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Authenticity in Hiring: Combating AI-Enhanced Resumes and Interview Cheating

Abstract

Increase in the integration of AI tools into job applications has led to the transformation of hiring processes and job interviews in the modern time. Such a transformation has, however, created advantages and efficiency gains for candidates on the one hand, and major ethical challenges for HR professionals and recruiters on the other hand. This research therefore examines the impact of AI-generated or enhanced resumes and AI-assisted interview processes on candidates’ evaluation authenticity and integrity of recruitment. This article also highlights the ability of AI to generate human-like responses, thereby raising concerns about trust erosion, digital privilege and surface-level evaluation and assessments. Relying on evidence from case studies, testimonies from recruiters and academic research, the study presents the analysis of ethical boundaries between acceptable AI use and assistance and deceptive AI use and practices. The study also highlights the limitations of AI-detection tools, while proposing practical solutions, including skills-based assessments and hiring, proctored coding, HR and recruiters’ training, policies on AI use and transparency and organizational/industrial collaborations. The study proposed a pragmatic and sector-sensitive approach to hiring, thereby maintaining an appropriate balance between innovation and integrity as well as protection of fairness, while ensuring continuous adaptation to advancement in technology.	Comment by Renebeth Donguiz: Provide how the research was conducted (methodology) 
Keywords: AI, hiring, HR professionals, trust, interview, ethics
Introduction	Comment by Renebeth Donguiz: The introduction explains the issue well but does not explicitly state what is missing in existing literature.

Recommendation: 
Add a short paragraph clarifying the gap, such as:
“Despite rising concerns, limited research has examined how recruiters perceive, detect, and respond to deceptive AI use in real hiring situations.”

[bookmark: _Hlk214099156]The rapid increase and continual evolution in the introduction and use of Artificial Intelligence (AI) technologies have spurred transformations across various sectors, chiefly in human resources (HR) activities, particularly in recruitment and hiring processes. Job applicants and seekers now have what could be described as unlimited and unrestricted access to numerous AI-powered tools which can be adopted in generating, designing and enhancing resumes, application and cover letters as well as generating and simulating interview questions and responses. While it can be argued that these AI-driven solutions can remove barriers around job opportunities by democratizing access to jobs and opportunities through their abilities to support job applicants which have limited writing skills, they however could be said to introduce a lot of complexities and challenges for HR professionals and recruiters whose aims are to ensure authenticity and suitability of applicants for a particular job roles and positions.	Comment by Renebeth Donguiz: Consider transferring the following sentences. This is already theoretical argumentation and should be explained in the Theoretical Framework, not the Introduction.

“Furthermore, the signaling theory suggests that underlying productivity after job hires are a result of resumes and interviews (Spence, 1973)…”
“Such situations also lead to the undermining and compromise of the ethical framework of virtue ethics and consequentialism in HR…”
“which suggest that HR activities… must be done with honesty and transparency (Stuss & Fularski, 2024).”


Results and evidence from recent polls, statistics and surveys demonstrate the prevalence of job applications fully written and/or enhanced by the use of AI applications. A survey by ResumeLab (2024) reported that over 43% of job seekers admitted to using and relying on AI tools to develop and craft their resumes, application and cover letters. Another report by Clemo (2025) noted that about 53% of jobseekers in the UK use AI to write resumes and even apply to jobs, while about 77% of those who used AI adopted it to exaggerate and lie about their skills, abilities and experiences. This situation has led to increased falsehood on resumes, especially in the areas of inflating and exaggerating on their skills, degrees among other areas. For instance, Szczepanek (2023) in their survey reported that over 70% of job applicants have lied or would consider lying on their resumes, while such lies have greatly linked to the use of and reliance on AI in generating resumes and contents which align with expected conditions of job adverts and expectations of recruiters. This trend can be said to have created a major shift in job-seeking behaviour which challenges the traditional ways and metrics of evaluating candidates, thereby raising concerns and questions about ethics, fairness and authenticity in hiring practices.
