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ABSTRACT

This thesis examines the integration of Artificial Intelligence into recruitment, effects, and
applications in practice, focusing on Waape Co. Ltd, a tech-driven recruitment firm in Uganda.
Amidst the growing adoption of Artificial Intelligence in Human Resource Management, the
study explores how Al improves recruitment efficiency while critically addressing challenges
such as data privacy, algorithmic bias, and the risk of diminishing human judgment. Utilizing
a qualitative case study approach, primary data was gathered through ten semi-structured
interviews with Waape staff across various roles. Thematic analysis of this data revealed that
Waape benefits from AI with reduced time-to-hire, improved candidate matching, and
streamlined administrative tasks. However, challenges remain, particularly in maintaining data
integrity and ensuring fairness in Al-driven decisions while preserving crucial human elements
in hiring, such as cultural fit.

Additionally, the study considers Waape's strategies for mitigating bias in Al, including
structured interview methods and bias-awareness training. This research enhances the
understanding of Al's role in recruitment, offering insights for organizations in emerging
markets. The findings highlight AI's transformative potential while advocating for its careful

integration with human oversight to achieve ethical and effective hiring outcomes.

Key Words: Artificial Intelligence, Human Resource Management, Recruitment

CERCS: S266 and S212, Sociology of labour, sociology of enterprise, and Industrial
psychology
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1. Introduction

In an increasingly interconnected and digital world, businesses are constantly under pressure
to evolve. Competition is no longer limited to local markets, as globalization and emerging
technologies reshape industries and work environments (Erixon, 2018). Companies must adopt

innovative practices and technologies, including managing people, to remain competitive.

HRM is a critical area that encompasses activities such as workforce planning, recruitment,
training, and organizational development (Zang & Ye, 2015). People are a company’s most
valuable asset, and recruiting the right individuals is vital for achieving long-term strategic
goals (Ombata & Wamwayi, 2024). Traditionally, recruitment processes were manual, time-
consuming, and paper-heavy. However, the digitalization of recruitment, through online
platforms and now Al-powered systems, is gradually transforming these processes (Collings et

al., 2018).

Over the past few years, researchers have become increasingly interested in the intersection of
HRM and technology. More specifically, there is growing interest in how Al can support and
enhance recruitment processes (Galanaki et al., 2019). Technologies such as automated
screening tools and predictive analytics are being explored to reduce inefficiencies and improve
hiring decision-making. However, this shift also raises concerns about losing the human

element in recruitment (Bondarouk & Brewster, 2016).

Al is now seen as one of the most transformative tools in modern HR, especially regarding
recruitment (Upadhyay & Khandelwal, 2018). Al does not just streamline tasks; it redefines
them. As a broad discipline, Al encompasses various forms such as intelligent software, bots,
and learning algorithms (George et al., 2019), and its applications stretch beyond computer

science into fields like linguistics and cognitive psychology.

The concept of artificial intelligence has a long history, having been formally introduced in
1956. According to Russell and Norvig (2016), contemporary applications of Al in recruitment
primarily focus on automating repetitive tasks, enhancing candidate matching, and deriving
insights from extensive datasets. This thesis, however, shifts the emphasis away from robots
and hardware to explore the implementation of Al-driven software within the HR processes at

Waape Co. Ltd.


https://www.zotero.org/google-docs/?sSAyif
https://www.zotero.org/google-docs/?M66Bit
https://www.zotero.org/google-docs/?AToHgu
https://www.zotero.org/google-docs/?AToHgu
https://www.zotero.org/google-docs/?CsoEZH
https://www.zotero.org/google-docs/?9c1p47
https://www.zotero.org/google-docs/?lMJ9of
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Problem Statement

Recruitment processes today are still largely human-driven. Recruiters often manually review
CVs, screen applicants, communicate with candidates, and manage interview logistics
(Collings et al., 2018). While this personal approach is valuable, it is also highly time-
consuming and vulnerable to human error and unconscious bias (Yiga & Wandiba, 2017).
These limitations can reduce the effectiveness of hiring decisions and may result in missed

opportunities, especially in fast-paced industries like tech startups.

For a growing company like Waape, which operates in a competitive digital economy, efficient
and unbiased hiring practices are essential. However, academic literature has not kept pace
with technological advancements in Al-assisted recruitment (Bondarouk & Brewster, 2016).
Even more recent studies point out that much of the academic focus still fails to reflect how Al
is applied in workplace scenarios (Shahbaz, 2020). There is a persistent gap in understanding
how emerging technologies reshape day-to-day recruitment work and whether they serve as

support systems or disruptive forces (Stone et al., 2015; Bondarouk & Brewster, 2016).

Given this context, a deeper investigation into how Al tools are practically used within

companies like Waape and what challenges or benefits they bring is timely and necessary.

Purpose of the Study

The purpose of this study is to explore how Al technologies are currently being used within
traditional recruitment processes, specifically through the lens of Waape Co. Ltd. The research
aims to identify the stages of recruitment where Al tools are most effectively applied and assess

the impact these tools have on process efficiency, candidate experience, and decision quality.

To provide a structured analysis, the study incorporates Breaugh’s (2008) recruitment process
model and uses it as a framework for evaluating AI implementation. This approach enables a
practical exploration of how Al interacts with traditional recruitment stages and whether it

contributes to better organizational outcomes.

Research Questions
To guide the investigation, the following research questions were formulated:

e RQI1: What is the existing state of Al in the traditional recruitment process?


https://www.zotero.org/google-docs/?Y9l8yK
https://www.zotero.org/google-docs/?pNiucJ
https://www.zotero.org/google-docs/?Ztfooz
https://www.zotero.org/google-docs/?G0GEPK
https://www.zotero.org/google-docs/?C08Sqx
https://www.zotero.org/google-docs/?2WRzad
https://www.zotero.org/google-docs/?2WRzad
https://www.zotero.org/google-docs/?2WRzad
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e RQ2: What is the impact of Al on the traditional recruitment process?

Delimitations

This research focuses on a company actively using Al tools in its recruitment processes, with
Waape Co. Ltd serving as the primary case study. As a result, organizations that are not yet
using Al or only plan to adopt it in the future are not included in the empirical sample. The
study does not explore Al in other HR functions, such as performance management or payroll.

Instead, the emphasis remains solely on AI’s role in recruitment.
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2. Literature Review

This chapter aims to provide a theoretical foundation for understanding how Al can be
integrated into recruitment practices, with a focus on its relevance for a technology-oriented
company like Waape Co. Ltd. The review begins by discussing HRM, then moves on to explore
the traditional recruitment process, the evolution of online recruitment, the role of Al, and

finally the application of Al in recruitment.

2.1 Human Resource Management

Human Resource Management has evolved into a strategic organizational function, going far
beyond its original focus on administrative tasks or labour cost control. HRM is now widely
viewed as a driver of competitive advantage, particularly through the acquisition and
development of a skilled, motivated, and adaptable workforce. According to Bagga and
Srivastava (2014), HRM refers to the processes involved in attracting and nurturing talent in
alignment with a company’s mission, vision, and goals. Jepsen and Grob (2015) build on this
by emphasizing HRM as a strategic framework that leverages organizational culture, structure,

and people management practices to retain a committed and capable workforce.

For this study, HRM is the processes and strategies through which an organization attracts,
develops, and retains talent to meet evolving business needs. At Waape Co. Ltd, a rapidly
growing tech company, this means continuously managing the acquisition of digital and
technical competencies, aligning team capabilities with innovation goals, and ensuring a

positive candidate and employee experience throughout the recruitment lifecycle.

Key HRM functions include recruitment, training, employee relations, performance
management, and organizational development (Zang & Ye, 2015). While traditionally human-
driven, these processes are now increasingly supported by digital tools and platforms, which
aim to optimize efficiency, transparency, and strategic alignment. In dynamic sectors like
technology, where rapid innovation is essential, HRM also plays a vital role in fostering agility

and responsiveness to talent market changes (Wang & Surienty, 2024).

Moreover, HRM has shifted from merely operational to a core part of business strategy. As
Wright and Atkinson (2019) noted, modern HR practices are now considered valuable

organizational assets. Employees are no longer just resources but a company’s most critical


https://www.zotero.org/google-docs/?tnG1Q9
https://www.zotero.org/google-docs/?tnG1Q9
https://www.zotero.org/google-docs/?tnG1Q9
https://www.zotero.org/google-docs/?tnG1Q9
https://www.zotero.org/google-docs/?jnJzHn
https://www.zotero.org/google-docs/?jnJzHn
https://www.zotero.org/google-docs/?jnJzHn
https://www.zotero.org/google-docs/?jnJzHn
https://www.zotero.org/google-docs/?jnJzHn
https://www.zotero.org/google-docs/?SauEnW
https://www.zotero.org/google-docs/?uAV8wJ
https://www.zotero.org/google-docs/?iUQ471
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enablers. This is especially relevant for startups and scale-ups like Waape, where attracting the

right talent early can significantly influence long-term business outcomes.

