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How Agentic Al Helps
You Recruit Candidates
With the Skills You Need
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The Agility Imperative in Recruiting

Hiring doesn't stall because recruiters aren't working hard enough. It stalls because rigid job designs and disconnected
tools make it impossible for your team to adapt to shifting talent pools.

Right now, agility is the corporate mandate. 70% of business leaders say their primary strategy for the next three years
is to be fast and nimble. And while 88% of organizations know that effectively orchestrating their people is highly
important, only 7% have actually made progress in doing so.

That execution gap has real consequences for talent acquisition teams. Today, 69% of employers still report difficulty
filling full-time roles. When recruiting teams are stuck relying on fragmented tools and traditional credentials rather
than actual skills, you end up missing out on top candidates and slowing hiring momentum.

Flexibility has gone from a nice perk for candidates to an operational necessity that must be built directly into your
recruiting tooling. To stay competitive, you need systems that empower your team to evaluate true skills over rigid
requirements.

Agentic Al provides the bridge. Al agents intelligently support your workflow rather than just automating isolated
tasks in a silo. That allows teams to move faster, embrace flexible job design, and build a connected, skills-based
hiring engine.

Why Disconnected Tech Kills Hiring Agility

Agility in hiring requires the ability to pivot. You need to be able to change screening criteria on the fly, tap into a new
talent pool, or rethink a role's requirements based on the skills you actually need. But you can’t be flexible when your
hiring workflow is bolted to a tangled web of spreadsheets, personal inboxes, and disconnected software.

When your tech stack is fragmented, it forces rigid, linear processes. If a hiring manager decides to adjust a role to
prioritize a specific skill over a traditional degree, that update often has to be manually tracked across multiple
disconnected tools. As a result, candidates with the right skills but non-traditional backgrounds get filtered out with the
same rigidity, and your pipeline dries up.

This rigidity translates directly to lost talent. Currently, 41% of employers report candidates ghosting them mid-process,
and 52% of candidates decline job offers after a negative recruiting experience. The problem isn't isolated to HR, either.
82% of C-suite executives admit that silos actively block value and stifle performance across the organization.

You might have tried to increase agility by purchasing new Al tools, but layering artificial intelligence onto a fragmented
foundation won’t make you more flexible. It just automates parts of your current rigid processes. Al sourcing, matching,
and screening tools are only as adaptable as the data flowing into them.

If your intake details live in a separate document and interview feedback is delayed in an email thread, your Al only sees
fragments. It can't help you evaluate a candidate's transferable skills if it's forced to run outdated keyword-matching
logic on disconnected data. Before Al can help you pivot to flexible, skills-based hiring, you have to break down the silos
and fix the workflow it runs on.
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Agentic Al: Built for Human Workflows, Not Just Automation

If you want true hiring flexibility, you can't just buy new technology and expect it to fix everything. Taking a strictly
tech-focused approach to Al makes companies 1.6 times more likely to fall short of their RO| expectations. Real agility
comes from intentionally planning how humans and Al will interact. Doing that makes your business 2.5 times more
likely to see better financial results.

The environment you build matters just as much as the tech itself. In fact, research shows that organizational factors,
like your company culture and talent practices, drive 67% of Al's actual value. Al shouldn't operate in a vacuum, and it
definitely shouldn't make final hiring decisions for you. It needs to be a governed, assistive tool.

That’s where agentic Al changes your work. It isn’t a

separate system your team has to log into. Instead, it’s
a connected system of agents embedded directly into O/
the workflows where hiring already happens. ; O

Rather than just automating a few specific tasks, of Al's actual value comes from

these agents actively assist your recruiters. They organizational factors like your company

surface candidate skill gaps, draft context-aware entre aral mllEr practices.

outreach, and summarize interview feedback — all
while keeping humans firmly in control.

When agentic Al handles the heavy lifting of administrative busywork, recruiters finally get their bandwidth back. It
gives your team the time and the actionable data needed to look past job titles and evaluate true skills. That gives you
the adaptability to adjust to whatever the talent market throws your way.
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3 Actionable Tactics: Recruiting for Skills With Al Agents

When you have a connected data foundation, Al can finally do what it was designed to do: help you hire better people,
faster. Here is what an agile, skills-based workflow looks like when you embed agentic Al at every stage of the hiring
process.

Tactic 1: Define success early during intake.

If your job intake details start in an email or a standalone document, your Al screening logic has no reliable data
to work from. Agentic Al fixes this by guiding hiring managers to clearly define success criteria right from
the start.

When Al prompts managers to document must-have skills and acceptable tradeoffs upfront, you prevent
misaligned expectations later. It also speeds up the process by offering quick-creation paths for replacement
roles, giving you the flexibility to adjust your strategy on the fly.

Tactic 2: Surface true skills instead of rigid keywords.

Manual resume parsing forces recruiters to rely on keywords and past job titles, which often filters out capable
candidates with non-traditional backgrounds. Agentic Al changes that dynamic. With an Al agent, you can reclaim
the hours you normally spend on initial screens by matching candidates based on their actual capabilities.

Instead of managing the screening process and digging through resumes, recruiters can instantly advance top
talent and focus on building relationships.

r.

Q Tactic 3: Keep interviews focused and objective.
L J

Unstructured interviews can lead to hiring decisions based on gut feel rather than actual capabilities. Agentic Al
keeps the focus strictly on skills. Before the conversation even begins, Al can deliver a quick candidate snapshot
that highlights strengths, skill gaps, and match scores.

Al can auto-generate interview questions tied directly to the job's specific requirements and capture the details
during the call, keeping evaluations consistent. That way, your team can stay present in the conversation while
getting a fair, objective comparison of every candidate.
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The Strategic Payoff: Flexible Job Design and Work Arrangements

When Al handles the early stages of screening and matching, your team gets its time back. But the real value is what
you can do with those reclaimed hours. Agentic Al enables a completely new approach to hiring by unlocking these
core benefits:

1. Become a strategic partner. Instead of spending hours managing the screening process, recruiters can collaborate
directly with hiring managers on job design. You get to step out of the administrative weeds and focus on building a
hiring strategy that actually works for the business.

2. Rethink rigid requirements safely. You no longer have to let strict credentials block great candidates. Seeing a clear,
objective picture of a person's underlying skills lets you safely rethink traditional requirements. You can evaluate
exactly what it takes to do the job, rather than just matching past job titles.

3. Adapt to the talent market on the fly. If a highly capable candidate lacks a standard background but proves they
have the core competencies, you can adjust the role to fit them. You have the agility to offer alternative work
arrangements, change the seniority level, or shift specific responsibilities before top talent accepts an offer
elsewhere.

Ultimately, flexibility in job design, work arrangements, and
your recruiting tools is exactly what helps your team stay
competitive when candidate expectations shift.

From Awareness to Action

Candidate expectations are completely different today. To
stay competitive, flexibility must be hardwired into your
recruiting operations. If your software creates silos, no
amount of automation will help you find the people you
need.

Ready to put these concepts into practice?
Check out Agile Recruiting in the Age of Agentic Al:
A Practical Guide.
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Are your recruiting tools helping you adapt, ,
or holding you back? ( SERgoacticglide )
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