A growing body of research continues to highlight the advantages and disadvantages of the use of AI in the job market. According to Oman et al. (2024), the use of AI has led to reduction in entry barriers for candidates and job seekers as it enables them in the development of more polished job applications and resumes. However, this has created complications for recruiters to know and discern candidates with genuine skills, competence and even academic disciplines and expertise. In the same vein, Suchotzki and Gamer (2024) highlighted the emotional and psychological effects of AI-prompted communication during interviews to include deceits of interviewers and possible waste of their time and resources, leading to false hiring processes and procedures.
Furthermore, the signaling theory suggests that underlying productivity after job hires are a result of resumes and interviews (Spence, 1973) become compromised as AI becomes a proxy, as asymmetry in information is created, leading to the disadvantages of recruiters. Such situations also lead to the undermining and compromise of the ethical framework of virtue ethics and consequentialism in HR, which suggest that HR activities, including recruitment and interviews must be done with honesty and transparency (Stuss & Fularski, 2024). 
Thus, this research explores and focuses on the implications of AI-assisted job applications and interviews on the processes and procedures of recruitment. It also investigates and proffers insights into ways through which recruiters can differentiate between the ethical and unethical uses of AI, the impact of such on trust and decision-making processes, while also investigating and suggesting available tools as well as strategies through which integrity and ethics could be upheld during hiring. In addition, this article presents empirical perspectives on how firms and HR personnel can maintain balance between ethical hiring procedures and advancement in technology.
Statement of the Problem	Comment by Renebeth Donguiz: The Statement of the Problem is overly long and reads like a mini–literature review because it includes numerous citations, anecdotes, and detailed examples, which should instead appear in the review of related literature; this weakens the clarity of the problem. It is recommended to shorten the problem statement by removing narrative cases and shifting all supporting evidence to the literature review so the problem section focuses only on the central issue. The discussion relies too heavily on anecdotes and storytelling, which makes the problem statement sound like a collection of incidents rather than an academic framing of an issue. It is recommended to keep anecdotal cases to a minimum and relocate them to the literature review, retaining only essential points that support the identified problem.

2. The paragraph fails to provide a clear and direct articulation of the core problem because the issue is only implied through examples rather than explicitly stated. The paragraph mixes multiple issues AI-written résumés, AI-assisted interviews, deepfake admissions, and recruiter experiences resulting in conceptual drift that blurs the primary problem. It is recommended to refine the scope by identifying one central issue and ensuring all statements consistently support that specific problem.It is recommended to insert a concise problem sentence that directly states what the study aims to investigate, such as the effect of AI-generated application materials on authenticity and recruiter evaluation.

3. The concluding sentence is vague because it only mentions suggesting ways to recognize and address the issue without specifying what aspect the research intends to contribute. It is recommended to clarify the specific actions of the study—whether it will identify indicators of AI usage, evaluate recruiter challenges, or propose detection strategies.

The adoption and reliance on generative AI tools such as ChatGPT, Rezi, Ehancv, Kickresume among others in writing resume, application and cover letters, as well as increase in the adoption of AI-supported whisper technologies during interviews have led to disturbing concerns and worries among HR and recruiters. This is because many job applicants and interview candidates now rely heavily on AI to develop and craft resumes and application/cover letters in line with the ideal skills, expertise and experience demanded by the organization or interviewer, while the applicants in the real sense demonstrate huge gaps in the skills set and experiences presented by their resume (Yan et al., 2019). Some AI solutions now provide assistance during interviews via hidden earpieces and teleprompters (Orosz, 2025), helping job candidates to answer interview questions flawlessly.
Whereas real-world and industrial evidence and anecdotes reveal a contrasting relationship between the performances of candidates who performed well during interviews and their real execution of work in organization or during technical or situational assessments (Suchotzki & Gamer, 2024). For instance, recruiters have experienced and described candidates whose responses and answers during oral interviews mirrored AI generated text. Such candidates often perform below standard in live coding or other technical based sessions, most especially in many of the basic tasks which are expected of the candidates (Teló et al., 2024).
