resume, taking one

hour to review 120 resumes, AI can do it in under a second (Jobster).

Since AI learns through huge success data, a well-developed software is

equivalent to an experienced recruiter in recognizing the best matched

applicants for job positions, at a lower cost.

 “Studies show that 99% of Fortune 500 companies rely
on the aid of talent-sifting software, and 55% of human
resource leaders in the U.S. use predictive algorithms to

support hiring.” (Reicin, 2021)
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machine learning
knowledge map
predictive analytics
natural language processing
continual improvement
recommendation engines 

Our project partner Jobster is an artificially
intelligent platform for both employers and
employees to satisfy their requirements in
employment. 

Jobster utilizes six features of AI to demonstrate
talent-sifting function:

The target for Jobster.io is to establish a
successful career consulting agency to match
quality users with great jobs efficiently. 

Though it is a newly established company, Jobster has a relatively

mature talent-sifting technology, pre-trained with over five years

of success data as well as a unique organizational culture. It

promotes diversity and inclusion. 

Jobster is composed of people from different educational and

ethnic backgrounds, and more. 

Plus, the working structure of Jobster is not a top-down

approach. The priority of the company is to implement ideas,

every one of which is welcome and worthy.
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During the filtering-matching process, there are 3Rs of applicants’

resumes that the program needs to category: Required, Relevant, and

Redundant skills. For Required Skills, AI is looking for the exact skills that

match the required job responsibilities. Relevant Skills means that any

other skills that somewhat match the job descriptions will also be

considered. Redundant Skills concern the irrelevant content of certain

jobs. 

After screening, the employees will find jobs matching to their resumes,

ranking from the best-paired to the least appropriate. On the other hand,

on the employer’s version of site, the process of filtering-matching is

similar. Rather than showing a dream job, the result will indicate the

candidates, ranking from the best matched to the least. Currently,

Jobster is a technology corporation, which is in the forefront of modern

digitization in the job market. It takes initiatives to help people to adapt to

the transformation of the market structure. 

Jobster participates in many HR conferences, exploring how to best build

an equal, engaging workplace for everyone, especially with respect to

building a systematic method in assessing ethical risks during the auto-

recruitment selection. 

To improve and avoid the potential biased issue during AI recruitment,

Jobster’s current solution is using a technical way to understand why

they mis-picked an application, updating the algorithm of AI to remove

biases. Currently, AI technology has already “disrupted” the industry of

legal, healthcare, and financial services. The appearance of technology

companies like Jobster, helps us to realize that digitizing the activity of

institutions is transforming the structure of the job market by replacing

some of the traditional workforce 

Visiting the website of Jobster, users will see two tabs:
“Find your dream job” and “Find the best talent.” Jobster
will require job-seeking employees to upload their
resumes. Then, the AI program will review the resume,
matching keywords in the resume to the related job
descriptions.
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According to a survey (represented in the graph below) conducted by

CNBC in 2019, 37% of workers between the ages of 18 and 24 were

concerned about AI technologies making their jobs obsolete in the United

States alone (Douglas, 2019). This indicates that the up-and-coming full-

time members of the workforce are highly cognizant of AI and are

concerned that automation might further exacerbate issues in the job

market.  

In recent years, the growth of artificial intelligence,
affectionately known as AI, has sparked concerns of job
loss due to the rapid automation of various technologies
developed to reduce costs and improve efficiency. 

Although the idea of AI is new to many people, such fears
of robots taking over the human labour markets have
been present since the early nineteenth century
(Kletzer, 2018). Much of the concern revolves around job
loss or loss of job responsibilities, which may affect the
workforce in the coming years.

AUTOMATION 
AND JOB LOSS
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When analyzing articles regarding automation, authors and scholars are

often divided, with varying opinions on what the future will hold. This is

understandable as no one truly knows what the implications of

automation will be, until it happens! 

A report by the World Economic Forum (WEF) predicts that 85 million jobs

will be replaced by machines by 2025 (Kelly, 2021). The sectors that would

be subject to possible effects of this displacement include administrative

and office work, customer service, banking, and insurance, with the

largest being manufacturing (Bughin et al., 2018). 

However, the WEF study also concludes that 97 million jobs will be

created due to the tech-driven path of the economy. While this report

details potential issues, it also gives a fragment of hope that automation

may not present widespread issues. 

However, it is difficult to find transparent and neutral
articles that outline both the pros and cons of
automation and the possibility of widespread job loss. 

