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YOUGET IT.
Al IS CHANGING EVERY THING.

[ SKIP AHEAD TO OUR SOLUTIONS ]
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UNDERSTANDING THE LOGP AND HOW TO BUILD A PROCESS
THAT RUNS THROUGH IT WITHOUT GETTING CAUGHT IN IT,
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Al THE EDGE
OF THE
SINGULARITY

In May of 2025, Google's 1/0
conference opened with

a two-hour keynote that
included Demis Hassabis,
one of the architects of
modern Al, talking about
standing at the foothills

of the singularity.
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THE SINGULARITY

IS RAY KURZWEIL'S
TERM FOR THE
MOMENT WHEN
TECHNOLOGICAL
GROWTH

PRODUCES A
SUPERINTELLIGENCE
BEYOND HUMAN
COMPREHENSION.

This is the point where
the curve stops being
a curve and becomes
a wall. Hassabis wasn't
being hyperbolic

for the audience.

He was describing
what he believes is
actually coming.

Now, imagine a week
after that, a recruiter

at a mid-size logistics
company outside
Columbus posted a role
for a regional operations
Mmanager. She received
214 applications in

four days. Forty-three
of them were nearly
Identical in structure,
same section headers,
same action verb
clusters, same general
rhythm of bullet

points, despite coming
from candidates with
genuinely different

backgrounds. She spent
six hours on a Saturday
reviewing applications
that her applicant
tracking system (ATS)
had already scored and
ranked, trying to find a
human signal in a pile
of Al-shaped noise.

That distance, between
Demis Hassabis at a
Google keynote and a
recruiter on her couch
trying to find signal

in a pile of Al-shaped
noise, is exactly where
this whitepaper lives.

The guestion

isn't whether Al

is transforming
recruitment. It clearly
is. Al use across HR
functions nearly
doubled in a single
year, climbing from
26% to 43% between
202458 n Gf 2093
AL QR IR P S {HRAE

More than half of talent
acquisition leaders
plan to integrate
autonomous Al agents
iNnto their recruiting
teams in 2026.
Candidates, meanwhile,
are using Al to find
companies, research
fit, upskill in real time,
and tailor applications
with a precision that
would have required

a professional resume
coach three years ago.

Both sides are
running Al-assisted
processes. They built
them independently.
And they are now
colliding inside every
job posting you open.

THE 2026 Al FOR RECRUITMENT REPORT | 05 W
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THE RESULT IS WHAT
WE'RE CALLING

THIS LOOP IS A HIRING SYSTEM WHERE Al GENERATES
APPLICATIONS THAT Al SCREENS, WHERE SIGNAL AND NOISE
HAVE BECOME ALMOST INDISTINGUISHABLE, AND WHERE THE
HUMANS NOMINALLY IN CHARGE OF THE PROCESS ARE OFTEN
THE LAST TO KNOW WHAT'S ACTUALLY HAPPENING.

THE 2026 Al FOR RECRUITMENT REPORT | 06 W
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THE GOAL OF THIS WHITEPAPER
IS NOT 10 CONVINCE YOU THAIT
AIMATTERS TO RECRUITMENT.
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THE GOAL IS TO SHOW YOU WHAT
THE LOOP ACTUALLY LOOKS LIKE
FROM THE INSIDE, WHERE MOST
ORGANIZATIONS ARE LOSING
CLARITY INIT, AND
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YOU NEED TO UNDERSTAND

THE LOOP AND HOW TO BUILD A
PROCESS THAT RUNS THROUGH IT
WITHOUT GETTING CAUGHT IN IT.
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A RECRUITING
STURY.

Dana and Marcus have never met.
Their Al systems have.

Picture a recruiter, call
her Dana, who's been
in talent acquisition
for eleven years. She's
good at it. She built
her instincts through
phone screens and
panel interviews and
reading body language
INn conference rooms.
She knows within

the first four minutes
of a conversation
whether someone
actually did the thing
on their resume or
Just memorized it.

Dana opened her
applicant tracking
system (ATS) on a
Monday in March to find
312 new applications

for two open roles, one

being for a key content
position. Her company
had implemented Al
screening eight months
ago. The system had
already ranked them,
flagged the top 40,
and sent automated
acknowledgment
emails to everyone
else. By the time

Dana logged in, the
machine had already
made the first cut.

A candidate named
Marcus had submitted
one of those
applications. He'd been
laid off six weeks earlier
when his employer
eliminated the entire
content team. He

was the top talent of

the team, generating
Mmultiple content awards
for the company.