A good example was the story recounted by the CEOs of Vidoc Security and reported by Orosz (2025), where two candidates with too perfect resumes were caught using AI-enhanced tools to answer interview questions during live video interviews, at two different occasions. Even though the two candidates gallantly passed the oral question and answer stage, they were asked to perform specific tasks, which the AI could not achieve and respond to.
Another example of the use of AI was reported by Adams (2025), where applicants to universities in the UK largely adopt deepfake AI generated videos, faces and responses to respond to automated interviews, thereby helping them to change their accents and disguise as the perfect candidates for admission. Other recruiters on many public platforms like Reddit, YouTube among others have expressed their experiences of catching job candidates using ChatGPT voice chat to answer questions during interviews
The reliance and use of AI therefore could be said to lead to disruptions of authenticity, leading to the creation of masks of true competences and skills, thereby creating an illusion that less competent candidates are ready and well equipped for jobs which in reality they are not fit for. This deceptive ability created by AI therefore leads to the undermining of the ability of recruiters in fair and accurate evaluation of candidates during and after job interviews. This research therefore intends to suggest ways through which such could be recognized and addressed.
Theoretical Framework
This study is hinged on some theories, which gives insights into the ethical and behavioural dimensions of the adoption and use of AI in interviews and job applications. The Signaling theory by Spence (1973) asserted the roles of resumes and interviews in the selection of the right candidates for a job opening. According to Spence (1973), resumes and interviews represent the abilities of applicants and their potential to perform effectively if given the job. The signals of resumes according to Spence (1973) include educational qualifications and attainments, previous experiences and skills. However, the use of AI tools creates a distortion of these signals as such tools allow applicants to claim and project abilities and capabilities they may lack in the real sense. The use of AI in creating resumes and during job interviews therefore creates a mismatch between the perceived and actual skills and values of the candidate, a situation which may lead employers and HR professionals to wrong decisions on the choice of the right candidate for a particular position.
The deontological ethics focuses on judging actions on the basis of their adherence to rules, ethics and duties instead of outcomes (Tseng & Wang, 2021). From this perspective, the use of AI to create a false impression about skills and qualifications could be termed as unethical irrespective of the outcomes and/or results of such acts. However, utilitarian theory suggests the evaluation of actions from their outcomes and results (Udoudom, 2021). The use of AI for resumes and interviews could be said to be beneficial to job candidates on the one hand, fulfilling the assertions of utilitarian theory, however, the deception it creates could lead to poor employee’s performance and overall loss of the organization. Thus, the use of AI could create an advantaged position for the candidate at the initial time, its long-term effects could include organizational loss, sack of employees and even lead to legal actions if the damage on the organization is much/unquantifiable.
AI use and Impacts on Recruitment	Comment by Renebeth Donguiz: 1. Redundancy and Overextension: The section repeatedly discusses AI’s impact on trust and authenticity, which makes the narrative lengthy and repetitive. It is recommended to consolidate overlapping points and summarize illustrative examples succinctly to emphasize the unique contributions of the study.
2. Fragmented Structure and Thematic Drift: The discussion jumps between trust, ethical concerns, digital privilege, recruiter challenges, and sectoral differences without clear transitions. It is recommended to reorganize into distinct themes—such as trust and authenticity, equity and access, recruiter workload, and sectoral implications—to improve coherence and flow.
3. Insufficient Link to Data: Several assertions, such as widespread AI-assisted deception or sector-specific differences, are presented broadly without explicitly connecting them to the study’s collected evidence. It is recommended to clearly tie interpretations to participants’ responses or observed trends, showing how the data supports each claim.
4. Conceptual and Prescriptive Blurring: Ethical concepts and solutions (e.g., transparency, AI disclosure policies) are introduced within the discussion of results, which mixes analysis with recommendations. It is recommended to move prescriptive statements to a dedicated solutions or implications section and maintain analytical focus in the Results and Discussion.