This section of the report will broadly address these
concerns and provide unbiased insight into the
trajectory of automation and its projected effects on the
job market, in hopes of alleviating confusion and
providing the information that is necessary to better
understand what may be in store for our future.
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In fact, most nations — except for China and Germany — believe that the

concern of AI risks outweighs their confidence in addressing them

(Loucks et al., 2019). In the graph below, everyone is unsure of how to

address the issue of AI as it pertains to the risks involved.

Many articles argue that despite the creation of millions
of jobs, we are still unaware of AI’s capability of

disrupting the workforce entirely. 
 

In a job market where wages are still unfair and the
wealth gap steadily widens, this is a valid concern, and

the fear of these risks continues to persist.
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1 2 3
Productivity

If the costs of
completing a task is
reduced due to
automation, the
demand for labour in
non-automated jobs
will skyrocket. If
companies can reduce
costs, they can reduce
prices of their goods or
services and this will
increase the demand
of consumers, leading
to more money in the
pockets of both the
company and normal
people.

Capital
Accumulation

There is an amount of
capital in our economy
that is currently  
dedicated to
automation. If
automation increases,
the demand for more
capital to inject into it
will also increase and
demands for labour
will follow suit. This
means that more
money can lead to a
higher demand for
labour and higher
wages. 

Deepening of
Automation

Much of the
advancement in
automation can come
from improving tasks
that are already
automated. Putting
more money into
improvement, which
does not take away
jobs, but still follows
the path of automation
with the rest of the
world.

To mitigate these concerns, it may also be helpful to note
some positive effects that can be considered when

thinking of supporting the growth of artificial
intelligence. 

As suggested by Acemoglu and Restrepo (2018), there are
three ways in which automation will also provide positive

impacts on the job market. The following details their
observations: 
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As Jack Kelly (2021) suggests, since artificial intelligence is not likely to

slow down any time soon, workers must prepare to reinvent and equip

themselves with advanced skills that can put them at a higher value in

the ever-changing job market. 

The biggest risk of automation is job loss. But being able to set yourself

apart from other workers, and even machines, can increase one's skills,

especially since a higher competition for jobs will become the new norm

(Bughin et al., 2018). 

As shown below, cited from a report by Bughin et al., (2018), it is evident

that higher cognitive skills are displacing basic cognitive skills across all

sectors. Demands for these skills will increase, requiring workers to have

advanced and complex skills to temper the displacement that may occur

with automation. 

These positive effects of automation give us an idea
about how the advancement of AI may present better
opportunities for workers rather than producing
widespread job loss. However, it is normal to be
concerned as the future is uncertain and we may not
know the true effects until they happen.
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As displayed in the graph below, certain tasks that can be done by a

machine are already being removed from job requirements faster than

others (Rege & Yarmoluk, 2020).

 

This displays the urgency in which workers should understand that

disruption is likely, and that mitigation will only be achieved with

preparation to share our society in ways we would like to see.

 Kelly (2021) also states that over 11.5 million workers in
the United States will require retraining to adapt to the

changes that will arise as AI gets implemented. 
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Connecting this research to artificial intelligence in recruitment, it is

argued that automation allows for quick resume screening, but also leads

to certain candidates being rejected automatically based on words on

their resumes (O’Brient, 2022). 

 

It has even been stated that 27 million job seekers have been unable to

find jobs due to a company’s deployment of technology (Fuller et al.,

2021).  



Job loss could become a major issue, but based on the analysis of

researchers, it seems that with the right plan in place, governments

and workers can reduce the risks of displacement. 

Now is the time to address it. Nevertheless, many authors and

scholars are optimistic that artificial intelligence will present more

benefits than risks. 

Though the analysis above is not at all extensive, it provides the

beginning for a more detailed analysis, which will become

increasingly possible as smart technology continues to grow.

At the time being, automation does not pose an immediate threat,

rather it sheds light on possibly required changes as technological

advancement in various sectors grows. 

It is our goal for our report to help readers understand the process

of automation and its projected effects on the job market. 

Anticipating the future with knowledge of specific strategies, such

as building on advanced skills and retraining, gains us some

advantages as the market starts to shift.

However, certain screening software can bypass this
issue by modifying algorithms or having human
evaluation assisting AI. This streamlining of the
application process has shown both large advantages
and disadvantages to job seekers.
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When considering artificial intelligence, the issue of
privacy is undeniable. As users, it is normal to be
cautious and concerned about the collection and use of
our personal information.

