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Abstract 

The AI 1.0 era has arrived as artificial intelligence products gradually penetrate into 
everyday life. With the advantages of improving efficiency and accuracy, and reducing 
the time cost of recruiters, AI technology has been widely used in corporate recruitment, 
which inevitably promotes the transformation of traditional recruitment work. In the 
early stages of the recruitment process, AI technology has become more efficient at 
screening CVs and enhancing the accuracy of job matching than manual performance, 
leading to concerns that some recruiters may be replaced by AI. How to cleverly use the 
products of the smart economy to accelerate the change of traditional HR management 
recruitment, and prompt recruiters to adjust their role, has become an urgent problem 
for major enterprises at this stage. This paper analyses the development of AI technology 
in China's current recruitment market and the shortcomings of traditional recruitment 
through theoretical analysis, and summarises new ideas for recruitment under AI 
penetration from three levels. 
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1. Introduction 

After the invention and popularisation of the PC, the digital economy has now entered the smart 
economy phase with artificial intelligence technology as the core driver. The smart economy 
not only involves changes in human-computer interaction and infrastructure, but also gives rise 
to new business models. Wang Ning (2017) points out that the devices included in smart 
terminals are no longer just the traditional range of mobile phones, computers and other 
devices; it includes wearable devices, smart home appliances, smart speakers, smart sensors 
and so on. The smart economy has seen a corresponding change in the shape of applications 
and services, and people are communicating with machines and tools in a more natural and 
comfortable way. 

While the smart economy is changing people's lifestyles it is also bringing new changes and 
opportunities to businesses. Human resource management, as a core component of business 
management, plays an indispensable role in the development of a company, and the 
recruitment process, as the first part of human resource management, plays an important role 
in the selection and introduction of talent and also lays the foundation for the other parts. How 
to make clever use of intelligent economic products to effectively improve management 
efficiency and quality and accelerate the change of traditional human resource management 
has become an urgent problem for major enterprises at this stage. 

This paper uses theoretical analysis to study the shortcomings of traditional recruitment work, 
considers the advantages of the products of the smart economy and gives new ideas on 
recruitment in the context of the smart economy, with the aim of helping recruiters to adjust 
their role and accelerate the change of traditional human resource management. 
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2. Artificial intelligence and its recruitment technology development 
overview 

The current workflow of the AI recruitment system for most of the enterprises' CVs in China is 
mainly online CV filling, intelligent CV screening, intelligent online chat interview, virtual scene 
interview, establishment of database comprehensive evaluation and accurate admission, the 
process framework is shown in the following figure. 

 

 
Figure 1. Workflow of artificial intelligence recruitment system 

 

2.1. Online CV filling 

Firstly, the company's human resources management specialist uses big data analysis and the 
company's specific requirements for the position to make a comprehensive consideration of 
the position being recruited and build a talent quality model, design the format and template of 
the CV, and place the job requirements and CV template on major online platforms via the 
internet or other media. After analysing the candidate's job search intentions, the artificial 
intelligence recruitment system collects structured and unstructured data in combination with 
personalised forms to create a list of candidates' CVs. 

2.2. Intelligent Resume Screening 

CV screening services, a workflow where artificial intelligence helps companies match jobs 
through customised job models. The intelligent recruitment system starts with data search and 
data analysis to create a unified database, combined with standardised CV samples and artificial 
neural networks. In order to improve the efficiency of the CV screening service, BP neural 
networks are proposed to be used to process and analyse the CV data after data collection and 
analysis. The CV screening process is as follows: 

After analysing the personality profile, behavioural pattern profile and knowledge and skills 
profile data related to the position, a number of suitable CV samples are obtained through the 
network. The BP neural network has a learning memory function, so companies only need to 
design the model categories when using it, plus the data input from the candidates is valid and 
identifiable, and the BP network will learn to process and output the results on its own. 