The impacts of AI use on resumes and interviews on recruitment processes and procedures can be described to be multi-faceted. Also, this impact is also constantly evolving. One of the major impacts and effects of AI on recruitment is trust erosion between HR professionals and/or employers and job candidates. This could lead HR and hiring managers to begin to assume that resumes and responses of candidates during interviews are largely AI generated, leading to undermining of confidence in the ability and authenticity of the candidate. Such deficits and erosions in trust according to De Marco (2023) could increase skepticism and lead to the creation of a verification process that is laborious for both candidates and HR professionals during job interviews and screenings.
In addition, jobs’ candidates’ use and reliance on AI generated text and voices create a blur in identifying candidates who are competent and those who are not but merely projecting to be through the use of AI. For instance, AI-generated answers and responses may be graded higher than human-generated ones on the metrics of recruiters, thereby leading to concerns about performance at the surface level, which may mask deeper deficits of skills. This is because responses from AI often appear better than responses from humans, without the use of AI (Korteling et al., 2021). Whereas, such responses often do not reflect the true abilities of the candidate in question, masking their lack of real ability, thereby leading to challenges for recruiters in hiring candidates who are not up to the standard, even though their process of interview communicated otherwise.
Furthermore, the “technological access inequalities” among job candidates can lead to inequalities. This is because candidates with access to advanced AI tools can create compelling resumes and prepare convincingly for interviews through the use of AI, while candidates with limited access to such tools may appear ill-prepared even when they have greater qualifications and skills than the former (De Marco et al., 2023). Such situations and dynamics lead to the introduction of digital privilege and bias into recruitment procedures and processes.
The use of AI in the interview and hiring process further introduces challenges and increased responsibilities on recruiters. They are now faced with new challenges and burdens, which include the development of abilities to identify and interpret signs and signals of authenticity, while at the same time developing abilities on how to avoid discrimination about the use of AI. Several researchers have opined that over-reliance on and absolute trust on AI detections tools can lead to the penalization of non-native speakers or even exceptional candidates whose patterns of writings and performances deviates from the average, as such people could be mistaken for having been assisted by AI, while they were not in reality (Rafiq & Qurat-ul-Ain, 2025). Moreover, organizations and recruiters are gradually moving away from traditional, unstructured processes of interviews to skill-based, behavioural interviews (Wang, 2024). These adaptations have, however, been found to have some limitations with an increase in AI-enabled whisper tools, which candidates can rely upon during live and practical assessments, creating a cat-and-mouse dynamic (Rafiq & Qurat-ul-Ain, 2025). Thus, though recruiters could attempt to go some steps further in ensuring authenticity during interviews, the continual evolvement in the use and adoption of AI may continue to undermine such efforts and innovations adopted/devised by the HR function.
Another impact of AI on recruitment is the unavoidable need for continuous and changing fluency in technology. Hence, recruiters must become vast in the pattern and use of technology, most especially in differentiating between AI-generated responses or contents and those genuinely generated by humans. This may therefore require intense training, education, institutional investment and support in order to reduce reliance on AI detectors and personal skepticism towards candidates. The resources implications for this may put further strain on the organization. Moreover, the use and integration of AI into recruitment processes has led to confusion and inconsistencies in diverse industries, as some organizations and sectors have come to accept and recognize AI as a value-added skill, while others do not. Such inconsistencies lead to complications in hiring benchmarks and practices (Zirar et al., 2023). For example, an agency dealing with marketing may appreciate the use of AI to generate content, while organizations in the public sector may consider the same as unethical.
Thus, the overall impact of these challenges is the need for the transformation of recruitment from a traditionally based process to evaluation of inputs and outputs through the use of intelligent systems. Though this may increase efficiency, care should be taken not to lead to the dehumanization of candidate evaluation and the hiddenness of soft skills which AI may not be able to replicate. Addressing these impacts may require the reevaluation of philosophies guiding the hiring process and procedures and not just the creation of technical solutions. 
Drawing the Line
Providing acceptable ethical definition and clarification between manipulation and acceptable use of AI can be described to be both urgent and contentious. Some may argue that the use of grammar checkers such as Grammarly and Canva Resume Builder is acceptable and morally right, other AI tools which generate contents, such as using ChatGPT to craft letters or using real-time whisper tools to generate answers during interviews, may raise greater concerns and confusion. According to Stahl et al. (2022), the distinction between the two is in the intents of users as well as their transparencies. For instance, the use and adoption of AI in improving the structure of contents or clarity may be considered as using AI for editing purposes and assistance. 