2.1.1 Recruitment in Human Resource Management

Within HRM, recruitment holds a central position. It is the gateway through which
organizations connect with potential employees and has significant implications for business
success. Taylor and Collins (2000) emphasize that recruitment research has expanded recently,

especially around how it shapes applicant behaviours and organizational perceptions.

Stoilkovska, Ilieva, and Gjakovski (2015) define recruitment as identifying and attracting a
pool of qualified candidates for current or anticipated job openings. As the starting point of
employee engagement, recruitment has a cascading effect on all subsequent HRM functions,

from onboarding and development to retention and performance.

Schreurs, Derous, and Van Hooft (2009) argue that recruitment is the foundation upon which
other HR processes depend. This view is echoed by Amadu (2014), who warns that poor
recruitment decisions can result in significant financial and operational setbacks for a company.
Effective recruitment is paramount for a company like Waape, where the quality of hires

directly impacts product development and client delivery.

The growing competition for top talent, particularly in the tech sector, has made traditional
recruitment approaches less effective. As Taylor and Collins (2000) and Budhwar et al. (2022)
point out, organizations can no longer rely solely on conventional methods or standard job
postings. Instead, they must adopt more strategic and innovative approaches to sourcing
candidates, including integrating emerging technologies like Al. This trend is especially
relevant at Waape, where differentiation in recruitment processes can be the key to attracting

candidates with niche skills.

Therefore, it is critical for companies to remain agile and informed about recruitment trends
and to be open to rethinking how they attract and engage potential talent. This requires
balancing leveraging new technologies and maintaining human-centred practices that reflect

the company’s values and culture.


https://www.zotero.org/google-docs/?TcJSRh
https://www.zotero.org/google-docs/?TcJSRh
https://www.zotero.org/google-docs/?TcJSRh
https://www.zotero.org/google-docs/?7Iq48X
https://www.zotero.org/google-docs/?7Iq48X
https://www.zotero.org/google-docs/?7Iq48X
https://www.zotero.org/google-docs/?7Iq48X
https://www.zotero.org/google-docs/?7Iq48X
https://www.zotero.org/google-docs/?7Iq48X
https://www.zotero.org/google-docs/?7Iq48X
https://www.zotero.org/google-docs/?d9I4se
https://www.zotero.org/google-docs/?d9I4se
https://www.zotero.org/google-docs/?d9I4se
https://www.zotero.org/google-docs/?d9I4se
https://www.zotero.org/google-docs/?QV8OaR
https://www.zotero.org/google-docs/?9j3HcC
https://www.zotero.org/google-docs/?9j3HcC
https://www.zotero.org/google-docs/?9j3HcC
https://www.zotero.org/google-docs/?9j3HcC
https://www.zotero.org/google-docs/?9j3HcC
https://www.zotero.org/google-docs/?roNIME
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2.1.2 Selection in Human Resource Management

The selection phase follows recruitment and involves identifying the most suitable candidate
from a previously established applicant pool. According to Amadu (2014) and Stoilkovska et
al. (2015), this process begins once the organization has attracted potential candidates, and it
needs to determine which individual best fits the job requirements and organizational culture.
Amadu likens the selection process to assembling a jigsaw puzzle, carefully picking the right

piece from many that do not fit.

At Waape, where recruitment is often aimed at acquiring top-tier technical talent, selection
traditionally relies on standard methods such as interviews. However, there is a need to
incorporate non-traditional methods, such as digital assessments and Al-based evaluation tools,

to enhance objectivity and reliability (Bondarouk & Fisher, 2020).

Equity and fairness in selection are also emphasized. As Stoilkovska, Ilieva, and Gjakovski
(2015) note, every applicant should have an equal chance of being considered. Waape shares

this principle, particularly as it scales and seeks to maintain ethical hiring practices.

Standard selection techniques include pre-selection filters, structured interviews, and
evaluation centres. The effectiveness of these methods is typically measured against three key
criteria: reliability, validity, and utility. For example, Moser (2005) describes using axes of job
performance and team dynamics to identify potential “false positives” or “false negatives”

candidates who either underperform or exceed expectations despite initial impressions.

In smaller firms like Waape, experienced hiring managers or a designated recruiter often make
final selection decisions. However, larger organizations may delegate this responsibility to a
panel of stakeholders to minimize bias and ensure a comprehensive assessment. This
collaborative approach aligns with Waape’s evolving practices, particularly as it integrates Al

tools to support but not replace human judgment.

2.1.3 The Traditional Recruitment Process

The traditional recruitment process has been interpreted in varying ways by different scholars,
and no universal model defines it. Acikgoz (2019) suggests that recruitment can be analysed
from the organization’s and the job seeker’s perspectives. However, most frameworks

emphasize one perspective, often missing the whole picture.


https://www.zotero.org/google-docs/?eiQlJK
https://www.zotero.org/google-docs/?eiQlJK
https://www.zotero.org/google-docs/?eiQlJK
https://www.zotero.org/google-docs/?hCxXSt
https://www.zotero.org/google-docs/?hCxXSt
https://www.zotero.org/google-docs/?hCxXSt
https://www.zotero.org/google-docs/?hCxXSt
https://www.zotero.org/google-docs/?i6N2Qa
https://www.zotero.org/google-docs/?i6N2Qa
https://www.zotero.org/google-docs/?cDsueu
https://www.zotero.org/google-docs/?mr6YrV
https://www.zotero.org/google-docs/?mr6YrV
https://www.zotero.org/google-docs/?mr6YrV
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Despite the model diversity, common stages typically include identifying job vacancies,
analysing the role, creating job descriptions, and outlining desired qualifications (Mueller and
Baum, 2011; Thebe and Van der Waldt, 2014). These foundational steps remain relevant today,
including at Waape, where recruitment processes are evolving but still grounded in these

essentials.

Among the proposed models, Breaugh’s (2008) five-step recruitment framework stands out for
its comprehensive structure and its integration of both organizational and applicant
perspectives. This model begins with defining recruitment objectives, such as how many
positions need to be filled and what qualifications are sought, followed by strategy

development, which addresses how and where the organization will reach potential candidates.

The third stage involves recruitment activities, choosing methods, channels, and timing. From
there, the model incorporates the job applicant’s viewpoint, considering their interest in the
role, expectations, and decision-making factors. The final stage is recruitment results, which

reflect how well the process met the original objectives.

At Waape, Breaugh’s model is a valuable reference for evaluating how Al might integrate into
each stage. The company is transitioning from manual processes to more tech-enabled

solutions, particularly in early-stage job posting, pre-screening, and candidate communication.

Alternative models exist, such as those proposed by Thebe and Van der Waldt (2014), who
present an 11-step model based on previous recruitment literature, adding procedural detail to
each phase, ranging from vacancy identification to final evaluation, and Mueller and Baum
(2011), who offer a 12-step process that includes job analysis, multiple interview rounds, in-

workplace testing, and reference checks.

While these models vary in complexity, they share the same core principles. However,
Breaugh’s model is especially relevant for this thesis due to its broader academic adoption,
dual-perspective approach, and applicability to contemporary recruitment challenges like those

faced by Waape.

2.2 The Concept of Artificial Intelligence (AI)

Al has long been a subject of academic and technical exploration. However, only in recent

years has it become a transformative force in organizational operations, including HR and


https://www.zotero.org/google-docs/?jd0cGN
https://www.zotero.org/google-docs/?jd0cGN
https://www.zotero.org/google-docs/?jd0cGN
https://www.zotero.org/google-docs/?jd0cGN
https://www.zotero.org/google-docs/?laxZai
https://www.zotero.org/google-docs/?laxZai
https://www.zotero.org/google-docs/?laxZai
https://www.zotero.org/google-docs/?MwvPji
https://www.zotero.org/google-docs/?MwvPji
https://www.zotero.org/google-docs/?MwvPji
https://www.zotero.org/google-docs/?U88fwJ
https://www.zotero.org/google-docs/?U88fwJ
https://www.zotero.org/google-docs/?U88fwJ
https://www.zotero.org/google-docs/?U88fwJ
https://www.zotero.org/google-docs/?U88fwJ
https://www.zotero.org/google-docs/?0UMnVi
https://www.zotero.org/google-docs/?0UMnVi
https://www.zotero.org/google-docs/?0UMnVi
https://www.zotero.org/google-docs/?0UMnVi
https://www.zotero.org/google-docs/?0UMnVi
https://www.zotero.org/google-docs/?0UMnVi
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recruitment (Budhwar et al., 2022). Understanding Al begins with its terminology. The word
"artificial" refers to something artificial and not naturally occurring, while "intelligence" is

more complex to define (Wang & Surienty, 2024).