Al began handling
content output, so five
people were let go on a
Wednesday afternoon.
Marcus had spent weeks
learning how to use Al
tools to accelerate his
Jjob search. He ran each
Jjob description through
Claude to identify the
skills being weighted
most heavily. He used
ChatGPT to benchmark
his experience against
other candidates at

his level. He rebuilt his
resume around the
language patterns
most likely to score
well in applicant

tracking systems.
He submitted 34

applications in six days.

This is the bilateral

reality of hiring in 2026.

Both sides have access
to Al tools that are
genuinely powerful.
Both sides are using
them to optimize their
position in a process
that was designhed

for a pre-Al world.

And both sides are
clolmAro usinEeR
awareness of what the
other side is doing.
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v
HOWV
CANDIDATES
ARE
USING Al.

The candidate-side use
cases break into three
categories, and employers
who understand all three
will make better hiring
decisions than those

who only know about the
resume-writing one.
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DISCOVERY
AND FIT
RESEARCH.

Before Marcus applied anywhere,

he used Al to research companies,

not just the website, but the full
picture. He asked Claude what
former employees said about the
culture. He asked Perplexity to
summarize Glassdoor patterns.
He asked ChatGPT to compare
compensation benchmarks

across similar roles at competitors.
The information asymmetry that

employers relied on for years,
that candidates don't really
know what it's like towork here,
Is eroding. Candidates with Al
access are arriving at interviews
havingidone research that used
to require an inside contact.

UPSKILLING
ON DEMAND.

A growing cohort is using

Al as a real-time skills coach.

A candidate who needs to
demonstrate competency in a
new tool can now learn enough
in a weekend to hold a credible
conversation about it. The gap
between “| have this skill” and
‘I've been using this skill for three
years' Is narrowing in ways that
keyword screening can't detect.

APPLICATION
TAILORING.

LinkedIn reported a 45% year-
over-year increase in job
applications, coinciding with
the rapid adoption of Al-assisted
application tools. The instinct

IS to treat this as cheating.

The more useful frame is

that candidates are better at
presenting their qualifications,
which means the resume tells
you less about what differentiates
them than it used to.

THE 2026 Al FOR RECRUITMENT REPORT | 12 W
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RESEARCH FROM HR.COM FOUN
THE TOP FIVE USE CASES AMON
JRGANIZATIONS WITH Al IN THE

v
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THE MOST SIGNIFICANT GAP: MOST
ENMIPLOYER Al IMPLEMENTATIONS
WERE BUILT 10 OPTIMIZE
EXISTING PROCESSES,
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THEY MADE THE FUNNEL FASTER.

THEY DIDN'T ASK WHETHER
THE FUNNEL WAS SELECTING
FOR THE RIGHT THINGS.
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SECTION ONE

ACTIONITEMS

Audit and update your ATS scoring criteria.

ENSURE IT REFLECTS CURRENT ROLE REQUIREMENTS,
NOT OUTDATED JOB DEFINITIONS.

Shift how you interpret resumes.

TREAT RESUMES AS AI-ENHANCED POSITIONING
TOOLS, NOT PROOF OF CAPABILITY.

Train recruiters to screen beyond Al patterns.

EQUIP TEAMS TO PROBE DEEPER IN INTERVIEWS
TO VALIDATE REAL EXPERIENCE.

ADVANCE
.RECRVUWM(E:NT THE 2026 Al FOR RECRUITMENT REPORT | 16 M
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THE LOOP PROBLEM IS WHEN Al WRITES THE RESUME AND Al SCREENS IT. YOU ARE NOT
EVALUATING CANDIDATES. YOU ARE RUNNING A COMPETITION TO SEE WHOSE Al IS BETTER,.
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THIS IS THE
LOOP INITS
SHARPEST FORM.

A candidate uses Al to reverse-engineer
a job description and build a resume
optimized for ATS scoring patterns.

An employer's ATS uses Al to scan that
resume for signals of qualification.
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THE SCORE THE CANDIDATE
RECEIVES REFLECTS HOW WELL

THEIR Al UNDERSTOOD YOUR AI'S
CRITERIA,
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THE DAIA CONFIRMS
1I'S ALREADY
HAPPENING.

