The Rise of Al in Talent
Acquisition: What Employers
Need to Know for Inclusive Hiring
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Artificial intelligence (Al) is rapidly transforming talent acquisition—from resume screening to
video interviewing and candidate scoring. While these tools promise greater efficiency and
objectivity, they can also create new barriers for job seekers with disabilities if not
implemented thoughtfully.

As Al becomes a cornerstone in recruitment strategies, it's critical that employers understand
both the benefits and risks of these technologies in the context of inclusive hiring.

To use Al responsibly and inclusively in hiring, employers should regularly audit their tools for
bias, ensure platforms are accessible and WCAG-compliant, and clearly disclose when Al is
used—giving candidates the option to request accommodations. It's also essential to maintain
human oversight during decision-making and provide training to recruiters on Al limitations
and inclusive hiring practices.

The Cons: Risks and
Challenges for Job Seekers
with Disabilities

1. Biased Algorithms

The Pros: How Al Can
Support Inclusive Hiring

1. Reducing Bias in Resume Screening

Al tools can be trained to ignore
demographic details like names,
schools, or addresses—factors that
often introduce unconscious bias. This
can help level the playing field for
candidates who may face stigma based
on perceived differences, including
disability status.

. Scaling Outreach and Matching

Al can analyze job descriptions and
match them with candidates from a
wider array of sources, including
disability-focused job boards and
partnerships. This expands access to
talent pools that are often overlooked.

. Improving Candidate Experience
Automated tools like chatbots or
scheduling assistants can streamline
the application process, making it more
accessible—if designed correctly. For
candidates with disabilities, a simplified
and mobile-friendly experience can
remove friction from applying.

. Data-Driven Insights

Al can help identify patterns in hiring
practices that might unintentionally
exclude certain groups. Used ethically,
this data can help employers fine-tune
their diversity and inclusion strategies.
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Al systems are only as objective as the
data they're trained on. If historical
hiring data reflects bias against people
with disabilities, the Al may replicate or
even amplify those patterns—screening
out qualified candidates.

. Inaccessible Technology

Many Al-powered hiring platforms—
including video interviews and gamified
assessments—aren’t designed with
accessibility in mind. This can
disadvantage candidates who use
screen readers, voice input, or require
extended time or alternative formats.

. Misinterpreting Communication Styles

Al-driven video assessments that
analyze tone of voice, facial expressions,
or body language may penalize
neurodivergent candidates or those
with speech or mobility impairments.
These tools often lack the nuance to
understand diverse communication
styles.

. Lack of Transparency

Candidates often don’'t know when Al is
being used or how decisions are made.
This makes it hard to identify and
challenge potential discrimination—
particularly under the Americans with
Disabilities Act (ADA), which requires
reasonable accommodations.
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