The context of industries can also be considered important in the use and adoption of AI. In some industries, such as tech, marketing and others where content creation is considered important, the use of AI and ability to adopt it may be considered as a needed skill and competencies. In other industries, such as healthcare, manufacturing among others, personal skills, judgement and authenticity may be considered vital than using and relying on AI generated contents. Thus, the creation of and reliance on a blanket policy may not be appropriate for guiding the processes and procedures to be followed by HR professionals in hiring. Thus, researchers such as Zuiderwijk et al. (2021) have recommended that sector-specific guidelines should be developed, while such guidelines should be aligned with the ethical expectations of the industries and the job competencies of the organizations involved.
The establishment of transparency mechanisms can further help in creating and clarifying boundaries. For instance, job candidates can be allowed to use AI for defined activities with the allowance to disclose the extent to which they have adopted AI in their job applications. Moreover, recruiters could offer AI-free assessment and controlled environments to candidates, where the use of AI is largely limited or completely prohibited. The adoption of this, however, may create challenges in their enforcement. This is because many currently available AI-detection tools cannot be completely relied upon as many are prone to false positives, leading to potential discrimination of candidates who might not have adopted AI, yet being flagged for using AI (Weber-Wulff et al., 2023).
Moreover, some scholars have opined that the focus should not just be on the use of AI in job interviews and processes, but on outcome equivalence (Horodyski, 2023; Koman et al., 2024). According to them, the methods candidates adopt to prepare for a job interview may be less relevant if they meet the standards of job performance and demonstrate enough skills during verification exercises. Thus, what matters according to them is whether the candidate is able to perform the job if hired, irrespective of the means they might have adopted in preparing their resume or for the interview. This is in line with the Spence (1973) idea of job signaling, which believes that the most important thing is the job performance of candidates and not the appearance of their resumes or application materials.
In addition, the provision and definition of clear demarcation between assistance and automation may mean a better ethical line being defined and drawn. Using AI for assistance, such as corrections of grammar, formatting or offering guidance in structure, may be termed as providing a supporting role. Using AI as an automation tool is a full-scale generation of responses and/or documents, with little or no engagement from the candidate, thereby engaging AI as a proxy instead of a tool. Such practices lead to crossing the ethical boundaries and misrepresentation of competences and skills. Generational and digital fluency dimensions could be brought into this discussion. For instance, young people and candidates who are digitally fluent may consider AI and its use as a normal part of their creativity and critical thinking, while traditional HR policies and practices may consider this as unethical and dishonest (Zhou & Peng, 2025). Thus, the establishment of shared norms across generations as well as industries will involve discussions and dialogues, including dynamic, but flexible standards, instead of rigid laws which place ban and prohibitions.
Ultimately, in defining these boundaries, organizational values may play a vital and the most important role (Mäntymäki et al., 2024). For example, organizations which consider innovation and digital adaptation to be very vital to their operations may give room for the adoption and adaptation of AI as part of their core services, values and job landscape. Whereas organizations which emphasize trust, ethics and interpersonal sensitivity, such as healthcare, counselling and human services and education, may create stricter rules in the use of AI for job expectations. Thus, the creation of acceptable practices by organizations helps in defining expectations and aligning the same by organizations on both sides. Thereby, establishing an ethical line in the use and adoption of AI is not limited to technical solutions but more of ethical and philosophical ones. This therefore involves creating appropriate balance between the dynamic and ever-changing technological tools and trust, fairness and human authenticity in this evolving ecosystem.
Recruital Solutions
Considering the challenges created by AI-enhanced applications, there must be the evolution of recruiters from passive screeners to active verifiers. This process may involve the implementation of multi-layered strategies, necessary for upholding and verifying authenticity, without choking innovation and/or penalizing/punishing candidates who have ethically adopted AI. Thus, drawing from academic and industrial practices, the following are suggested and considered as holistic responses to this dynamic and growing issue.