ACCORDING TO
GREENHOUSE'S
2026 Al HIRING
REPORT, 91% OF
RECRUITERS AND
HIRING MANAGERS
HAVE SPOTTED

OR SUSPECTED
CANDIDATE
DECEPTION, AND
74% SAY THEY'RE
MORE WORRIED
ABOUT FAKE
CREDENTIALS

THAN THEY WERE

A YEAR AGO. Al-
GENERATED RESUME
EXAGGERATION WAS
THE MOST COMMON
FORM OF DECEPTION
OBSERVED,
REPORTED BY 63%
OF RESPONDENTS.

@ ADVANCE
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But here's the harder
guestion that same
data raises: if your
screening process can't
distinguish between
a genuinely qualified
candidate and an Al-
optimized application
from someone who
Isn't, what is your
screening process
actually measuring?

The answer, in most
cases, Is vocabulary
alignment. Whether the
candidate's document
contains the same
words as your job
description and the Al's
training data. That's
keyword matching

with extra steps.

THE 2026 Al FOR RECRUITMENT REPORT | 20 W
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FROM A

KEYWORD

PROBLEM 10
SKILLS IN ACTION

Tigran Sloyan, CEO of Al-powered skills
platform CodeSignal, put it plainly:

“The existing hiring process winnows
candidates by searching for skills
keywords in resumes as a filter.”

@ ADVANCE
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THE TOOLS ARE
JUST DETECTING
WHICH APPLICANTS
SPELLED OUT
SPECIFIC SKILLS
ON THEIR RESUMES,
NOT WHETHER THEY
HAVE ANY ACTUAL
PROFICIENCY

IN THEM.

This was always

a weak proxy for
competency. Al has
made it a broken one.

When candidates know,
and they increasingly
do, that ATS systems
weight certain terms,
they include those
terms. When Al writing
tools know the same
thing, they include those
terms automatically. The
keyword match score
that your ATS reports

Is Nnow less a signal of
qualification and more
a signal of how much
help the candidate

had optimizing

their document.

The organizations
Moving past this

aren't abandoning Al

INn screening. They're
changing what they
ask it to do. Instead of
scanning for vocabulary
alignment, they're

using Al to build skills-
INn-action assessments,
scenarios that replicate
actual work and evaluate
how candidates perform
against defined rubrics.

Sloyan's framework
distinguishes between
three tiers: essential
skills (core capabilities
tied directly to job
outputs), foundational
skills (the underlying
capabilities that make
essential skills possible),
and tool skills (platform-
specific proficiency that
changes as technology
changes). Most ATS
systems conflate all
three, which means a
candidate with deep
foundational skills and
limited experience

on your specific tools
may score lower

than someone who
knows your stack but
can't think through

a novel problem.

THE 2026 Al FOR RECRUITN
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THE
GOVERNANCE

There's a second
dimension to the
Loop problem that's
quieter but equally
consequential:

legal exposure.
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N MAY 2025, A
-EDERAL JUDGE
CONDITIONALLY
CERTIFIED A CLASS
ACTION AGAINST
WORKDAY ON BEF
JF ALL APPLICANTS
JVER 40 WHO WERE
REJECTED BY ITS Al
SCREENING TOOLS

ALF

SINCE 2020.

Court filings alleged
that Workday screening
systems rejected
roughly 1.1 billion
applications during the
relevant period. The
EEOC settled its first Al
age-discrimination case
in 2023, a hiring tool that
automatically rejected
female applicants over
55 and male applicants
over 60. The tell? An
applicant submitted
two identical resumes
with different birth
dates. Only the younger
one got an interview.

The gap between how

fast organizations are
adopting Al screening
and how carefully

they're governing it is
where the liability lives.
Faster hiring and a class
action settlement are
both real outcomes

of the same tool
implemented without
sufficient oversight.

The Loop problem

IS Not an argument
against using Al in
talent acquisition.

It's an argument for
understanding what
your Al is actually
doing, which most
organizations that have
implemented these
tools cannot fully explain.

THE 2026 Al FOR RECRUITMENT REPORT | 22 W
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SECTION TWO

ACTION ITEMS

Introduce skills-in-action assessments.

ADD AT LEAST ONE REAL-WORLD TASK TO
EVALUATE ACTUAL CAPABILITY.

Reduce reliance on keyword matching.

MOVE AWAY FROM VOCABULARY ALIGNMENT
AS A PROXY FOR QUALIFICATION.,

Conduct an Al governance and risk audit.

REVIEW TOOLS FOR BIAS, COMPLIANCE
EXPOSURE, AND DECISION TRANSPARENCY,

THE 2026 Al FOR RECRUITMENT REPORT | 23 W
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THE CANDIDATE IS ALREADY AHEAD OF YOU
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THE INFORMATION
ASYMMETRY HAS FLIPPED.

