
Art ific ia l In te llige nc e  in  Hiring  



S e s s ion 
Ove rvie w

• How & why AI 
is  us e d in 
hiring

• Be ne fits  and 
ris ks

• Be s t prac tice s  
for HR



Wha t  is  A.I.?  
• Congre s s  de fine s  Artific ia l 

Inte llige nce  (AI) a s  “a  machine -
bas e d s ys te m tha t can, for a  
give n s e t of human-de fine d 
obje c tive s , make  pre dic tions , 
re comme nda tions  or de c is ions  
influe nc ing re a l or virtua l 
e nvironme nts .” 15  US C 9 4 0 1 







How do  Em ploye rs  us e  AI in  hiring?  

Draft J ob 
De s c riptions

Automate d 
re s ume  
s c re e ning

Candida te  
s coring 
a lgorithms

Cha tbots  and 
virtua l 
inte rvie ws

Fac ia l and 
voice  ana lys is  
tools



• https :/ / www.youtube .com/ wa tch?v=KQpxhJ h0 J co



Why Do 
Em ploye rs  
Us e  AI?  

Cons is te ncy in Sc re e ning

Handling la rge  applicant pools

Cos t s avings

Spe e d and e ffic ie ncy



Ke y Ris ks  

• Le ga l Ris ks  
• Title  VII Dis c rimina tion 
• ADA implica tions

• Re puta tiona l Harm 
• Confide ntia lity Conce rns   



Ke y Le ga l Ris ks  

Tit le  VII o f the  Civil Rights  Ac t  o f 19 6 4

Prohibits  dis c rimina tion by 
e mploye rs  towards  job applicants  
bas e d on race , color, re ligion, s e x, 
or na tiona l origin.

Prote c ts  job applicants  aga ins t 
unfa ir tre a tme nt in re c ruiting, 
te s ting, hiring, and job 
adve rtis e me nts .



How m ight  AI c re a te  le ga l ris ks  unde r Tit le  VII?  

Vide o inte rvie wing s oftware  
ana lyze s  applicants ’ s pe e ch 

pa tte rns  to re ach conc lus ions  
about the ir ability to s olve  
proble ms  and s core s  an 
applicant low whe n the  

applicant has  diffe re nt s pe e ch 
pa tte rns  due  to a  dis ability. 

Monitoring s oftware  inc lude s  
fac ia l re cognition tha t is  le s s  

accura te  for da rke r s kin tone s , 
le ading to Black e mploye e s  

be ing more  like ly to be  
te rmina te d

S ourc e : EEOC



Ke y Le ga l Ris ks
 
ADA Im plic a t ions
 
• AI tools  mus t 

accommoda te  
dis abilitie s

• Alte rna tive  
proce s s e s  may 
be  re quire d



Ke y Le ga l Ris ks
ADA Im plic a t ions
 

• Eve n if uninte nde d, the  us e  of AI 
in hiring may s till le ad to unlawful 
dis c rimina tion. 



ADA Im plic a t ions : S c re e ning  Out  
App lic a nts  
 

• AI hiring te chnology may a ls o 
unfa irly s c re e n out a  qua lifie d 
individua l with a  dis ability. 



ADA Im plic a t ions : Te s t ing  
App lic a nt  S kills  
 

• AI hiring te chnology can re quire  
an applicant to take  a  te s t, like  a  
game  or a  pe rs ona lity 
a s s e s s me nt. Such te s ts  mus t 
me as ure  re le vant s kills  and 
abilitie s  only. 



ADA Im p lic a t ions :  Be s t  p ra c t ic e s
 

• Te ll applicants  about the  type  of 
te chnology be ing us e d and how the  
applicants  will be  e va lua te d

• Provide  and imple me nt c le a r 
proce dure s  for re que s ting re as onable  
accommodations .

• Allow applicants  a  chance  to de c ide  
whe the r to s e e k a  re as onable  
accommodation. 



Ke y Ris ks  

Re puta tiona l Harm 

Public  pe rce ption of unfa ir 
hiring

Los s  of applicant trus t

Me dia  s c rutiny

Employe e  mora le  is s ue s







Confide nt ia lity 
Ris ks  
• AI hiring te chnology 

capture s  a  vas t amount 
of information, s uch as  
voice  re cordings , fac ia l 
ana lys is  and be haviora l 
da ta . 

• Ove r-colle c ting 
information inc re as e s  
e xpos ure  if da ta  is  e ve r 
compromis e d . 