As the number of CVs grows, the accuracy of the BP neural network becomes more and more in 
line with the company's expectations, and then the company can consider the screening system 



Volume 2 Issue 3, 2021 

DOI: 10.6981/FEM.202103_2(3).0012 

87 

Frontiers in Economics and Management 

ISSN: 2692-7608 

to completely replace the manual work. If the company's talent standards remain unchanged 
for a certain period of time, the data and parameters of the BP neural network can be used 
continuously, effectively reducing the operational costs and improving the efficiency of the 
company's human resource management. In addition to identifying potential candidates, HR 
professionals can program the output of the BP neural network to send interview notifications 
to candidates with a single click. 

2.3. Intelligent online chat interview 

After the intelligent CV screening system has screened out the candidates who meet the 
competency requirements of the positions recruited by the company through a series of 
algorithms, the candidates will be notified to complete an intelligent robot chat interview online, 
and the interviewees will enter the webpage or mobile APP through a link for a preliminary 
interview. Candidates can choose any time and place to complete an interactive interview with 
the bot, as long as it is within the company's time frame. The back office will record the data 
based on the direction and validity of the candidate's questions in order to analyse their 
competencies and finally output the screening results of the candidate and form an evaluation 
report. 

2.4. Virtual scenario interview 

The recruiter needs to find some applicable work scenarios for recruitment through 
observation and analysis based on job qualifications and routine work tasks, and then set up 
relevant questions based on the selected specific work scenarios, and simulate the scenarios in 
cooperation with VR development companies. Candidates are placed in a vacant conference 
room with a VR headset and are presented with a micro 360 degree virtual environment in 
front of them. The interviewer makes a comprehensive assessment of the candidate's 
competency based on their performance in the VR scenario and the analysis report given by the 
VR, making a judgement and giving an acceptance decision. 

3. The challenges of AI recruitment technology to traditional recruitment 

The selection of candidates is one of the most important aspects of the recruitment process, as 
it directly determines the quality of the employees hired. The traditional recruitment process 
is entirely manual, without the use of any intelligent tools, and is highly subjective. The 
challenges faced by traditional recruitment compared to AI recruitment technology can be 
discussed in two ways. 

3.1. Inefficient screening 

The inefficiency of screening CVs in the traditional manual recruitment process is mainly 
reflected in the excessive time spent on screening used by humans, resulting in a waste of 
resources. 

In March 2017, in a competitive HR management competition organised by SourceCon, a 
leading US headhunting company, an intelligent robot took only 3.2 seconds to scan through 
more than 5,000 CVs and screen out the qualified candidates. However, in traditional 
recruitment, if a recruiter takes 20 seconds to browse a CV, it would take 1.16 days to browse 
the same 5,000 CVs, which is a huge difference. In the face of increasing demand for jobs and 
the current unfavourable employment situation, it is not uncommon to see hundreds of people 
competing for the same position, which brings new challenges to recruiters. In particular, some 
people take a chance and repeatedly submit CVs even if they know that their CVs do not meet 
the company's requirements, making the job more difficult and costly for recruiters, and the CV 
screening methods need to be improved. 
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3.2. Poor job matching 

As recruiters only establish shallow interactive knowledge with candidates through simple 
communication when recruiting, there is often a mismatch between CVs and job requirements 
in the process of screening CVs in the traditional recruitment process. 

Artificial intelligence recruitment systems can enhance the accuracy of job matching to a certain 
extent by refining the dimensions of candidate inspection. Vodafone UK uses intelligent robots 
to conduct video interviews, in which candidates are asked to answer specific questions in 
addition to introducing themselves. The candidate's performance is evaluated on thousands of 
different dimensions, including body language, facial expressions, speech cadence and accent, 
to produce a report on whether they are a good match for the job. 

In addition, in the traditional recruitment process, the recruiter is the main implementer of the 
recruitment process and has the subjective power to decide on the entry of candidates, so the 
decision bias of the recruiter largely determines the outcome and the fit. The Artificial 
Intelligence recruitment system dataizes all parameters and directions of inspection and 
presents them to the management in the form of a report, which to a certain extent eliminates 
the bias in results caused by the recruiter himself. 