For most of the past decade,
employers held the information
asymmetry in hiring.

YOU KNEW WHAT YOU
WERE SCREENING
FOR; CANDIDATES
GUESSED. YOU KNEW
WHAT THE ROLE REALLY
REQUIRED; THE JOB
DESCRIPTION WAS A
CURATED VERSION.
YOU KNEW WHAT THE
COMPANY CULTURE
WAS ACTUALLY

LIKE; CANDIDATES
GOT WHATEVER THE
CAREERS PAGE SAID.

THAT ASYMMETRY
HAS FLIPPED.

Consider what a digitally
fluent candidate can now do
before submitting a single
application. They open
Perplexity or Claude and
research your company's
Al-mediated reputation,

not the brand you've built
intentionally, but the picture
that emerges from Glassdoor
patterns, LinkedIn alumni
trajectories, Reddit threads
from former employees,
and whatever coverage
you've received in regional
business press. They identify
what former employees
consistently praise and
consistently criticize. They
look at where your recent
hires came from and where
your alumni went, which
tells them something about
the role's trajectory that your
job description doesn't.

They run your job description
through an Al tool and ask
It to decode what you're
actually prioritizing versus
what's boilerplate. They

ask it to identify the skills
being weighted most
heavily and where the gaps
in their own profile are.
They ask it what questions
they're likely to be asked
and how to answer them.

Then they write an
application that speaks
directly to what you actually
need, in language that will
score well in your screening
system, submitted through

a process that looks
indistinguishable from every
other application in your pile.

THE 2026 Al FOR RECRUITMENT REPORT | 25 W
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WHAI YOUR
EMPLOYER

BRAND
LOOKS
LIKE IN Al

Here's the question most
HR and Talent Acquisition
leaders haven't asked
vet: What does an Al tell
a candidate about your
company when they ask?

@ ADVANCE
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NOT WHAT
YOUR CAREERS
PAGE SAYS.

Not your Glassdoor
score. What a large
language model
assembles about

you when a qualified
candidate types: What's
it like to work at [your
company]? Are they

a good employer?

The answer that comes
back is built from
everything publicly
available: reviews, news
coverage, LinkedIn
employee data, Reddit
mentions, press
releases, job posting
history, and whatever
your current and
former employees have
said in places you may
not be monitoring.

It is not filtered by
your communications
team. It does not
reflect your employer’s
value proposition.
Whether you like

It or not, it reflects
your actual brand.

The organizations that
understand this are
starting to manage
their employer brand

|||||

across the full surface
area a candidate

can see, not just
their careers page
and their Glassdoor
response rate, but
the consistency of
language across
LinkedIn, the volume
and quality of
employee-generated
content, and
whether their actual
employee experience
produces the kind

of authentic signal
that builds authority
with Al systems.

If your Al signal is
thin, inconsistent, or
negative, qualified
candidates

are screening
themselves out
before you ever see
their application.
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YOUR EMPLOYER BRAND IS
EITHER

IN AI-MEDIATED CANDIDATE
RESEARCH, ORITISN'I.
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THE PARITY
MOMENT.

There is a version of all
this that's threatening,
and there Is a version
that's actually useful.

THE THREATENING VERSION

Candidates can fake competency more convincingly than ever,
iInformation flows in both directions now, and your screening
process may be selecting for Al proficiency rather than job fit.

THE USEFUL VERSION

The candidates who are doing this research, building these skills, and investing

INn tools to optimize their search are also, generally, the candidates who are most .
serious and most adaptive. The willingness to learn how systems work and use

them strategically is itself a signal of an Al-progressive candidate, arguably

a more reliable one than vocabulary or keyword alignment in a resume.

ADVANCE R B
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THE QUESTION IS

NOW THAT
THE PROXIES YOU USED 10 RELY
ON ARE NO LONGER RELIABLE.
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SECTION THREE

ACTION ITEMS

Audit what Al says about your employer brand.

USE TOOLS LIKE CHATGPT/CLAUDE TO SEE WHAT
CANDIDATES ARE LEARNING ABOUT YOU.

Strengthen your distributed employer brand.

ALIGN MESSAGING ACROSS GLASSDOOR, LINKEDIN,
AND EMPLOYEE-GENERATED CONTENT.

Upgrade interviews for Al-prepared candidates.