Although definitions vary, Al is generally described as the ability of machines or software to
mimic cognitive functions such as learning, reasoning, and decision-making. Alsaif and Sabih
Aksoy (2023) define intelligence as the capacity to make well-timed generalizations from

limited data. Chen and Ma (2025) highlight planning, adapting, and problem-solving traits.

For this study, Al is defined as the capability of machines or systems to process information,
conclude, and make decisions in ways that approximate human reasoning. This definition
aligns with Waape’s current use of Al, which focuses on software applications that can screen
candidates, match CVs to job criteria, and handle bulk communication, without the need for

robotic hardware or physical Al agents.

Al can take many forms, including robots, computer programs, and learning algorithms
(Albassam, 2023). Zang and Ye (2015) identify key application areas such as natural language
processing, robotics, machine perception, automated reasoning, and gaming environments.
These implementations suggest that Al is not confined to any discipline but can be adapted for

various use cases, including HR and recruitment.

At Waape, Al centres on intelligent recruitment software to sort applications, rank candidates
based on job relevance, and engage applicants through automated messages. This aligns with
the literature on AI’s data interpretation and task automation capabilities. The company’s
experience reflects a broader industry trend in which Al augments rather than replaces human

decision-making, offering tools that increase efficiency while supporting strategic hiring goals.

2.2.1 Online Recruitment

In recent years, rapid advancements in technology, especially the rise of the internet, have
significantly reshaped the field of HRM. Among the most transformative changes has been the
widespread adoption of online recruitment, also called e-recruitment. This digital shift has
revolutionized how companies attract, engage, and evaluate potential candidates (Koivunen et

al., 2022).


https://www.zotero.org/google-docs/?wEk5fE
https://www.zotero.org/google-docs/?aGAVxA
https://www.zotero.org/google-docs/?btWOf9
https://www.zotero.org/google-docs/?btWOf9
https://www.zotero.org/google-docs/?btWOf9
https://www.zotero.org/google-docs/?btWOf9
https://www.zotero.org/google-docs/?btWOf9
https://www.zotero.org/google-docs/?btWOf9
https://www.zotero.org/google-docs/?6tWv2Y
https://www.zotero.org/google-docs/?6tWv2Y
https://www.zotero.org/google-docs/?6tWv2Y
https://www.zotero.org/google-docs/?6tWv2Y
https://www.zotero.org/google-docs/?6tWv2Y
https://www.zotero.org/google-docs/?9JwWLJ
https://www.zotero.org/google-docs/?u7Tm0D
https://www.zotero.org/google-docs/?u7Tm0D
https://www.zotero.org/google-docs/?u7Tm0D
https://www.zotero.org/google-docs/?u7Tm0D
https://www.zotero.org/google-docs/?u7Tm0D
https://www.zotero.org/google-docs/?WhZ3CQ
https://www.zotero.org/google-docs/?WhZ3CQ
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At Waape Co. Ltd, online recruitment has played a critical role in managing large volumes of
applicants more efficiently, especially as the company expands and scales its workforce. The
transition from paper-based methods to digital systems has enabled HR teams to reduce

administrative workloads while reaching a broader audience online.

According to Koivunen, Ala-luopa, Olsson, and Haapakorpi (2022), e-recruitment is among
the most prevalent non-traditional methods for finding and attracting talent. It is widely
favoured for being cost-effective, faster, and more scalable than traditional recruitment.
However, it also introduces new challenges. For instance, the volume of applications can
become overwhelming, especially for smaller HR departments, raising concerns about

managing and assessing applications effectively (Okolie & Irabor, 2017).

Larger organizations and increasingly SMEs like Waape are adopting electronic tools to
streamline recruitment processes. These tools include automated job postings, online
application portals, resume databases, and Al-powered application screening software
(Galanaki et al., 2019). However, Dhamija (2012) also warns of potential disadvantages, such
as the exclusion of candidates who are less digitally literate or have limited internet access,

which could lead to unintentional biases.

Despite these drawbacks, online recruitment remains a foundational step in Waape’s efforts to
modernize its hiring process. It sets the stage for deeper technological integrations, such as the

application of artificial intelligence, which is explored in the next section.

2.2.2 The Application of Al in Recruitment

Artificial intelligence has emerged as one of the most promising technologies in the field of
recruitment, enabling companies like Waape to enhance the speed, objectivity, and accuracy
of their hiring processes. According to Upadhyay and Khandelwal (2018) AlI's rise in HRM has
marked a new era of automation, particularly in functions that traditionally involved repetitive,

manual labour.

One key area where Al is transforming recruitment is through information extraction, a process
in which Al systems automatically scan resumes and online profiles to extract relevant details
such as education, work history, and skill sets (Russell & Norvig, 2016). This is especially
useful for growing companies like Waape, where high application volumes make manual

screening time-intensive and error-prone.


https://www.zotero.org/google-docs/?SIgr72
https://www.zotero.org/google-docs/?SIgr72
https://www.zotero.org/google-docs/?SIgr72
https://www.zotero.org/google-docs/?bSNchd
https://www.zotero.org/google-docs/?nc8L2k
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Al-based applicant ranking systems are also becoming popular. These systems use machine
learning algorithms, trained on recruiter input, to score and rank candidates based on their
suitability for specific roles (Faliagka et al., 2012). This helps Waape quickly identify top talent

and reduces the time needed for initial evaluations.

Al’s presence extends further through Al-powered chatbots, which act as virtual recruitment
assistants. These bots can interact with candidates via email, text, or web-based messaging
platforms, providing updates, answering questions, and maintaining engagement throughout

recruitment (Upadhyay & Khandelwal, 2018).

More advanced Al applications, such as video interview analysis, have also been developed.
Tools like HireEz use Al to assess candidate responses in video interviews by analysing facial
expressions, voice tone, and body language, and HireVue to compare candidates to a

benchmark of top performers and generate recommendations for recruiters.

Another benefit of Al in recruitment is the ability to gather insights about candidates’
personality traits and emotional states. By analysing content from blogs, social media, or
LinkedIn profiles, Al can assess personality dimensions that would traditionally be observed
during interviews (Faliagka et al., 2012). This preliminary profiling helps recruiters at Waape

form a more holistic understanding of candidates before they enter deeper stages of the process.

2.3 Benefits of AI-Based Recruitment

Integrating Al into recruitment offers numerous benefits, especially for companies like Waape
navigating rapid growth and high talent demands. As Ulfa, Prihantono, and Annas (2022)
argue, Al-based systems help reduce recruitment costs, streamline workflows, and increase
efficiency. Functions like resume screening, candidate matching, and pre-screening can now

be handled with minimal manual input.

At Waape, these Al tools are seen to reduce operational strain and improve hiring accuracy. Al
enables recruiters to access a larger pool of candidates and filter them more effectively, leaving
less paperwork and freeing time for more strategic tasks (Upadhyay & Khandelwal, 2018).
These systems can also analyse publicly available data to assess candidates’ values,
communication style, and emotional intelligence factors that play a significant role in hiring

decisions (Faliagka et al., 2012).
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One advantage is Al’s ability to eliminate routine tasks, allowing recruiters to focus on high-
value interactions and strategic planning. For instance, recruiters can spend more time engaging
with top-tier candidates than manually processing all applications. Abou Hamdan (2019) refers
to this functionality as a "Resume Scorer," which uses Al to rank candidates, identify the most

suitable ones, and save time during selection.

Al also improves candidate communication. Automated systems can send personalized
updates, schedule interviews, and provide feedback to applicants. This not only enhances the
candidate experience but also builds employer branding. At Waape, maintaining a responsive
and informative communication channel is vital for attracting and retaining skilled applicants

in the competitive tech sector.

Upadhyay and Khandelwal (2018) highlight that Al tends to reduce bias in recruitment, as
screening decisions are based on data rather than subjective impressions. Furthermore, rejected
candidates can receive automated feedback, helping them understand areas for development

and increasing transparency in the process.

Finally, AI facilitates multi-channel engagement, enabling recruiters to connect with
candidates across email, websites, and social media platforms. This multi-platform outreach is
particularly relevant for digitally active companies like Waape, which seeks to attract tech-

savvy professionals from diverse backgrounds.

2.3.1 Challenges of AI-Based Recruitment

Although various studies have highlighted how emerging technologies and big data enhance
the efficiency and precision of human resource management (Zang & Ye, 2015), some scholars
argue that HR analytics might only be a temporary phenomenon unless technological
advancements become fully integrated into ongoing management decision-making processes
(Rasmussen & Ulrich, 2015). A significant set of challenges associated with Al-driven
recruitment relates to personal privacy issues and the management of sensitive data. This
concern affects both HR professionals and users of online HRM platforms, especially regarding

how data is collected, analysed, and shared (Bondarouk & Fisher, 2020).

According to Wright and Atkinson (2019), it is nearly impossible for organizations to succeed
without some level of adaptation to new technologies. The capacity to incorporate

technological innovations directly influences an organization's competitiveness in the market.
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Prior research has demonstrated that embracing new technology improves organizational

performance.