4. New ideas for recruitment under the penetration of artificial 
intelligence 

Some recruiters are worried about being replaced by artificial intelligence because of its better 
performance in terms of efficiency in CV screening and job matching. However, from the current 
stage of development of artificial intelligence, as an auxiliary decision-making system at this 
stage can not completely replace the work of recruiters, rather than artificial intelligence and 
recruiters is a competitive and antagonistic relationship, but rather an assistant and 
cooperative relationship, not only can save time for them, but also help recruiters to analyse 
information more intelligently, recruiters to their role can be reasonably positioned and 
adjusted from The following aspects. 

4.1. Shift from relationship builder to relationship maintainer 

Several advantages of traditional manual recruitment in China's current talent recruitment are 
focused on five areas: judging a candidate's abilities beyond his or her CV and various 
certificates, determining whether a candidate has an integration and fit with the company's 
corporate culture, assessing a candidate's interpersonal and intrapersonal skills, making 
accurate judgments about various aspects of a candidate's needs, and establishing a short-lived 
relationship with a candidate. It is thus clear that although there have been significant 
developments in artificial intelligence technology, it will not yet be fully automated in the field 
of human resource management, particularly in the recruitment process. 

In the future, recruiters will have to go beyond simple communication with candidates to build 
long-term relationships and maintain them. For internal staff, recruiters need to spend time 
with employees, create more opportunities for them to express their views, understand their 
drivers and deeper needs, and create a good atmosphere to help them feel a sense of belonging 
to the company. 

4.2. Shift from tool user to tool designer 

The traditional interview methods that have been used in the industry for decades are mainly 
one-to-one interviews, structured interviews, case studies etc. As companies grow faster and 
interview more and more people, the traditional interview methods are gradually no longer 
fully applicable to the development of the company, and due to the subjective judgement of the 
recruiter, it is easy to bias and fail to objectively measure the ability of the interviewer during 
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the interview process. The use of AI technology can help recruiters avoid these phenomena, but 
they should focus on the design of the tools rather than just using them. 

In the case of a VR scenario interview, the recruiter would first need to set up questions based 
on the specific job scenario selected and work with a VR development company to simulate the 
scenario. However, if the recruiter neglects to do this, and sends the recruitment requirements 
to the VR company and lets them take full responsibility for setting the questions, the VR 
company may not be able to filter the questions to meet the requirements as they do not 
understand the company's culture and hiring requirements. As you can see, using AI technology 
is not the focus of a recruiter's job, designing and using it wisely is. 

4.3. Changing from data collector to data analyst 

Although many recruiters have included the use of data in their daily recruitment work, they 
mainly stay at the level of data collection and do not do enough for the analysis of data. Big data 
is more commonly applied to issues such as employee departures and remuneration packages. 
In an artificial intelligence environment, if you want to study the reasons why an employee 
leaves, you can refer to his or her employee questionnaire, salary and promotion history at the 
time of joining, in addition to the reasons he or she states. But when you want to look at more 
in-depth issues, you can't draw conclusions from superficial data observations alone, and you 
need to supplement them with data analysis. In the current talent market, the main role of talent 
data is to offer candidates a better deal based on market averages in order to improve the 
attraction of talent and employee loyalty for companies, but the information hidden in the 
talent data output of AI technology has not yet been effectively analysed. 

In addition, although the automatic recommendation and screening of CVs developed by the AI 
recruitment system has made some progress compared to traditional manual recruitment, 
there are still problems such as the lack of comprehensive and multi-dimensional screening 
indicators and the neglect of the examination of candidates' soft skills. 

There is a lot of dynamic, integrated data throughout the recruitment process, but much of it 
cannot be used directly, which places a new requirement on the recruiter to have some data 
collection and analysis skills. When recruiting for future roles, companies need to focus on the 
ability to identify and judge valid data and to quickly filter and analyse it. In addition, recruiters 
should be forward-looking and able to use the established database in conjunction with the 
company's current development to establish a strategic plan for talent that meets the 
company's development needs. 