The adoption of skill-based hiring and assessments can be described as one of the fundamental shifts in recruitment as this focuses on competences and skills that can be demonstrated rather than just presenting resumes. Adopting this approach helps in ensuring that the subjective indicators that can be developed and/or manipulated by the use of smart automation tools have been reduced. Many organizations, including Google and IBM among others have tilted towards the adoption of skills-first hiring approaches, with focus on task-specific, technical based and behavioural simulations assessments (Peterson et al., 2024). Adopting this approach could be effective in filtering candidates who might have relied completely on AI in the development of their resumes and in answering interview questions. This is because the authenticating candidates’ competences is better and accurately gauged when hiring and assessments are based on what candidates can do in real-time (i.e., through coding tests, writing samples among others). In addition, the development of structured interviews and standardized scoring procedures is a proven way to reduce bias in hiring. By asking all candidates the same questions and scoring them against observable, job-relevant behaviours, HR professionals can focus more on demonstrated performance than polished presentations. This also minimizes the impact of overly rehearsed or AI-assisted responses, ensuring fairer and more reliable evaluations. Furthermore, the adoption of proctored testing environments and supervised coding/assessments is another way through which AI use can be curbed during interviews. This can either be done remotely through the adoption of webcam, screen sharing or keystroke logging, it could also be done through in-person, face to face assessment procedures. Evidence has shown whiteboarding sessions or real-time performances of coding tasks with the presence of observers have been helpful in identifying inauthentic responses, especially in recruiting candidates into technical positions (Samsa, 2020). Furthermore, the adoption of situation-based assessment procedures, such as communication drills, mock negotiations, simulated client meetings can help recruiters in assessing soft skills and immediate thinking (Ogbu et al., 2020). The adoption of these methods requires quick and urgent responses, which could make it almost impossible for AI tools to generate answers that are context specific and quick enough to become useful in such situations.
The adoption of plagiarism screening software and AI-enabled fraud detection can help in detecting the use of AI and limit the same in hiring process. Tools such as Turnitin among many others can be used to ascertain the source of texts, even though these tools can produce mixed results. Thus, studies have raised caution that AI-detection tools usually yield false positives and may therefore label human writings as AI generated, most especially the writings of non-native English speakers or individuals who have and demonstrate exceptional abilities (Weber-Wulff et al., 2023). Irrespective of these limitations, these tools can serve as the primary filters through which the use of AI in resume and interview are detected. To ensure fairness and transparency, hybrid screening procedures, where AI is used for initial and primary vetting, followed by human vetting and judgment can be adopted. This will help in maintaining an appropriate balance between efficiency and fairness.
Furthermore, the adoption of AI disclosure policies can be another novel way of controlling and curbing AI use in resumes and interviews. This entails the implementation of policies and practices which require and permit candidates to disclose the level or extent to which AI has been used in crafting their applications. Even though the enforcement of this may require some efforts on the part of the organization and HR department, it will however encourage honesty and openness on the part of job applicants. This will also help in ensuring alignment with hiring principles and communicate to the candidates that the organization they are applying to cherishes authenticity and ethics. These practices are already being adopted by some organizations, where applicants are allowed to declare if they have adopted the use of AI on any aspects of their resumes and applications (Zuiderwijk et al., 2021). Just as it is being used in academics, this will help in upholding application integrity and improve the level of trust between HR professionals and job candidates.
Also, HR professionals should be trained and equipped on how to recognize AI-generated resumes and applications and differentiate them from human generated ones. Such training will involve literacy in AI and behavioural interviewing techniques. Recruiters should be trained on how AI tools generate responses and work, the patterns of their outputs and the things to watch in identifying AI responses (i.e., too perfect and polished responses, generic phrasing etc.). Also, training should be conducted on expected behavioural cues during interview as this will help to distinguish between AI assisted responses and human responses.