FOCUS ON ADAPTIVE THINKING AND REAL
PROBLEM-SOLVING, NOT REHEARSED ANSWERS.
EXPOSURE, AND DECISION TRANSPARENCY.

ADVANCE
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THEY'RE THE ONES WHO HAVE
ANSWERED: WHAT ARE WE
ACTUALLY

, AND IS OUR

PROCESS LEARNING THAT?
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FROM THAT CLARITY, FOUR
OPERATIONAL MOVES FOLLOW.
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v
MOVE ONE Step 1. Run the Step 3. Identify Step 4. Treat the

AU DIT audit yourself where your gaps as your
signal is thin or starting point

OPEN CHATGPT, CLAUDE, AND

PERPLEXITY. RUN THE SAME 0 D
RIS AR GIREE: Inconsistent WHAT YOU FIND HERE DRIVES
s Whatis it like to work at [company]? EVERYTHING ELSE IN THIS SECTION. THE
T R R TS REVIEW EACH OF THE SOURCES Al LAY TR AN L LLE
ARE RESEARCHING YOU THIS WAY. IF
say about [company]? DRAWS FROM TO CHARACTERIZE YOU HAVE NOT DONE THIS AUDIT. YOU DO
YOU AS AN EMPLOYER. '
s What roles is [company] known NOT KNOW WHAT THEY ARE FINDING.
for developing well? m LinkedIn employee profiles: active

and specific, or generic?
m |s [company] a good place to
build a career in [industry]? m  Classdoor presence: managed and current,
or a graveyard of unanswered reviews?

m  Regional business press: do they describe

‘ ( Step 2. Document you as an employer, or only as a company?
m Job postings: do they use consistent language
0 U Whut comes bGCI( about who you are and what you value?
RECORD THE RESPONSES. FOR MOST
ORGANIZATIONS, THIS EXERCISE IS EITHER
HUMBLING OR ALARMING. WHAT THE Al

ASSEMBLES REFLECTS YOUR ACTUAL
BRAND, NOT YOUR INTENDED ONE.

ADVANCE
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MOVE TWO

MOVE FROM
KEYWORDS 10

SKILLS IN ACTION.

The keyword-match model of
screening was always a proxy.
It Is now a broken proxy.

THE ORGANIZATIONS MOVING PAST

IT ARE REPLACING VOCABULARY
ALIGNMENT WITH DEMONSTRATED
COMPETENCY, SCENARIOS THAT REQUIRE
CANDIDATES TO ACTUALLY DO SOMETHING
REPRESENTATIVE OF THE WORK.

A content strategist's role might include a brief
exercise where the candidate analyzes a company's
existing content and identifies one gap with a
proposed approach. A financial analyst's role might
include a dataset and a question. A customer
success role might include a simulated difficult

@ ADVANCE
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conversation. The point is not to add friction; it's
to create a moment in the process where Al-

optimized presentation gives way to actual thinking.

Organizations using structured, Al-supported
Interviews see higher assessment consistency
compared to unstructured interviews (HBR, 2024).

The structure matters less for speed than for
signal quality, which benefits everyone.

EXAMPLES

The candidate receives a link to the company’s
blog and three competitor blogs. They are asked:
‘Identify one content gap and write a 150-word
brief for a piece that would fill it.” Evaluators

are looking for whether the candidate can

read a content landscape, form an opinion,

and communicate a strategic rationale -- not
whether they can write polished copy.

The candidate receives a simple dataset with
two or three anomalies embedded. They are
asked: “What do you notice, and what would
you want to investigate further?” Evaluators are
not looking for a complete analysis. They are
looking for whether the candidate asks the right
guestions before reaching for a conclusion.

The candidate receives a short email from a
fictional frustrated client. They are asked to
write a response. Evaluators are looking for tone,
ownership, and whether the candidate moves
toward resolution or toward explanation.

EACH OF THESE TAKES A CANDIDATE
UNDER 30 MINUTES AND
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MOVE THREE

USE Al 10 BUILD
THE PIPELINE, NOT
JUST FILIERT.

MOST EMPLOYER Al
IMPLEMENTATIONS
ARE DEFENSIVE:
THEY MANAGE

THE VOLUME

OF INBOUND
APPLICATIONS.

The more strategic use
of Al in talent acquisition
Is offensive, identifying
candidates before
they're actively looking,
building pipelines
against future needs,
and finding people in
unexpected places.