5. Conclusion 

The rapid development of the smart economy has brought many opportunities for companies, 
one of which is to promote the application of artificial intelligence in the interview process, 
which not only saves time and improves efficiency for recruiters, but also significantly enhances 
the accuracy of recruiters' judgement of talent by virtue of the accuracy of big data analysis, 
reducing the phenomenon of talent loss due to recruiters' subjective biases or errors in 
judgement. 

The specific application of AI in recruitment can be based on both the overall framework design 
and the core module design. At the same time, AI recruitment systems also present new 
challenges to recruiters, not only in terms of adjusting their own positioning, coordinating their 
cooperation with AI, but also in terms of establishing long-term friendly relationships with job 
seekers, designing and updating the system according to the future development trends of the 
company, having the ability to collect and analyse data and being forward-looking, and 
establishing a strategic plan for talent that meets the company's development needs. Strategic 
planning of talent to promote the long-term stable operation of the company. In the face of a 
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progressively more competitive market, companies must also speed up solutions to the 
challenges posed by the smart economy within the company, using the products of the smart 
economy to facilitate organisational management in order to comply with economic 
development trends, improve management efficiency and avoid wasting resources. 

Acknowledgments 

After more than two months of hard work, I finally completed the thesis writing. From the 
beginning of receiving the thesis title to the realization of the system, and then to the completion 
of the thesis, every step is a new attempt and challenge for me, which is also the biggest project 
I completed independently during my college life. During this period, I learned a lot of 
knowledge and also had a lot of feelings. From ignorance, I began to study and experiment 
independently, looking at relevant materials and books, so as to gradually clear the vague 
concepts in my mind and improve my very immature works step by step. Every improvement 
is the harvest of my study, and the success of every experiment will make me excited for a long 
time Time. 

My thesis work is not very mature, there are many shortcomings. But the experience of doing 
this paper benefited me all my life. I feel that doing a thesis is a matter that we should really do 
with our heart. It is a real process of self-study and research. I hope this experience can inspire 
me to continue to improve in my future study. 

References 

[1] Yang yuekun, Jiang Zhonghui. Practice and challenge of big data technology in person post matching 
[J]. Leadership science, 2016 (9): 53-54 

[2] Hong Wenxing, Wang Ning. Talent recommendation system in the era of big data [J]. Big data, 2017, 
3 (2): 115-120 

[3] KHOSLA R,GOONESEKERA T.Separating the wheat from the  chaf:An inteligent  sales recruit-ment 
and benchmarking system [J].Expert sys- tems with applications , 2009,36 (2):3017 - 3027. 

[4] Dong Xiaohong. Research on the application of big data technology in online recruitment - Taking 
K enterprise as an example [J]. China human resources development, 2014 (18): 37-41 

[5] Yang Zhen, Chen Jian'an. Research on framework and module of artificial intelligence system for 
recruitment interview [J]. Journal of Jiangsu University (SOCIAL SCIENCE EDITION), 2017 (6): 73-
80, 92 

[6] Xiao Boda, Zhou Guofu. Development and application of artificial intelligence technology [J]. Fujian 
computer, 2018 (1): 98-99103 

[7] David Ulrich. Human resource transformation: creating value and achieving results for 
organizations [M]. Translated by Li Zubin, sun Xiaoping, Wang Junsheng, Kang Zhijun, reviser. 
Beijing: Electronic Industry Press, 2015:27-28 

[8] Qi Xiangyu. Artificial intelligence + HR, the future that is happening -- dialogue with Zhang chaolei, 
chairman of e-qifei (Beijing) Human Resources Technology Co., Ltd. [J]. Human resources, 2017 (12): 
12-18 

[9] Peng Jianfeng. The reform challenge and model reconstruction of the three pillars of HR in Chinese 
enterprises [J]. Chinese and foreign enterprise culture, 2017 (7): 44-51 

[10] Tian Yong Po. "Internet plus" and the innovation and development of human resources service 
industry: Based on the survey data, [J]., Chinese human resource development, 2017 (8): 148-155. 