Moreover, the establishment of probationary periods, review and tracking of performance after hiring can be devised as safety nets in case candidates who used AI in generating resumes and answering interview questions are eventually hired. If candidates truly relied on AI to fabricate their competences, there will be some disconnects in their actual performance on the job compared to what they claim in their resumes and applications. Such arrangements can help in quickly identifying incompetent employees, and in curtailing their effects on the organization’s performance in the long run. To ensure this, organizations can implement regular feedback processes, early state mentorship to identify gaps and validate skills. This will lead to the reduction of long-term risks on the organization and ensure that impressions at the point of hiring and capability at the workplace align.
Addressing AI dilemmas in hiring and HR processes is not something a particular organization can singlehandedly tackle alone. Therefore, dialogue among organizations in the same industry, research and collaboration and creation of shared benchmarks and standards is considered important. Thus, the networks of HR professionals, trade associations as well as academic institutions should collaborate to develop guiding principles and ethical use of AI, its detection guidelines and case studies. Such collaborations and benchmarks will help organizations to define the limits of their practices and align the same with industry standards and broader norms. This will help in reducing inconsistencies across industry and promote fairness and transparency. For instance, a tech company may decide to embrace candidates who are AI-literate and sound, while other industries like healthcare can have strict policies on AI usage.
Thus, it is important to note that adopted solutions by recruiters must be a balance between technological innovation and integrity. This is because combating AI use and deception is not about rejecting technology, but more of adapting and reinventing hiring procedures and systems to include real competence, trust, transparency and accountability. Through the combination of skills-based assessments, open and transparent policies, recruiter’s training and ethical collaboration, authenticity can be upheld across organizations, while managing and navigating the constantly evolving and ever-changing realities of the AI-driven job market.
Conclusion and Recommendations	Comment by Renebeth Donguiz: First, the text remains general and descriptive, with limited direct linkage to your qualitative findings; specific insights from participants are not explicitly referenced. Second, some sentences are long and dense, which reduces clarity and impact. Third, while multiple recommendations are suggested, there is no prioritization or sequencing, making it unclear which actions are most critical or feasible. Finally, there is some repetition of ideas about balancing innovation and integrity, which could be condensed for a more concise conclusion.
Recommendations for improvement:
Explicitly tie conclusions and recommendations to the qualitative findings (e.g., participants’ experiences or perceptions).
Break down long sentences into shorter, sharper statements to improve readability.
Prioritize recommendations, highlighting the most critical strategies first.
Condense repeated phrases about balance and integrity to make the section more concise and impactful.

The rapid advancement of AI technologies and their integration into job applications have transformed recruitment, creating both opportunities and challenges alongside pressing ethical concerns. For HR professionals and recruiters, the growing reliance on AI raises critical questions of trust, authenticity of candidates, and the risk of misjudging true capabilities. At the same time, these developments open space for important conversations around ethics, digital equity, fairness, and professional standards in an increasingly technology-driven workplace. Navigating this balance—between innovation and integrity—will define the future of recruitment in a world where AI is no longer optional but foundational.
[bookmark: _GoBack]It is therefore important for HR professionals and recruiters to respond, not by rejecting or standing against AI, but through the development of adaptive strategies which help in the validation and confirmation of real skills and promote transparency. Such strategies may include the integration of skills-based evaluations and assessments, implementation of proctored evaluation and transparency, creation of disclosure policies for the use of AI, training of HR professionals and recruiters among others. Also, the collaboration of organizations in the same industry is considered important to the establishment of clear ethical benchmarks and safeguards in the use of AI for resume and job interviews.
Also, it is important for organizations to recognize the contextual and industrial-specific differences in the use of AI. This is because what might be considered acceptable in tech and software development companies may not be considered appropriate in other sectors such as healthcare, law and education. Thus, organizational culture, values, job requirements must inform how AI is used, limited, monitored and disclosed.
Thus, navigating the future of hiring in an ever-evolving AI-driven world will require clear ethical frameworks, strengthened by both technology and human judgment. For HR professionals and recruiters, the task is to uphold a balanced perspective—one that pairs vigilance with fairness, innovation with integrity, and performance validation with empathy.
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