@ ADVANCE

¢ RECRUITMENT

Al sourcing tools

are expanding
candidate pools,
accelerating sourcing
workflows, and
helping recruiters
identify qualified
candidates that
traditional keyword
searches often miss.

(Second Talent, 2025).

Semantic search is
helping recruiters
surface candidates
that traditional
Boolean searches
often overlook,
particularly across
adjacent skills and
nontraditional
career paths.

. Many viable mid-
and junior-level
candidates are
missed entirely
by traditional ATS
keyword filtering.

The shift is from “we
have 214 applications,
let's filter” to "we have
a role to fill, let's find
the people who could
fill it.” The former is
reactive. The latter is
how organizations
build talent pipelines
that don't leave
them dependent on
whoever happened
to see the posting.

EXAMPLES

A manufacturing company needs a supply chain
analyst. Instead of waiting for applications, a
recruiter uses an Al sourcing tool to identify logistics
coordinators at mid-size regional distributors who
have taken on forecasting responsibilities, based on
LinkedIn activity and project descriptions -- people
who have done the work but don't carry the title.

A healthcare system anticipates needing a cohort
of clinical informatics specialists 18 months out.
Rather than opening a requisition, they use Al

to build a passive pipeline of nurses with health
IT certifications and flag them for relationship-
building before the need becomes urgent.

A regional law firm is struggling to find associates
with environmental regulatory experience. A
semantic sourcing tool surfaces candidates

from state agency backgrounds -- people whose
resumes say ‘permit review" and “‘compliance
enforcement” rather than “environmental law" --
that a keyword search would never have returned.

THE THREAD CONNECTING ALL THREE IS THE
SAME: THE ROLE EXISTED, THE CANDIDATES
EXISTED, AND

THE 2026 Al FOR RECRUITMENT REPORT | 36 W



https://www.advancerecruitment.com/

\ i

MOVE FOUR EFFECTIVE AI-ASSISTED HIRING

DESIGN THE HUMAN
CHECKPOINTS
DELIBERATELY

The most common failure mode In Al-assisted \évasETTEH |\/$ FfsT HE

hiring Isn’t that the Al makes the wrong decision. SELECTING THE
RIGHT THINGS?

WHERE DOES
A HUMAN
EVALUATE FIT?

WHO [|S

It's that no one is clear on where the human
IS supposed to make the decision, so the Al's
output gets treated as the decision by default.

ADVANCE
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SECTION FOUR

ACTION ITEMS

Shift Al use from filtering to sourcing.

BUILD PROACTIVE PIPELINES INSTEAD OF
RELYING ON INBOUND APPLICATIONS.

Add skills-based evaluation to hiring workflows.

REPLACE PASSIVE SCREENING WITH
DEMONSTRATION OF CAPABILITY,

Define clear human decision points.

EXPLICITLY ASSIGN WHERE HUMANS, NOT
Al, OWN EVALUATION AND FINAL DECISIONS.
EXPOSURE, AND DECISION TRANSPARENCY.

ADVANCE
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WHAT THE JOBS Al IS CREATING REVEAL ABOUT
THE JOBS YOU'RE TRYING TO FILL.




Software engineers used to be sought after for
their coding abilities, not their bedside manner.
Writing code can now be done by an algorithm.
“Your personality Is where your premium 1s.”
THE ECONOMIST, DECEMBER 2025
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THE ECONOMIST'S
UBSERVATION
BELONGS Al

THE CENTER OF
EVERY IALENT
ACQUISITION
SIRATEGY

THE NEW
JOBS Al IS
CREATING
MAKE IT
CONCRETE.,

Forward-deployed
engineers, a role Palantir
pioneered and that

Is now proliferating
across the Al industry,
are part developer,

part consultant, part
salesperson. They work
on-site with clients to
embed Al tools into real

organizations with real
human constraints.

The job requires
technical fluency and
the ability to read

a room, manage a
frustrated stakeholder,
and make judgment
calls in ambiguous
situations. Y Combinator
companies had 63 open
postings for forward-
deployed engineers

Al risk and governance
specialists are the
fastest-growing IT role
category, growing faster
than Al programmers,
according to the Al
Workforce Consortium
research led by Cisco.
These are people

who understanad

what happens when
automated systems
fail, who can identify
the moment a process
needs a human in the
loop, and who can
hold organizations
accountable to
standards that
algorithms can't enforce
on themselves.

At the top: chief Al
officers, increasingly
common in C-suites,
who combine technical
expertise with deep
industry knowledge
and a demonstrated
ability to overhaul
corporate processes.