Another critical challenge inherent to Al recruitment systems is the risk of unconscious
discrimination during hiring. Russell and Norvig (2016) highlight various potential adverse
outcomes of Al implementation, such as job displacement due to automation and using Al for
unethical purposes. Specifically, recruitment is vulnerable to automation-driven job losses, as
Al tools increasingly replace traditional roles, potentially exacerbating unemployment rates.
While Al excels at identifying talent, specific recruitment tasks like negotiating offers,
assessing cultural fit, and building rapport still require the nuanced judgment that only humans

can provide (Upadhyay & Khandelwal, 2018).

2.3.2 Biases in Recruitment

Literature on recruitment biases identifies multiple factors that can influence hiring decisions.
Upadhyay and Khandelwal (2018) emphasize that Al systems can be programmed to mitigate
unconscious biases by focusing on candidates’ skills rather than personal attributes such as
name, gender, or age, which are familiar sources of discrimination. They note that addressing

talent through unbiased Al approaches significantly benefits the hiring industry.

However, Okolie and Irabor (2017) reveal through their research that unconscious biases
remain prevalent in recruitment, even within large organizations. These biases can significantly
affect hiring outcomes, often disadvantaging minority ethnic groups who face systemic barriers

in accessing employment opportunities.

Albassam (2023) stresses the importance of recognizing and understanding these biases,
manifesting as positive or negative predispositions toward specific candidates. A particular
concern is when recruiters base their final hiring recommendations on subjective opinions
rather than objective evidence. Moreover, in some cases, these opinions may not be those of
the recruiters themselves but influenced by others, underscoring the complexity of bias in
recruitment decision-making (Ulfa et al., 2022). To combat these issues, companies have
adopted strategies such as structured hiring protocols and targeted training for those involved

in hiring decisions to reduce the impact of bias (Bendick & Nunes, 2012).


https://www.zotero.org/google-docs/?2rhiTJ
https://www.zotero.org/google-docs/?2rhiTJ
https://www.zotero.org/google-docs/?2rhiTJ
https://www.zotero.org/google-docs/?2rhiTJ
https://www.zotero.org/google-docs/?2rhiTJ
https://www.zotero.org/google-docs/?N7XHfa
https://www.zotero.org/google-docs/?Gn3KCM
https://www.zotero.org/google-docs/?Gn3KCM
https://www.zotero.org/google-docs/?Gn3KCM
https://www.zotero.org/google-docs/?Gn3KCM
https://www.zotero.org/google-docs/?Gn3KCM
https://www.zotero.org/google-docs/?1fUmQp
https://www.zotero.org/google-docs/?1kipaH
https://www.zotero.org/google-docs/?u1exfG

Al IN RECRUITMENT 18

3. Methodology

3.1 Research Philosophy

In academic research, five core philosophical stances are commonly referenced: positivism,
critical realism, interpretivism, postmodernism, and pragmatism (Turyahikayo, 2021).
Interpretivism was identified as the most suitable framework for this study. This thesis focuses
on understanding the roles of organizations and individuals within the recruitment process,
particularly how technological tools influence their participation and experiences. It recognizes
that the specific context in which the study is conducted, including the interview setting and

participants involved, can significantly affect the findings.

Interpretivism emphasizes grasping the world through the lived experiences and perspectives
of those involved. It supports the notion that research should be sensitive to context and seeks
to understand deeper meanings behind human actions (Pervin & Mokhtar, 2022). This contrasts
with positivism, which assumes an objective reality that can be measured using statistical tools.
This study does not rely on numerical data but rather on qualitative insights, so positivism was
deemed inappropriate (Yilmaz, 2013). Moreover, interpretivism advocates for interviews as a

key data collection method, aligning well with the design of this research.

3.1.1 Research Strategy

Research strategies typically fall into two main categories: qualitative and quantitative.
Qualitative research relies on non-numerical data, focusing on meanings conveyed through
language, whereas quantitative research centres on data represented in numbers (Creswell,
2019). A qualitative strategy was selected as this study aims to collect detailed and nuanced

information rather than statistical data.

Collis and Hussey (2014) note that qualitative data is often fluid and dynamic, making it a good
match for interpretive approaches. Data for this type of research can be gathered through
interviews or open-ended questionnaires, allowing for theory development from observed
themes (Bell & Bryman, 2007). In contrast, quantitative research uses structured tools such as

graphs and statistical models to analyse precise data sets (Collis & Hussey, 2014).

According to Saunders et al. (2009), qualitative methods are particularly effective when
studying individual behaviours, motivations, and values. They are well-suited for exploring the

reasons behind actions or decisions. Bell and Bryman (2007) also highlight the flexibility of
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qualitative methods, which allow researchers to collect richer, more in-depth data. Given these
strengths, qualitative research was chosen as the appropriate strategy for this study, primarily
as it explores the integration of Al in HR processes. This topic chat requires firsthand insights

from specific organizations, which cannot be captured through numerical analysis alone.

3.1.2 Research Approach

Three principal approaches guide the research logic: deductive, inductive, and abductive
(Okoli, 2023). The main distinction lies in the starting point: deductive reasoning begins with
existing theory, inductive reasoning starts with data, and abductive reasoning combines both

aspects.

In the deductive model, researchers test hypotheses derived from existing literature (Casula et
al., 2021). Inductive reasoning, on the other hand, involves collecting data to uncover patterns
or phenomena, forming new theoretical insights (Collis & Hussey, 2014). The abductive
approach blends these two by first identifying patterns in data and then using them to build or

adjust theoretical models (Timmermans & Tavory, 2012).

For this study, an inductive approach was adopted. This approach was chosen due to the
exploratory nature of the research, which investigates how technology, particularly artificial
intelligence, affects recruitment. By starting with data collection, the study allowed for an open-
ended exploration of how Al shapes HR practices, with theoretical conclusions drawn from the

insights gathered.

3.1.3 Literature Review Method

This research used a thematic approach to reviewing literature, identifying and organizing key
issues related to the application of Al in HRM, particularly within recruitment. The thematic
review was selected because it offers a structured way to synthesize prior studies and highlight

major trends or gaps relevant to the topic (Maguire & Delahunt, 2017).

Themes were established by examining recurring topics and concepts across various scholarly
articles. These themes were then grouped to align with areas of interest most relevant to this
thesis. The literature search focused on foundational and recent publications to ensure that the
review reflected current developments while acknowledging established theories. Sources were

primarily accessed through Primo and Google Scholar. To ensure academic rigor, journal
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credibility was assessed using rankings from Scimago Journal and Country Rank, as well as

the Academic Journal Guide.

This literature review not only helped in understanding what has already been studied in the
field but also clarified where potential research gaps exist, areas this thesis aims to address by

contributing new insights on the role of Al in modern recruitment practices.

3.2 Data Acquisition

Various data collection techniques can be employed when carrying out qualitative research.
Among the most frequently used are interviews, observations, and focus groups (Gill et al.,
2008). For this study, interviews were chosen as the preferred method because they provide
direct, in-depth perspectives from professionals within the industry, unlike observations, which
require prolonged periods of watching and documenting actions, something impractical given
the focus on Al integration in recruitment. Interviews allowed for detailed discussions and
opportunities for follow-up. Similarly, focus groups were deemed less suitable since the aim
was to gather individual insights rather than group dynamics. Overall, interviews offered richer
qualitative content and better aligned with the study’s aims than any quantitative method could

provide.

The data collection process began with selecting the target company that matched the research
criteria, followed by outreach efforts to arrange interview sessions. Interviews were structured
around three main components. The first part gathered the general background of the
interviewees. The second and third parts were derived from themes identified in the literature
review, focusing specifically on how Al is used in HR practices and the associated benefits and
challenges in recruitment (Alshengeeti, 2014). A detailed interview guide is included in

Appendix 1.

Interviews were conducted after completing a thorough literature review, ensuring the study
was grounded in prior research. Before recording each session, consent was obtained from
participants. Afterward, all interviews were transcribed and prepared for analysis according to

the chosen method, concluding the data collection phase.

The company selected for participation in this study was identified due to its proactive
integration of Al within its recruitment processes. This encompassed the deployment of Al

tools for hiring, interviewing, and candidate selection. Consequently, the research was able to
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obtain valuable insights from a diverse array of individuals engaged with this technology. Since
the adoption of Al in human resources is still a relatively recent trend in Uganda, this study

specifically examines its application within a single company in this context.

According to Collis and Hussey (2014), interviews are a primary method for collecting
firsthand information from selected individuals, particularly in interpretivist research. This
technique enables exploration of personal experiences, beliefs, and interpretations. In this
study, semi-structured interviews were conducted, which meant that a set of predefined
questions guided the discussion while still allowing flexibility for participants to elaborate on

their responses.