Tra ns pa re nc y Is  Ke y 

• Applicants  may not know AI is  us e d; te ll 
the m

• Provide  a lte rna tive  options  whe re  
appropria te

• Sta te  laws  be ginning to re quire  more  
trans pare ncy
• Public  information laws  may be  implica te d 

and information may ne e d to be  dis c los e d
• Loca l gove rnme nt polic ie s



Te xa s  Re s p ons ib le  
Art ific ia l In te llige nc e  
Gove rna nc e  Ac t  (TRAIGA) 
• Signe d into law J une  20 25; e ffe c tive  

J anuary 1, 20 26 . 

• Prohibits  the  de ve lopme nt and 
de ployme nt of AI s ys te ms  for ce rta in 
purpos e s , inc luding for dis c rimina tion, 
the  infringe me nt of cons titutiona l 
rights , and s oc ia l s coring.

• Cre a te s  the  Te xas  Artific ia l 
Inte llige nce  Advis ory Counc il.



Te xa s  Re s p ons ib le  
Art ific ia l In te llige nc e  
Gove rna nc e  Ac t  (TRAIGA) 
TRAIGA inc lude s  dis c los ure  
re quire me nts , inc luding tha t a  
gove rnme nta l age ncy us ing AI in 
its  inte rac tion with cons ume rs  
mus t dis c los e  tha t the  cons ume r 
is  inte rac ting with an AI s ys te m, 
e ve n if it is  obvious .



S e na te  Bill 19 6 4  

• Signe d in J une  20 25; e ffe c tive  
Se pte mbe r 20 25. 

• The  law re quire s  the  
De partme nt of Information 
Re s ource s  (DIR) to ke e p an 
inve ntory of AI s ys te ms  us e d 
by s ta te  age nc ie s  and to c re a te  
an AI code  of e thics  for s ta te  
and loca l gove rnme nts . 



Que s t ions  fo r Third  P a rty Ve ndors  

How is  the  tool 
tra ine d?

Has  it be e n 
audite d for bias ?

Can re s ults  be  
e xpla ine d?

What a re  the  da ta  
privacy prac tice s ?



Loc a l 
P o lic ie s  

Re quiring  hum a n 
ove rs ight  

(AI s upports , but doe s  
not re place , 

profe s s iona l judgme nt)

Ac c ounta b ility 
(Employe e s  a re  

ultima te ly re s pons ible  
for de c is ions ) 

Ac c ura c y a nd  
ve rific a t ion 

(AI-ge ne ra te d conte nt 
mus t be  fac t-che cke d) 

Tra ns pa re nc y 
(Us e  of AI mus t be  

dis c los e d whe n 
inte rac ting with the  

public )



Third  P a rty 
Ve ndors  
Important Contrac t Provis ions  to 
Inc lude : 

 Inde mnifica tion

 Compliance  with laws  (inc luding 
Te xas  Public  Information Ac t) 

Audit rights

Data  s e curity re quire me nts



Loc a l P o lic ie s  
Ac c e p ta b le  Us e s  o f AI a t  work
• Drafting re ports , communica tions , 

or outre ach ma te ria ls  (with s ta ff 
ove rs ight).

• Automating re pe titive  ta s ks  to 
improve  produc tivity.

• As s is ting with s ummariza tion or 
da ta  ana lys is .

• Supporting community e ngage me nt 
through e nhance d re s pons ive ne s s .



Loc a l P o lic ie s  
P rohib ite d  Us e s
Ente ring confide ntia l or s e ns itive  
da ta , like  e mployme nt or 
le ga l/ policy de c is ions

Ge ne ra ting de ce ptive  conte nt, 
like  photos  of re a l pe ople  tha t 
could be  mis le ading

Gathe ring Biome tric  da ta  without 
cons e nt 
 



Loc a l P o lic ie s  
Dis c los ure  re quire d whe n AI 

inte rac ts  dire c tly with the  
public

This  inc lude s  cha tbots  and  
automate d re s pons e s



Loc a l P o lic ie s

P e na lt ie s  & Enforc e m e nt  
 

VIOLATIONS CAN RESULT IN 
TERMINATION OR DISCIPLINE 

LEGAL LIABILITY FOR DATA 
BREACHES 



Be s t  P ra c t ic e s  

Us e  AI as  a  tool, not 
de c is ion-make r Re gula r auditing

Tra in HR s ta ff Mainta in 
docume nta tion



Hum a n Ove rs ight

Ke e p humans  in 
de c is ion loop

Avoid blind re liance



Que s t ions ?
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