What these roles share
IS not technical depth,
though they require it.
They share judgment,
communication,
credibility under
pressure, and the ability
to function in situations
that don't have a clear
answer yet. These are
exactly the qualities
that keyword screening
IS worst at detecting.

P

CONVERSATION
RIGHT NOW.

ADVANCE
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That conversation
T H E requires recruiters who
know what the role
J MAN actually requires, from
Q E M I U M skills to Al knowledge

FOR HOW
YOU HIRE

J ST enough to the business

ESCRI BE to understand how

work is changing inside

it. It requires hiring
THE JOBS
Al I S mManagers who can

articulate what good
CREAT'NG. looks like beyond a
job description. And it
requires a process that
creates space for that
conversation rather than

i ) T g e o e

It describes what you
should be evaluating
INn every candidate
conversation, because
It's what Al systems

replacing it with a score.

cannot replicate The recruiters who
and what your most understand this
important roles become strategic
are increasingly iInstead of the ones
going to require. who wonder why

the Al didn't flag
the person who
turned out to be
the best hire.

The organizations that
hire best in the next
three years won't be
the ones that automate
the most of their talent
acquisition process.
They'll be the ones
that use Al to handle
volume efficiently so
that human judgment
can be applied where
It matters, in the
conversation that
determines whether a
candidate can do the
thing the role requires.

ADVANCE
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SECTION FIVE

ACTION ITEMS

Redesign hiring criteria around human skills.
PRIORITIZE JUDGMENT, COMMUNICATION, AND ADAPTABILITY.

Rework interview frameworks.

TEST FOR AMBIGUITY HANDLING, STAKEHOLDER
INTERACTION, AND REAL-WORLD JUDGMENT,

Rebalance Al vs. human roles in hiring.

LET Al HANDLE EFFICIENCY; RESERVE HUMANS
FOR HIGH-STAKES EVALUATION MOMENTS.

ADVANCE
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CANDIDATES
WILL KEEP
USING Al

ENMIPLOYERS
WILL KEEP
DEPLOYING IT.

The systems will keep colliding
Inside every job posting, every ATS
queue, every screening workflow.

@ ADVANCE

¢ RECRUITMENT

THE ANSWER IS NOT LESS Al.
IT IS MORE INTENTIONAL Al

The organizations

that get this right

will use Al to handle
what Al handles well:
volume management,
scheduling, initial
processing, pipeline
sourcing, and skills
taxonomy mapping.
They will design human
checkpoints into the
process at the moments
where human judgment
Is irreplaceable:
evaluating genuine
capability, reading a
candidate’s potential

to grow, making the
final call on fit for a
team and its culture.

They will audit their Al
systems regularly, not
just for efficiency but
for whether the systems
are selecting for the
right things. They will
Manage their employer
brand across the full Al-
mediated signal surface,
not just the channels
they built ten years

ago. They will replace
keyword matching

with skills-in-action
assessment wherever

it matters most.

And they will resist
the temptation to
treat Al efficiency as a
hiring strategy. Speed
IS a tool. Selecting the
right people is the
strategy. The Loop only
becomes a problem
when organizations
forget which one
they're optimizing for.

The foothills of the
singularity may be
a long walk from

Columbus, Ohio, on a
Saturday afternoon.
But the recruiter on
her couch, trying to
find a real person in
214 applications, is
navigating the same
disruption, just at
ground level. The
organizations that
build hiring systems
thoughtful enough to
serve both of them are
the ones that will win.
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10 THINGS
1000
RIGHT NOW.

1. GOOGLE YOURSELF 3.STOP RELYING

AS A CANDIDATE
BEFORE YOUR
NEXT HIRE DOES

Open ChatGPT, Claude,
and Perplexity. Ask
what it's like to work

at your company.
Document what comes
back. That's your real
employer brand.

2. AUDITED
WHAT YOUR Al
IS ACTUALLY
SELECTING FOR
AGAINST YOUR
CURRENT ROLE
REQUIREMENTS

Your ATS is probably
scoring for a job that
doesn't exist anymore.
Most screening rubrics
were built years ago.

ON KEYWORD
MATCHING THAT
NO LONGER SIGNAL
QUALIFICATION.

It's a signal of how good
a candidate’s Al tools
are. If your screening
starts and ends with
vocabulary alignment,
you're running a

closed loop, Al grades
Al, and humans sign

off on the result.

4. ADD ONE SKILLS-
IN-ACTION STEP

TO YOUR HIGHEST-
PRIORITY ROLES
THIS QUARTER.