It can be even more worrisome when we realize that so
many aspects of our life are associated with data-
driven technology, be it the use of emails, text
messages, phone calls, social media, websites, and
more

With the ability for AI technologies, especially job search engines, to

extract an immense amount of data by the second, the speed and

efficiency of completing tasks is astronomical. 

However, as Manheim & Kaplan (2019) argue, with all solutions,

comes new problems. The risk of data loss and breaches present

large privacy risks that must be addressed in the use of robotic

intelligence. If AI grows, the risk of privacy breaches will become

increasingly concerning. 

For example, in July of 2020, security researchers discovered files

on the Internet that were public and accessible, containing the

personal information of over 2.5 million patients, whose data was

hosted by an artificial intelligence software by the name of Cense AI

(Alder, 2020). It demonstrates to us how easily the data was

accessible to practically anyone on the Internet. 
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 There is no singular way to avoid these risks, but some
principles can be followed to allow for a safe collection, use,
and storage of data by AI software and companies (Curzon

et al., 2021). Some main issues that artificial intelligence
possesses in relation to privacy are:

Recruiting 2.0 22

1

2

Data Collection

Risk of Breach

It is necessary for companies using AI software to only collect personal
information that is necessary, with the knowledge and consent of the user
if needed. Furthermore, data should not be used in ways of which the user
was not informed in the process of exchange. Being candid about and
following privacy policies is paramount in ensuring that it is maintained
and practiced. Considering that aspects of artificial intelligence, such as
machine learning, rely heavily on the large collection of data, privacy is not
always protected as users are unaware of the ways in which their
information was collected and used in the data of the system (OVIC,
2018).  

It is necessary for companies to be vigilant with data, particularly personal
information. While the security of each system is different, in a growing
technological world, it is necessary to address the possibility of data being
breached. Hackers may possess programs that can allow themselves to
access even the most protected data. The use of AI feeds the fear that
data may be leaked into the wrong hands, leaving users apprehensive. 



Transparency

AI software should
possess simple yet

descriptive statements
in which the use of

data is explicitly
stated. Companies

must recognize that
users should be able to

easily understand
what their consent

involves.
 
 
 

Legislative
Intervention

Amendments to
current privacy laws

are crucial, to allow for
the recognition of data

that may lead to
discriminatory

implications. However,
the government

should take caution to
heavily limit

companies to avoid
cases based on minor

matters (Kerry, 2020).  

 

Personal
Measures

Users can take
security measures to
protect themselves

from data and privacy
issues. This includes

reading privacy
agreements, using
VPNs, not reusing

passwords, and being
vigilant of suspicious
emails, calls, or texts

asking for information. 

What Can We Do to Prevent Privacy Issues?
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1 AI software can identify malware and alert suspicious behaviour within
networks. This can identify breaches and threats at a much quicker rate
than traditional measures.  

2 Artificial intelligence can process and encrypt tons of data in a short
amount of time, giving IT departments time to address other threats and
defend against other security issues.

 Despite these concerns, AI has shown benefits in improving

data security. As Narendra Sahoo (2021) details, some of its

benefits include: 



These aspects outline positive effects that AI may have
on data security and privacy.

 
With such detailed advantages and disadvantages, the
responsibility will fall on all parties involved to ensure

that personal information is protected through a process
that is safe and secure. 

 
When analyzing job search engines, it is especially

necessary to be vigilant considering the amount of
personal information that resumes, cover letters and

even job applications contain. 
 

Privacy, therefore, is a major concern of AI that can be
diminished with sufficient measures taken by

companies, the government, and users.
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Ethics refers to the moral principles or guidelines that
govern an individual's behavior or the conduct of a
particular activity. Now, any artificial intelligence
system can be misused by people who somewhat lack
morals. Future computer intelligence systems have
been designed to operate in a manner that is more
integrated with humans, and they may have their own
morals, such as being a moral entity or doing tasks by
their own will.
 
The currently used artificial intelligence technology refers to

narrow-AI or weak-AI, and the ethical issues involve human

interaction that will expand significantly, especially considering that

future artificial intelligence systems now can determine their moral

position. Therefore, an AI system should not be treated as a

machine, but rather as a tool that has similar or even equal rights as

humans. 

 

To avoid the misuse of artificial intelligence technology, the value of

an ethical approach concerning AI technologies requires a strong

focus and compliance with an adopted law. The transformation of AI

ethics has been defined as a 'dual advantage'. This means that

ethics supports organizations to take advantage of the AI-enabled

social values; these are new opportunities that are socially

acceptable. 