This research conducted a total of ten semi-structured interviews to gather expert opinions on
the influence of Al in recruitment, involving the company founder, an HR manager, two
software engineers, two recruiters, a global talent acquisition partner, an onboarding specialist,
a diversity and inclusion manager, and a product manager. All interviews were conducted via
Zoom using the same set of questions to ensure consistency. Each interview was conducted in

English, and a summary of the interviews, including their duration, is provided in Table 1.

Table 1

Interview of Participants

Interview Method Date Length of interview
1 Zoom 7/12/24 46
2 Zoom 8/12/24 44
3 Zoom 6/12/24 40
4 Zoom 9/12/24 43
5 Zoom 6/12/24 38
6 Zoom 9/12/24 40
7 Zoom 10/12/24 37
8 Zoom 7/12/24 39

9 Zoom 10/12/24 45
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10

Zoom 10/12/24 43

Source: Field data by the author (2024)

3.3 Data Analysis Strategy

A thematic analysis approach was employed to examine the qualitative data collected during

this research. This method was chosen because it helps us better understand people’s

experiences and viewpoints, which fits with the goal of this study. Thematic analysis enables

researchers to systematically process and interpret textual data, particularly interview

transcripts, by identifying recurring patterns or “themes.” Its adaptable nature makes it suitable

for a wide range of research contexts (Maguire & Delahunt, 2017). This study's themes that

emerged from the analysis form the core elements for interpretation and are compared against

the theoretical framework and the selected analytical model.

Braun and Clarke’s (2006) six-phase model was followed for the thematic analysis, as shown

in Table 2 below. This structured process helps transform raw qualitative data into meaningful

insights.

Table 2

Phases of thematic analysis

Phase

1. Getting familiar
with the data

2. Creating initial
codes

3. Identifying
themes

4. Reviewing themes

5. Defining and
naming themes

6. Writing the report

Description

Transcribe interviews, read through the material repeatedly, and
note down preliminary impressions.

Highlight notable features across the dataset and categorize them
using systematic codes.

Cluster related codes together to start forming broader themes.

Assess whether the themes accurately reflect the coded data and the
entire dataset.

Refine and clearly define each theme, summarizing the narrative
they represent.

Finalize the analysis by selecting illustrative quotes and aligning

findings with the research question and existing literature.

Source: Phases to thematic analysis according to Braun and Clarke (2006)
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Once the interviews were conducted, the audio recordings were transcribed into text and
thoroughly reviewed to ensure familiarity with the material. Initial codes were then generated,
with some based on existing knowledge and the research focus such as traditional recruitment,

Al, automation, time efficiency, technology, human resources, and talent acquisition.

During the analysis, additional codes began to emerge organically, including personality traits,
communication, screening, judgment, resources, and skills. In the third stage, these codes were
grouped into categories that could represent themes. The fourth step involved refining these

groupings, ensuring they were coherent and representative of the underlying data.

The next step consisted of defining each theme precisely and assigning them appropriate labels
that reflect their significance within the context of Al in recruitment. In the final phase, the
themes were integrated into the main body of the analysis, supported by illustrative examples

and aligned with the central research question (Braun & Clarke, 2006).

An overview of the identified themes and how they emerged from the analysis is presented in
Table 3, which summarizes the results of the thematic analysis process and connects each

theme to the collected data.

Table 3

Summary of the identified themes and their indicators

Themes Identification Description

Effectiveness in the Communication with candidates, This theme describes how
recruitment process time management, data and Al can be utilized within the

information, speed of recruitment,  recruitment process to make

and automation of administrative it more effective and better

and routine tasks than traditional methods.
The application of Alin ~ Automation, talent acquisition, This theme describes how
recruitment screening, technology, personality Al can be applied in

traits, and Al are used in traditional  different areas within the
recruitment areas. traditional recruitment
process to help automate

different tasks.
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Human error and biases Biases, judgments, personal This theme describes the
opinions, favouritism for personal ~ human errors in the
connections, and stereotypes. traditional recruitment

process model, such as

biased opinions.

Benefits and challenges Cutting down routine and This theme describes the
of using Al administrative tasks, speeding up benefits and challenges that
recruitment, and training machines  the usage of Al in
and humans. recruitment brings, as well
as how they should be
considered when
implementing Al in

recruitment.

Source: Created by the author based on (Braun & Clarke, 2006)

In qualitative studies, demonstrating the accuracy and consistency of the research is essential.
Credibility concerns how convincingly the research findings, interpretations, and conclusions
reflect the reality of the phenomena being studied. Factors such as unrepresentative sampling,
flawed methodology, or incorrect data interpretation can all compromise the study's
trustworthiness (Collis & Hussey, 2014). Dependability, however, relates to whether the data
gathered accurately captures the research subject. It also refers to whether the study's results
could be replicated under similar conditions. If the same methodology were applied again,

ideally, the findings would remain consistent (Collis & Hussey, 2014).

It is important to note that researchers' perspectives, personal beliefs, and judgments can subtly
shape the study’s direction and outcomes. In this work, the authors’ decisions influenced the
structure of the theoretical background and how the findings were interpreted. To maintain a
reasonable level of objectivity, the research methodology and process are documented in as
much detail as possible. A pattern was noticed regarding repeatability: after enough interviews,
the same responses and key points started to emerge repeatedly, suggesting consistency in the

collected data.

Gaining the trust of participants is crucial to maintaining integrity in research. As emphasized
by Collis and Hussey (2014), anonymity is key when participants are assured that their

identities will not be revealed; they are more likely to speak openly, and their input can be
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handled responsibly. In this research, all interviewees are referred to only as “professionals,”
and no identifying information, such as names or company affiliations, has been disclosed. This

was done to protect participants’ privacy and ensure ethical compliance throughout the study.
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4. Findings

This section summarizes the insights gathered from participants, categorized under themes
identified through thematic analysis: recruitment efficiency, Al’s role in hiring, its advantages

and drawbacks, and the influence of human biases and mistakes.

4.1 Strengths and Shortcomings of Traditional and Al Recruitment Methods

All ten professionals acknowledged certain advantages of conventional recruitment methods.
A key benefit they unanimously pointed out was the "human connection," the ability to engage
with candidates on a personal level. Such interpersonal exchanges were viewed as vital for
clear communication and mutual understanding, both among recruiters and between recruiters

and candidates.

“The emotional connection and human interaction cannot be replaced... people

feel secure with what they already know.” (Professional 2)

Another common observation from six participants was that traditional recruitment practices
are well-established and time-tested. Standard methods such as in-person interviews and
structured assessments have been used reliably for decades, giving recruiters a foundation of
proven approaches and existing literature to support their decisions. According to one
interviewee, many HR teams hesitate to abandon methods that have consistently produced good

results.

While no strong opposition to traditional recruitment was noted, some professionals were more
enthusiastic in defending its strengths. Three respondents highlighted multiple advantages,
while the rest briefly touched on its merits but shifted focus to its shortcomings. This suggests
a subtle division, where some still value traditional processes, while others lean more toward
criticizing their limitations. The most widely discussed drawback among all participants was
the slow and drawn-out nature of traditional hiring. The process is often too lengthy for both
candidates and recruiters, leading to delays and inefficiencies that hinder the overall

experience.

“It takes too long, many candidates feel it is outdated.” (Professional 8)
“It is an old-fashioned system; applicants have to jump through too many hoops.”

(Professional 1)
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This extended timeframe frustrates candidates and limits recruiters' ability to make timely and
well-informed decisions. Six interviewees noted that follow-up communication often falls
through due to time constraints, with recruiters rarely able to notify applicants who did not

make the cut.

A recurring issue mentioned by several professionals was candidates misrepresenting
themselves through exaggerated CVs, making it harder to assess real qualifications. Two
participants also expressed concern that traditional recruitment tends to ignore passive
candidates, those who are not actively job-hunting but may be highly qualified. Additionally,
one professional noted that organizations often neglect applicants already in their databases,

instead focusing on new submissions for each role.

The presence of unconscious biases was another critical shortfall. Some interviewees pointed
out that hiring decisions could be influenced by factors such as age, gender, ethnicity, or even
past employment at prestigious companies. These biases lead to skewed selections and can

ultimately harm workplace diversity.

“If you always hire people who ‘fit in’ with a certain mold, you are stifling

diversity and weakening team performance.” (Professional 7)

While most professionals recognize AI’s potential in hiring, many agree that its full strategic

integration remains a work in progress.
“We are just getting started with it, it is a learning process.” (Professional 5)

Six professionals reported using Al primarily during the initial stages, especially for screening
resumes and identifying suitable candidates. Al tools like HireVue were said to analyse job
descriptions and match them with applications based on keywords, language patterns, and
contextual clues. Four professionals mentioned sourcing candidates via platforms like LinkedIn

and Facebook, while others processed applications submitted directly to job listings.