Not a full assessment
overhaul. One scenario,
one real work task,
before the final
Interview. It's the
fastest way to create

a moment where
optimization gives way
to actual thinking.

5. AUDIT YOUR Al
HIRING TOOLS FOR
BIAS TO REDUCE
LEGAL EXPOSURE.

The Workday class

action covers 1.1 billion
rejected applications.
NYC, lllinois, Maryland,
and the EU have already
moved on disclosure
requirements. This is

no longer a future risk.

6.TREAT RESPONSE
RATE, RECENCY,
AND CONSISTENCY
OF EMPLOYER
NARRATIVE AS
TALENT ACQUISITION
INFRASTRUCTURE.

Your best candidates
are researching your
Glassdoor before you
see their resume.
Response rate, recency,
and consistency of your
employer narrative on
review platforms are
now talent acquisition
Infrastructure,

Nnot reputation
Mmamnagement Treat
them that way.

/. BEFORE YOU

PENALIZE Al-
ASSISTED
APPLICATIONS,

ASK WHETHER THE
UNDERLYING SKILLS
AND FIT ARE REAL.

The candidates using Al

Most aggressively are
often your strongest
candidates. Researching
fit, decoding job
descriptions, optimizing
applications. The more
productive screen is a
capability, not a process.

8.BUILD A
SOURCING
WORKFLOW, NOT
JUST A SCREENING
WORKFLOW.

Al expands candidate
pools and finds more
viable candidates that
keyword-based ATS tools
miss entirely. If your

Al investment is only
filtering inbound, you're
using it defensively
when the offensive use is
where the advantage is.

9. DECIDE WHERE
THE HUMAN MAKES
THE DECISION,
BEFORE THE NEXT
SEARCH OPENS.

Most Al hiring failures
aren't the Al making
the wrong call. They're
nobody being clear on
when a human was
supposed to make the
call. Define the handoff
explicitly: where does
Al handle volume,
where does a human
evaluate fit, and who
audits whether the
system is working?

10. SURFACE THE
QUALITIES YOU

NEED NOT THE ONES
Al THINKS YOU NEED.

The roles Al is creating
require exactly what
keyword screening
can't find. Judgment,
communication,
credibility under
pressure, and the ability
to function without a
clear answer. If your
screening process can't
surface those qualities,
you're not ready to

hire for the jobs that
are actually opening.

@) ADVANCE THE 2026 Al FOR RECRUITMENT REPORT | 46 M

¢ RECRUITMENT



https://www.advancerecruitment.com/

\ il

WHAT ADVANCE
RECRUITMENT
CAN DO

Most recruiting tools help you
screen candidates faster. We help
candidates find you first, and like
what they see when they do.

[ START FROM THE BEGINNING TO GET THE FULL STORY]

@) ADVANCE

¢ RECRUITMENT

AN EMPLOYER
BRAND VISIBILITY
AUDIT

A structured assessment
of what Al systems
currently surface
about a company

as an employer,
across Glassdoor,
LinkedlIn, job posting
language, third-party
porofiles, and earned
media, benchmarked
against competitors
in their market.

Delivered as a report
with a prioritized action
list. This is the "audit
what Al says about
you" move from the
whitepaper turned into
a paid engagement. It's
a natural door-opener
because every HR
director who reads the
whitepaper and actually
does the exercise

will immediately

see the gap.

CONTENT
INFRASTRUCTURE
FOR EMPLOYER
BRAND

Once the audit
identifies the gaps,
Advance Recruitment
builds a content

program to close them,

including semantic
Jjob description
templates, a Glassdoor
response strategy, and
LinkedIn content for
an employee narrative
that compounds
across platforms

over time. This is the
ongoing retainer play.

Al VISIBILITY
TESTING AS
A SERVICE

Quarterly structured
retrieval tests running
candidate-persona
queries across ChatGPT,
Claude, Perplexity, and
GCoogle Al Overviews

to track whether a
client’'s employer

brand is showing

up accurately and
favorably in Al-mediated
candidate research.
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ADVANCE RECRUITMENT COLLABORATES WITH HR AND
TALENT ACQUISITION LEADERS ACROSS REGIONAL MARKETS
T0 DEVELOP CONTENT, RESEARCH, AND CAMPAIGN
STRATEGIES THAT DRIVE IMPROVED HIRING QUTCOMES.

[ LEARN MORE AT ADVANCERECRUITMENT.COM ]
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