Also, ethics makes it possible for organizations to prevent costly

mistakes. The benefit of this prevention is the possibility to eliminate

actions that are socially unacceptable but legally approved. The dual

advantage of ethics can only work in a setting of public trust and

clearly outlined responsibilities. 

People will accept AI systems only if their outcome is seen as

meaningful with a low-risk level. The success will depend on public

engagement with AI technologies, openness about the operation,

and the ease of understanding the AI systems of humans.
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Implicit Ethical
Agents

forcing the
machines'
actions to

prevent the
unethical
outcome.

 
 
 

Explicit Ethical
Agents

explicitly quote
the allowed and

the forbidden
actions.

 

Full Ethical
Agents

machines have
consciousness,

free will, and
intention.

 

One of the most important factors to consider for AI algorithm
training is human bias, specifically regarding gender and race. As
AI systems need plenty of data to train with accuracy, the datasets
are chosen by humans first-hand.

In this process, the existing biases may be transferred to AI
systems when they develop themselves for the future. 

Therefore, it is important to train algorithms without human
biases. If AI systems were to develop the ability to feel in the
future, will they generate their own biases? There are three
potential ways to educate AI systems on ethics:
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Besides these three approaches, how to ethically interact with an AI system that has

consciousness, emotion, moral sense, and feelings is still an open question. Is it

moral to kill an AI system if it replaces human jobs? Is it ethical to use military AI

systems? 

This is also connected to human moral values and ethics. An AI system can be a

moral agent by being a machine that acts without the direct control of another

agent, acting in a morally harmful or beneficial manner and the actions being

calculated by intention, and being machines that fulfill a social role which includes

the assumed responsibilities. 



The specific behavior of the AI system will not be predictable.

The safety verification of the AI system will be more difficult, as it requires

one to verify what the system is trying to do (instead of safety testing

from the defined behavior in the defined operating contexts).

Engineering must include ethics to safeguard the development of a good

AI system.

It may sound easy in theory, but this is often difficult to implement in a global

environment. If developers would program AI systems to be harmless to

humans, the systems will need to understand the meaning of harm first. It will

necessitate a global level of ethics, which includes a reduced set of

information between the ethical standard makers and the AI developers. 

A requirement for moral AI systems is that humans accept their decisions and

find them reasonable. This requires integrating broad human common sense,

ethics, and values for the development of AI and particularly artificial general

intelligence systems. 

AI algorithms that should replace human social functions must consider the

following criteria during their development: transparency, incorruptibility,

responsibility, and usability. AI ethics differ fundamentally from the ethical

disciplines of non-cognitive technologies by the following criteria:

For the machine’s morals and decision-making process to be
acceptable to humans, we need explanations of a transparent
psychological decision-making process.

One psychological challenge for AI ethics implementation is that
humans apply different moral values for themselves and to
others. The perfect solution would be to develop computerized
systems that follow ideal ethical principles.
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AI systems offer considerable optimization potential in various fields, such as

transportation and logistics, or even in preventing diseases and radically

reinventing society. Therefore, humans need to understand not to generate a

dependency on AI systems and to keep the ability to make the final decision

by themselves. The risk is that humanity breaks up with AI systems, as it may

lead to unplanned changes to automate routines and better the lives of

people.

 

Organizations have defined the values and principles that should be used for

the development and deployment of AI systems and technology within

societies. Principles should serve as an ethical foundation for discussions,

guidelines, standards, regulations, and laws. 

Overall, there is an overlap and coherence between the different approaches,

like the four core principles used in bioethics: beneficence, non-maleficence,

autonomy, and justice. 

The four bioethical principles adapt to the new ethical AI challenges. Based on

fundamental rights, four ethical principles and their values must be respected

for the development of AI systems: respect for human autonomy, prevention

of harm, fairness, and explicability. 

AI systems gain knowledge and skills from their interaction with
their surroundings. Jobster, for instance, has created a platform
where different stakeholders, such as students, employers, and
the AI itself, can interact together. 

This fits well with the virtue–ethics–morals theory. Testing
scenarios in open environments show new ways to tackle legal
challenges, discover new risks and threats, and prevent the
possible losses of control of AI systems.
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Human agency and oversight: fundamental rights, human agency, and

human oversight.

Technical robustness and safety: resilience to attack and security, fall-back

plan and general safety, accuracy, reliability, and reproducibility.

Privacy and data governance: respect for privacy, quality and integrity of

data, and access to data.

Transparency: traceability, explain-ability, and communication.