Some systems incorporated personality assessments to evaluate candidates’ soft skills and
compatibility with the role. Regarding shortlisting, one interviewee explained that the Al could
produce a ranked list of potential hires, allowing HR to review the top matches. However, they
also emphasized that over-relying on these rankings could lead to a narrow talent pool, as the

system might learn to exclude diverse profiles based on previous selection behaviour.
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All interviewees indicated that they used Al-based tools to communicate with applicants. Some
used chatbot-style systems that gathered candidate data and generated applications on their

behalf. These bots often stayed in touch, providing updates or answering common queries.

“Even a simple check-in like, ‘Hey, your interview is in a week, any questions?’
s Y, Y

can enhance the candidate experience, and Al can automate that.” (Professional 7)

Several professionals noted that these systems also provided post-application feedback,
explaining why candidates are not selected and offering improvement tips. This helped make

the process more transparent and constructive.

Most participants agreed that Al tools significantly reduce the time spent on administrative
tasks, freeing recruiters to focus on engaging with top-tier talent. AI was said to streamline
evaluations, scoring, and candidate qualification, making it easier to begin the hiring process

with high-potential applicants.

Five professionals highlighted how Al speeds up recruitment timelines, benefiting applicants

and HR teams.

“It reduces time and cost, improves candidate experience, and helps identify

hidden talent pools.” (Professional 4)

Another benefit was Al’s ability to minimize human bias, offering fairer hiring decisions. Two
professionals noted that Al could help uncover overlooked candidates, improving the diversity
and quality of hires. One respondent linked Al use directly to gaining a competitive edge in

talent acquisition:

“Leveraging Al lets us tap into talent more effectively than competitors.”

(Professional 5)

However, several participants stressed the importance of maintaining a human element. While
Al can handle many tasks, it lacks emotional intelligence skills like empathy remain uniquely

human.

“HR is fundamentally about people, and no matter how advanced it gets, Al cannot

replicate empathy.” (Professional 8)
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Two professionals emphasized that organizations must integrate Al strategically and assess

whether it genuinely adds value to their hiring process.

Some of the challenges noted included difficulties adapting to Al tools and scepticism from
staff. Effective use of Al requires the proper infrastructure and skills, and improper

implementation can introduce bias.
“Poorly designed Al systems can be just as biased as humans.” (Professional 6)

Since HR is often rooted in traditional practices, organizations must manage change carefully

and ensure their teams are equipped to work alongside Al technology.

Table 4
Al Tools Used Across HR Recruitment Stages at Waape Co. Ltd
HR Stage Al Tools Used
Initial Screening HireVue — used by Waape to analyse candidate video responses,
screen applications, and assess communication and behavioural
cues.
Candidate iCIMS — enables interaction with applicants after applications are
Engagement received, streamlining communication and data collection.
Application Manatal — automates confirmation emails/messages to
Acknowledgment acknowledge receipt of applications, keeping candidates
informed.
Re-Engagement Carv — used to track past applicants, gauge their interest, and

maintain updated candidate records for future opportunities.

Source: Created by the author
4.2 Integrating Al into the Traditional Recruitment Framework

Several scholars (Breaugh, 2008; Mueller & Baum, 2011; Thebe & Van der Waldt, 2014) have
conceptualized the traditional recruitment process in structured stages that organizations have
followed for decades. Breaugh's (2008) model, in particular, offers a comprehensive step-by-
step approach to recruitment, yet it does not take into account the technological advancements
of recent years, especially the rise of Al in human resource management. This section revisits
each primary phase of the traditional model, proposing how Al tools could be implemented or

adapted within the context of Waape’s recruitment practices.
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The first phase in most recruitment frameworks is to establish the hiring objectives. This
involves defining the roles to be filled, identifying the competencies required, and aligning
these with broader organizational goals. At Waape, where strategic alignment is critical for

efficient team scaling in a fast-moving tech startup, this stage remains largely human-led.

Several employees at Waape emphasized that Al tools are not developed to determine or set
recruitment goals autonomously. Instead, Al is perceived as a support mechanism that can
execute recruitment tasks more efficiently, as humans have defined the objectives. As one

recruiter put it:

“We as a team define what we are looking for first Al helps us execute, not

decide.” (Professional 3)

This view echoes the understanding that organizational values, role-specific nuances, and
contextual business goals are beyond the current capability of Al systems. While machine
learning can process and act on data, it lacks the capacity for strategic foresight rooted in
company culture and mission. Hence, the formulation of recruitment objectives at Waape
remains firmly within human purview. Al may assist in achieving these goals, but it cannot

replace the initial vision-setting phase.

The next step in the recruitment cycle involves deciding how to attract the right candidates.
This includes choosing the channels of communication, formulating messaging, and
identifying target talent pools. According to Breaugh (2008), this strategic planning defines not

only the “who” but also the “how” and “where” of recruitment.

At Waape, while Al plays a role in amplifying communication and reaching wider talent pools,
primarily through automated email responses and social media integrations, the responsibility

of determining what message to convey and to whom still lies with human professionals.

From the interviews, it became evident that staff at Waape view Al as a tactical tool rather than
a strategic one. Decisions around which platforms to use, the tone of job adverts, and the
selection of candidate personas require a level of judgment, creativity, and contextual

understanding that Al does not yet possess. A member of the HR team noted:

“Al helps us cast a wider net and manage responses, but the tone and targeting

come from us. That is the human part.”
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Therefore, although Waape leverages Al to streamline outreach and boost visibility, the
strategy that guides these tools originates from human insight and organizational alignment.
This supports the view that while Al can refine execution, the core strategic decisions such as
which applicant demographics to prioritize or which employer branding to emphasize must still

be guided by experienced professionals.

Al can provide supplementary support during strategy formulation by offering insights into the
most efficient pathways to fulfil established recruitment goals. However, human oversight
remains indispensable in this phase. At Waape, respondents emphasized that while Al could
help optimize or refine parts of the process, it is not designed to replace human strategic

planning.
One interviewee pointed out:

“Al can take over some aspects of HR, but it is not meant to replace every function,
especially not the ones requiring judgment or alignment with our culture.”

(Professional 5)

Interestingly, none of the professionals interviewed highlighted strategy development as a
primary area for Al application. This could be due to the relatively early stage of Al integration
in HR functions in Uganda or the fact that such strategic decisions require a deep understanding

of organizational dynamics, which Al cannot yet replicate. One participant elaborated:

“We mainly use Al for more technical tasks like pre-selection, but interviews and

assessments still need that human interaction.” (Professional 7)

Among all the stages of recruitment, the operational tasks carried out under recruitment
activities emerged as the area where Waape employees found Al to be most effective. This
aligns with findings from earlier literature (Amadu, 2014; Wright and Atkinson, 2019), which
suggested that Al can provide considerable efficiency gains when applied to routine, repetitive

tasks.

At Waape, the early stages of recruitment, such as candidate screening and preliminary
communication, are supported by Al-powered systems. The interview data widely supported

this. One team member noted:


https://www.zotero.org/google-docs/?T5HzLe
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“Al fits best in the early recruitment phases, it handles bulk tasks where there is

less need for direct human judgment.” (Professional 8)

One of the key areas where Waape leverages Al effectively is in the pre-screening process with
HireVue. The Al systems evaluate CVs and candidate profiles through keyword matching and
various algorithmic filters, swiftly reducing the candidate pool. Additionally, the software can
integrate behavioural and personality metrics into this matching process. As one respondent

noted.

“Our system evaluates both technical qualifications and soft traits to match

applicants against job specs. It is fast and very insightful.” (Professional 6)

These Al tools also rank applicants by suitability, which simplifies decision-making for human
recruiters. This echoes academic positions, such as those of (Leong, 2013; Faliagka et al. 2012),
who argue that Al can streamline shortlisting by generating ranked candidate lists based on

matching criteria.

“Al allows us to skip the manual screening phase, it highlights the best matches,

and we take it from there.” (Professional 1)

However, not all staff expressed full confidence in the system’s reliability without human
validation. Concerns were raised about ensuring the accuracy of Al-generated

recommendations.

“While the software is helpful, we are still running tests to understand how
dependable it is, we want to know it is improving our hiring, not just making it

faster.” (Professional 4)

Another innovation mentioned was talent rediscovery, an area often overlooked in traditional
recruitment. Al enables Waape to revisit past applicants who were not hired but may be suitable

for current roles. One staff member emphasized:

“We use Al to resurface strong applicants from past cycles, people we might

otherwise forget about.” (Professional 3)

This approach saves time and allows the company to reuse previously gathered data, enhancing

recruitment efficiency.
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Communication with candidates is another area where Al tools are adding value. At Waape,
chatbots and automated messaging systems are used to maintain contact with applicants, update

them about their application status, and even provide basic information about the job.

Recruiters acknowledged that clear and timely communication, previously a challenge due to

time constraints, has significantly improved with Al.

“The system communicates with applicants in real time, answers FAQs, and keeps

them engaged. It does not have to be a person responding.” (Professional 2)

This advancement aligns with earlier research, which found that poor communication during
hiring can discourage qualified applicants (Carroll et al., 1999; Barber, 1998). Al helps fill this

gap by maintaining consistent and scalable engagement.

“It is amazing how smooth it is. Candidates do not mind talking to a bot, if they

get the information they need.” (Professional 6)

Recruitment processes must also consider the applicant’s experience and perception. Acikgoz
(2019) emphasizes that the process is about employer decision-making and how applicants

perceive the recruitment journey.

Traditionally, this includes factors like the credibility of the employer’s message, how much
attention the applicant gives to the role, and what they expect from the company (Breaugh,

2008). In Waape’s case, integrating Al into the process has altered some of these dynamics.

While applicants may initially be wary of automated systems, Waape’s team noted that clear
and responsive communication, even if facilitated by Al helps build trust and keeps candidates

interested.

An effective recruitment process must account not only for the hiring organization's needs but
also for job applicants' perspectives and experiences. Acikgoz (2019) argues that understanding
the motivations and preferences of applicants is critical for creating a balanced, fair, and
successful recruitment experience. This perspective was echoed in interviews at Waape, where
many professionals highlighted the importance of ensuring that Al implementations also

enhance the candidate experience.

One HR team member emphasized:


https://www.zotero.org/google-docs/?6UPjkM
https://www.zotero.org/google-docs/?6UPjkM
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“The journey should be simple and straightforward if candidates feel it is too
complicated to apply, they might give up entirely. We believe Al can make the
process more candidate-friendly and even allow applicants to express more of who

they are.” (Professional 2)

Al can be instrumental in offering candidates opportunities to share more than just the content
of their CVs. At Waape, Al tools are being explored to help applicants present themselves more
fully through video introductions, personality assessments, or dynamic application forms.
These elements add depth to a candidate's profile, allowing for a richer, more holistic

understanding of their suitability.

“We have moved beyond the traditional CV. Candidates can now record
themselves, showcase their personality, and give us more than just qualifications.

That is important to us.” (Professional 1)

Another strength of Al at this stage, Al's ability to deliver timely information to applicants.
Rather than waiting for human responses, candidates can receive instant updates, helping them
decide early in the process whether the role is a good match. This not only improves

transparency but also saves time for both parties.

“It helps filter uninterested applicants sooner they can drop out if it does not suit
them. That way, we focus only on the most committed candidates.” (Professional

4)

Al also allows for faster, more accurate evaluation of candidates, enhancing the recruitment
pipeline's speed and reliability. Poor recruitment practices, some interviewees noted, reflect

poorly on employer branding and can deter top talent.

“If the process is inefficient, it affects more than just hiring; it affects how
candidates view your company. That is why Al can help us maintain a smoother,

more professional experience.” (Professional 7)

The conclusion of the recruitment process is where human judgment and Al
support intersect. At Waape, final hiring decisions are always made by people, but

Al plays a significant supporting role in communicating outcomes and closing the
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loop with candidates. For instance, chatbots or automated systems notify

applicants of results, reducing delays and improving communication consistency.

“We use the same Al system that helped us communicate early on to give updates
after decisions are made. It keeps everything transparent and timely.”

(Professional 6)

In cases where applicants are not selected, Al can even generate tailored feedback, helping
them understand areas for improvement. While Al cannot replace the human decision-making
that goes into choosing a candidate, it can ensure that results are communicated in a structured,

timely, and respectful manner.

“Ultimately, tools are only as good as how you use them. AT helps us get closer to

the outcomes we want, but the final call is still ours.” (Professional 6)

Determining whether recruitment has been successful hinges on whether the chosen candidate
aligns with the original objectives of the role. For Waape, this often includes skill alignment,

cultural fit, adaptability, and long-term potential.

“What matters is whether Al is helping us hire better people. That is the goal, not

just doing it faster.” (Professional 7)

Although digital tools have transformed many aspects of human resource management,
research has only recently started to evaluate their effectiveness in achieving broader
organizational goals (Stone et al., 2015). Within Waape, the use of Al in recruitment is selective
and targeted. It is not applied to every phase, but in specific areas where automation adds

measurable value.

“You do not need Al for everything. You need it where it helps, where it is
needed.” (Professional 3) Companies should take a strategic approach, identify
clear needs, and evaluate whether Al provides a genuine solution or simply adds
complexity. The overarching goal is not to rush toward automation for its own
sake, but to ensure that Al contributes meaningfully to the company’s purpose,

efficiency, diversity, or quality of hire.

“If we reduce recruitment to efficiency alone, we lose the strategic value of HR. It

is about finding the best people, not just doing it faster.” (Professional 7)


https://www.zotero.org/google-docs/?uQDYom
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For some, effectiveness has taken on new forms. One professional highlighted how AI now
allows them to process CVs across multiple languages, considerably widening their talent

reach:

“We can now process applications in a dozen languages like French, Spanish,

German. That is something we could never do manually.” (Professional 5)

This example illustrates how Al has enabled processes that were once highly time-consuming
and resource-intensive to be done faster and more effectively. Al tools have drastically reduced

the time to hire from over a month to less than a week (Wright & Atkinson, 2019).

Still, as several Waape staff noted, effectiveness is context dependent. Different companies

will define it in different ways depending on their goals and the kinds of talent they seek.

“Each company has its own needs. Al will help differently depending on what you
are solving for, whether it is speed, quality, or candidate experience.” (Professional

7)

4.3 Organizational Readiness and Long-Term Integration of AI

While the potential benefits of Al in recruitment are increasingly recognized, successfully
implementing these technologies depends heavily on a company’s financial and strategic
readiness. At Waape, several team members pointed out that although there is widespread

interest in Al, some companies lack the resources or clarity of purpose to adopt it effectively.

“Many companies want to use Al without fully understanding what for they may
not need the speed or quality improvements Al offers, and they often do not have

the technical capacity to support it.”” (Professional 5)

This comment highlights a fundamental issue: adopting Al without clearly defined goals or
infrastructure can result in poor integration and minimal return on investment. Research by
(Zang & Ye 2015; Rasmussen & Ulrich, 2015) supports this concern, emphasizing that unless
Al becomes embedded in strategic decision-making, it risks being reduced to a short-lived

trend.

At Waape, this is addressed by treating Al adoption as a long-term transformation process
involving both technical development and human learning. Employees stressed the importance

of training machines and people to work together effectively.


https://www.zotero.org/google-docs/?L17oKo
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“We need to think long-term, what do we need to change within the company?
And how do we train both machines and staff to identify talent that supports the

company’s future success?” (Professional 3)

“Teaching Al systems takes time, but we believe their use will grow as long as we

provide enough quality data and structure.” (Professional 8)

This suggests that effective Al integration is less about replacing human roles and more about
building complementary systems that enhance what humans already do well. Organizations

must prepare for this shift by investing in technical infrastructure and internal upskilling.

Importantly, professionals at Waape emphasized that Al outcomes are context-specific. A
solution that works well in one organization might not be suitable in another. The key lies in

customizing tools to fit needs, workflows, and cultures.

“You cannot expect a single Al solution to work the same way everywhere. It must

be tailored to the organization.” (Professional 7)

The interviews with Waape staff reaffirm many findings in prior literature (Okolie & Irabor,
2017; Tewari et al., 2024), particularly around the practical benefits of Al in streamlining
recruitment operations. One of the most apparent advantages is automating time-consuming,

repetitive tasks, especially at the early stages of candidate screening.

“Al helps remove the manual steps so we can move straight to interviews. It saves

us much time.” (Professional 2)

“It simplifies the screening process by creating shortlists of top candidates, saving

us from having to go through hundreds of applications.” (Professional 3)

As noted in Abdullahi et al. (2022) AI also expands access to wider talent pools and reduces
paperwork. Leong (2018) highlights automated candidate ranking as another significant gain,

which Waape professionals echoed:

“Al is very effective for ranking top applicants and helping us prioritize who to
engage with, but it does not replace the personal side; recruitment still requires

that human touch.” (Professional 8)


https://www.zotero.org/google-docs/?tqm8gY
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Al’s ability to maintain consistent communication with candidates was another strong theme.
Through automated messaging systems and chatbots, Waape keeps candidates informed and
engaged throughout the process, which would be difficult for a small HR team to manage

manually.

“We are seeing more use of Al in communication; it helps us respond quickly and

keep candidates in the loop.” (Professional 2)

Candidate engagement was a particular focus for one respondent, who stressed the need to

maintain interaction throughout the process, not just when delivering final decisions.