Diversity, non-discrimination, and fairness: the avoidance of unfair bias,

accessibility, universal design, and stakeholder participation.

Societal and environmental well-being: sustainability and environmental

friendliness, social impact, society, and democracy.

Accountability: audibility, minimization, and reporting of negative impact,

trade-offs, and redress.

Based on ethical principles and fundamental rights, trustworthy AI can be

realized by meeting seven key requirements and considering technical and

non-technical methods:

Moreover, more vulnerable groups, such as persons with
disabilities, children, people with the risk of exclusion, or
situations with asymmetrical power, should get involved.
Developers should adopt adequate measures to defuse risks that
are difficult to predict, identify, or measure. 
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Automated discrimination done by AI algorithms is more
abstract and unintuitive, tangible, and difficult to discover
than conventional forms, as there might be a lack of access
to evidence.
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Therefore, a proposed solution is that technical and legal communities

are working together to enable a consistent assessment without the

interpreting of the cases of automated discrimination. 

 

AI systems should be designed to decrease inequality, respect human

autonomy, and increase benefits that are usable for all humans. 

A highlighted point is that AI systems are explicable to build trust and

understand the technology. 

Another defining factor is the requirement of a multi-stakeholder

approach to ensure that AI systems serve society's needs. Therefore,

developers, users, and rule-makers need to work together in an

integrated manner.



recommendations

With the information gathered in this research, we aim to provide
the reader with recommendations to assist in making informed
decisions about the use of Artificial Intelligence in recruitment. 

Considering the multiple issues discussed in this report, such as
automation, privacy, security, ethics, bias, and more, it is
necessary to assess the risks associated with them and ensure
that plans are in place. 

The issue can be complicated and risks can be mitigated with
simple practices that will be listed below, starting with general
recommendations for all stakeholders, including students and new
grads who considering using AI based career search softwares in
their journey to finding a dream job.  

 This will be followed by a tailored checklist for HR professionals
and companies to consult with when considering the use of AI
software in their recruiting processes. 

This will provide a detailed list of questions that HR professionals
and companies should ask themselves before engaging in the use
of AI. These questions cover a range of issues that will ensure that
each issue and  stakeholder is accounted for. 
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General Recommendations 
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1
2
3
4

Take security measures to protect yourself from data and privacy
issues. This includes reading privacy agreements, using VPNs, not
reusing passwords, and being vigilant of suspicious emails, calls, or
texts asking for information.  

Further than this report, it will help to learn about the use of AI
generally. Understanding the use of AI in other fields, will help you
understand its responsibilities as a software and a supplement to the
daily tasks of companies. 

Legislators must identify the effects of AI, in regards to privacy,
security, ethics, etc. This will inform legislation that will mitigate the
risks that arise with AI. The laws should protect basic rights while
ensuring that companies are not limited to the extent where minor
matters are being reviewed under the law. 

Should AI continue to grow, workers must prepare to reinvent and equip
themselves with advanced skills that can put them at a higher value in
the ever-changing job market. Demands for these skills will increase,
requiring workers to have advanced and complex skills to temper the
displacement that may occur with automation. 



AI Basics for Employers
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1
2
3
4
5

Is your privacy policy clear and simple enough for applicants to
understand what they are consenting to? Are you clearly disclosing the
ways the data will be collected and used?

Have you considered the discriminatory effects the software may
possess? Have unfair practices been accounted for? 

Has the software been screened before its use in the hiring process? Is
the software tested and assessed to ensure biases are not amplified. 

Will the AI be monitored regularly by a human team to investigate
effects, particularly on marginalized communities? 

Will you meet with key stakeholders, such as applicants, to gain insight
and then make changes accordingly?



This report intends to provide an innovative
approach of examining existing research about the
impacts of computer intelligence and investigating
whether AI strengthens or weakens the relationship
between potential applicants, employers, and the
market itself. 

Through the research and information shared, we hope to

alleviate some of the stress that may arise when considering to

utilize or support AI in the field of recruitment. The issue of job

loss may come as a stressor to students and new grads who are

considering supporting the technology’s growth. 

This report provides data and recommendations that may prove

helpful in the decision making process of supporting such

technology. AI is a strong force that can provide great benefits.

However, there are some concerns that must be addressed by

all stakeholders. 

It is our hope that readers are able to establish their own

opinion about the unification of humans and robots with the

support of the unbiased research provided in this report. The

key issues remain, as highlighted below. 

c
o
n
c
l
u
s
i
o
n
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Job Loss 
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Security
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Bias
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