“Candidates do not want to feel ignored. They need touchpoints along the way,
and Al helps with that, even by just checking in before an interview.” (Professional

7)

Despite the promising benefits, several challenges were raised regarding Al adoption. At
Waape, adaptability was one of the most frequently mentioned concerns. Wright and Atkinson
(2019) argue that a company's ability to integrate new technologies successfully is critical to
maintaining its competitive edge. However, the traditional nature of many HR departments

often makes them slower to adapt.

“The biggest obstacle is simply adapting. HR has not always been the most tech-

forward part of the company.” (Professional 1)

“The benefits are real, but if you do not dedicate the time to set it up properly, you
will not see them.” (Professional 5) Another primary was how well Al systems

can understand and align with an organization’s unique values and culture.

“The question is, can Al grasp who we are as a company and what kind of people

we want?” (Professional 4)

Bias in Al decision-making was another critical issue. Professionals at Waape mentioned cases
like Amazon’s failed hiring algorithm as cautionary tales, stressing the importance of training

systems correctly to avoid perpetuating discrimination.

“Biases come from how the systems are trained. If you are not careful, they will

carry those biases into your hiring decisions.” (Professional 3)


https://www.zotero.org/google-docs/?ebkqZ8
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Still, some literature, like Upadhyay and Khandelwal (2018), suggests that Al can be trained
to avoid certain forms, although it cannot fully replace human roles in culturally nuanced
assessments. The same authors note that while AI can efficiently identify technical
qualifications, more subjective aspects like interpersonal skills and cultural fit still require

human input.

“Understanding cultural subtleties, language variations, these are areas where Al
still struggles. There is context Al can miss, especially across diverse candidate

pools.” (Professional 3)

4.4 Limitations and Recommendations for Future Research

One limitation of this study is the relatively small sample size and the early stage of Al adoption
among organizations in Uganda and globally. Although AI in HR has seen considerable
theoretical development, practical implementation, particularly in recruitment, remains limited.

As such, collecting a broad range of empirical data was challenging.

At Waape, Al has only been adopted in select parts of the recruitment process, which makes it
challenging to assess its full potential across all stages. Additionally, while the findings are rich

in qualitative insight, a larger sample could have provided more generalizable results.

Given the emerging nature of Al in recruitment, there are multiple avenues for further study.
One direction could be conducting country-specific research, such as a focused study on Al
recruitment adoption in Uganda or East Africa, to understand regional differences in

implementation readiness better.

Another valuable approach would be to include companies that have not yet adopted Al but are
planning to, to capture anticipatory perspectives. Moreover, future studies could employ
quantitative methods to examine how Al-driven hiring decisions influence company

performance metrics such as turnover rates, employee retention, or productivity.

From the job applicant’s point of view, more research is needed to explore trust, experience,
and perceptions of fairness when interacting with Al-based recruitment tools. Further
investigations into whether Al reduces or perpetuates bias, particularly gender and cultural
discrimination, would be highly relevant, as these concerns remain prevalent in traditional and

digital hiring practices.



Al IN RECRUITMENT 40

5. Conclusion

While Al in recruitment is still considered an emerging concept, this research reinforces that it
is gaining traction in modern human resource practices. The central finding is that organizations
like Waape must thoughtfully evaluate the necessity and relevance of adopting Al in their
recruitment efforts. Understanding Al's implications for overall organizational effectiveness is

key to making such decisions.

The research indicates that Al tools are most effective in three traditional recruitment stages:
recruitment activities, applicant-related variables, and recruitment results. These stages involve
data processing, filtering, and communication areas where Al excels due to its efficiency and
automation capabilities. At Waape, Al has proven beneficial for pre-screening, managing
candidate communication, rediscovering past applicants, and assisting in candidate ranking.
However, setting recruitment objectives and developing strategies still require nuanced

decision-making and remain predominantly human-led.

This highlights that while Al can enhance certain recruitment aspects, its implementation must
be tailored to the company's specific challenges and operational needs. In Waape's case, a
selective application of Al that yields the most significant returns may be more advantageous

than a blanket implementation across all areas.

Moreover, the study reveals that Al primarily improves efficiency, accelerates processes, and
automates repetitive tasks, allowing Waape’s recruiters to concentrate on more strategic and
interpersonal hiring elements. Despite these advantages, challenges such as technological
readiness, the necessity for staff and system training, and concerns regarding the reliability of
Al-generated outcomes remain significant. Interviewees stressed the importance of weighing

the time and resources needed for Al integration against the anticipated benefits.

Overall, through a case-specific application of Breaugh’s model, this research provides a
clearer understanding of Al's role in recruitment processes and offers insights into how its
effectiveness can be assessed within an organizational context like Waape’s, a topic that has

not been thoroughly addressed in existing literature.
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Appendix: Interview Guide

Questions relating to the application of AI in HRM

1.
2.
3.

What do you think are the current benefits or challenges of traditional recruiting?
What are the effects of an ineffective recruitment process within an organization?
How has Al-based recruitment shaped and changed the so-called ‘traditional HRM and

recruitment’?

Questions relating to the challenges and benefits of using Al in the recruitment process:

1.

N kW

What are the benefits of using Al in the recruitment process? (Compared to “traditional
recruiting”)

The problems and benefits mentioned about traditional recruitment, can Al be used to
delimit or enhance these factors?

What is the most important benefit? If you can name one?

What are some challenges of using Al in the recruitment process?

What is the biggest/most difficult challenge? Can you name one?

Can Al solve those challenges in the future?

How do you see the future of the application of Al within recruitment change? Will it

be implemented more or less?
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Resiimee

TEHISINTELLEKTI INTEGREERIMINE VARBAMISSE: WAAPE CO. LTD. UGANDAS.

Asem Kinyiri

See magistritod uurib tehisintellekti (TI) rakendamist vérbamisprotsessis, keskendudes
Ugandas tegutsevale tehnoloogiapohisele virbamisettevottele Waape Co. Ltd.
Traditsiooniliselt on virbamisprotsessid olnud aegandudvad ja seotud ulatusliku
paberdokumentatsiooniga. Virbamise digitaliseerimine muudab neid protsesse jérk-jargult
tohusamaks, tuues méngu nii veebiplatvormid kui ka tehisintellektil pohinevad siisteemid.

Kuna digitaalne transformatsioon mojutab iiha enam kaasaegset personalijuhtimist, on selle
uurimistéd eesmérk hinnata tehisintellekti potentsiaali virbamistavade tdhususe, tdpsuse ja
Oiglasuse parandamisel ning tuvastada praktilised véljakutsed, mis kaasnevad TI
rakendamisega reaalses tookeskkonnas.

Andmeid koguti kvalitatiivse juhtumiuuringu raames poolstruktureeritud intervjuudega
kiimnelt Waape  tootajalt, sealhulgas ettevotte — asutajalt,  personalitddtajatelt,
tarkvaraarendajatelt, vérbajatelt ja lihttootajatelt. Temaatilise analiiiisi abil uuriti, kuidas on TI
tooriistad integreeritud Waape vérbamistegevustesse ning milline mdju on neil kandidaadi
hindamisele nii organisatsiooni kui ka todotsijate vaatenurgast.

Tulemused nditavad, et Waape on edukalt kasutusele votnud tehisintellekti tehnoloogiad
virbamisprotsesside tdiustamiseks. Suurimad edusammud on seotud CV-de sdelumise
automatiseerimise, kandidaatide ja to0kohtade parema sobitamise ning tddlevotuprotsessi
kiirendamisega. See on oluliselt parandanud organisatsiooni tulemuslikkust, eriti suure hulga
taotluste haldamisel.

Siiski toob uuring esile ka olulisi vidljakutseid, nagu andmekaitseprobleemid, algoritmiliste
otsuste piirangud ning vdimalikud eelarvamused TI loodud véljundites. Vaatamata piitidlustele
luua erapooletuid siisteeme vodivad alateadlikud kallutused siiski varbamisotsuseid mdjutada,
eriti 1oplike otsuste tegemisel.

Nende riskide maandamiseks kasutab Waape hiibriidset ldhenemisviisi, lihendades TI
tooriistad inimjérelevalvega. Ettevote on rakendanud struktureeritud intervjuuprotsesse,
pakkunud to6tajatele koolitusi eelarvamusteadlikkuse alal ning taganud varbamisprotsesside
labipaistvuse, et edendada diglust ja vastutustundlikkust. See kombineeritud ldhenemine
voimaldab kasutada TI eeliseid, sdilitades samal ajal inimese intuitsiooni ja eetiliste kaalutluste
keskse rolli virbamisotsustes.

Kokkuvottes pakub see magistritod praktilisi teadmisi organisatsioonidele, kes kaaluvad
tehisintellekti rakendamist vérbamisprotsessis, eriti arenevatel turgudel. T6os rohutatakse
vajadust

tasakaalustada tehnoloogiline innovatsioon eetilise vastutuse, pideva hindamise ja kaasavate
tavadega, et kujundada tohusad ja jatkusuutlikud TI-pohised virbamissiisteemid.
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