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The ultimate AI guide for hiring leaders
looking to reduce time-to-hire and improve
candidate experience across all locations,
brands, and roles



Who This Guide Is For‌
This guide is for organisations hiring at volume across
multiple roles, teams, locations, brands, or client accounts,
where speed and consistency directly affect operational
performance.‌

It’s written for leaders accountable for keeping teams‌
staffed, maintaining quality standards, and protecting brand‌
and service levels, at scale.‌

www.getkiku.com‌

What This Guide Contains‌
This guide walks you through how to evaluate AI screening
for high-volume, multi-location hiring, from the operational
challenges and business impact to the core “jobs to be
done”. 
It includes practical guidance on what AI screening should
(and should not) do, the most common mistakes to avoid,
and the key criteria to assess tools across. 
At the end, you’ll find a free, shareable checklist you can
use with your team to compare tools side-by-side and align
stakeholders on a confident decision.



The Challenge of Hiring at Scale‌
High-volume hiring breaks down when teams cannot respond fast
enough, screen consistently enough, or deliver a candidate experience
that keeps good people engaged.‌

Across high-volume environments, the recurring challenges look like
this:‌

High applicant volumes (acr‌oss locations, roles, and sources)‌

Inconsistent screening standards across teams‌

Candidate drop-off, often driven by poor mobile experience or‌
slow follow-up‌

Recruiter time lost to screening and admin, reducing time spent‌
on the candidates that matter‌

Fragmented data and limited insight across job boards and‌
systems‌

Rising costs and shrinking margins as manual processes make‌
scale expensive‌

The Business Impact‌
When hiring breaks down at scale, the impact is immediate and
operational:‌

Lost revenue and‌ performance from understaffed shifts or‌
‌teams‌

Higher rehiring and training costs‌ ‌

Declining service quality and brand experience‌

Overstretched recruiting and operations teams‌

High-quality hiring is a core operational capability, not a nice-to-
have‌



The Jobs High-Volume Hiring‌
Teams Must Get Done‌

High-volume hiring rarely follows a neat, linear process.
Teams are always responding to churn, growth, seasonality,
and urgent backfills.‌ ‌

Below are the key hiring jobs most high-volume teams need
to solve, where traditional approaches break, and what
“good” looks like.‌

1. Maintain staffing across multiple locations, teams, or client
accounts‌
Today‌
Roles open, CVs are reviewed manually, interviews are scheduled
after multiple back and forths with the candidate, candidates
rejected slowly or without feedback.‌
Where it breaks‌

Time lost on unsuitable or disengaged applicants‌
Candidates struggle to interview during working hours but‌
‌recruiters are unwilling to call outside of their 9-5.‌
Inconsistent communication and slow turnaround‌

A better approach‌
Asynchronous, consistent screening that shortlists only candidates
who are relevant and interested, with timely feedback for every
applicant.‌



2. Scale hiring while protecting standards (growth, new sites,
new teams)‌

Today‌
Multiple roles must be filled quickly while maintaining brand‌
standards and the right mix of experience.‌
Where it breaks‌

Extremely high application volumes‌
Difficulty balancing senior and junior experience levels‌
Inconsistent interpretation of role requirements‌

A better approach‌
Role-specific criteria applied consistently at scale, re-screen‌
existing candidates in the talent pool prioritised by relevance and‌
intent.‌

3. Plan for Seasonal and Short-Term Demand‌

Today‌
Short-term and shift-specific roles attract many unsuitable
applicants, requiring heavy manual filtering.‌
Where it breaks‌

Recruiter time wasted on basic eligibility checks
Poor fit for time-limited or specific-shift roles‌

A better approach with Kiku‌
Role-specific ‘killer questions’ automatically filter candidates and
reduce noise while retaining them in the talent pool for future
opportunities.‌



4. React to Sudden Staffing Changes (no-shows, resignations,‌
urgent backfills)‌

Today‌
Unexpected resignations or no-shows force teams to reopen roles‌
or rely on temporary backfills via staffing agencies.‌
Where it breaks‌

Revenue loss from unfilled shifts‌
Increased pressure on remaining staff‌
Increased costs attributed to agency spend‌

A better approach‌
Immediate access to prescreened candidates in the talent pool to‌
reduce time-to-fill and dependency on agencies.‌

5. Capture and reuse “spontaneous” or “unsolicited” applicants‌
(walk-ins, careers site, inbound)‌

Today‌
Unsolicited applications via websites or walk-ins are often ignored
or lost.‌
Where it breaks‌

Good candidates are missed‌
Sorting and tracking becomes unmanageable‌

A better approach‌
Automatically screen and store all applicants, then resurface them
when relevant roles open.‌



6. Work with decentralised hiring managers and inconsistent‌
decision-making‌

Today‌
Hiring managers across different locations review candidates
independently.‌
Where it breaks‌

No shared definition of a strong candidate‌
Candidates can’t be easily shared across locations‌

A better approach‌
Consistent screening creates a shared baseline and enables
smarter candidate sharing across teams.‌



What “AI Screening” Should Not‌
Do in High Volume Hiring‌
Before evaluating tools, define boundaries. AI screening ‌should
not:‌

Replace recruiter judgement‌

Introduce complex workflows‌

Require candidates to jump through hoops‌

Sit outside existing systems‌

Take months to implement‌

If a tool increases complexity, it will slow teams down, regardless
of how advanced it is.‌

What AI Screening Should Do‌
Effective AI screening ‌s‌hould‌:‌

Respond to candidates immediately as they apply‌

Identify suitable candidates early‌

Reduce admin-heavy screening work‌

Maintain accurate, structured candidate records‌

Improve consistency across teams and roles‌

Everything else is secondary.‌



Common Mistakes to Avoid‌
High-volume hiring teams often make the same mistakes when
reviewing tools:‌

Buying tools designed for white collar or executive HR teams
(working on a different operating model)‌

Prioritising features over adoption‌

Underestimating implementation effort‌

Depri‌oritising candidate experience‌

Treating screening as a one-off improvement instead of a core
workflow‌



The Checklist‌

☐ Designed for ‌high-volume hiring‌, not only low-volume‌
corporate workflows‌
☐ Handles applications with or without CVs‌
☐ Adapts to different roles, requirements, and screening criteria‌
☐ Handles applications with or without CVs‌

Operational Fit‌

☐ Mobile-first screening flow
☐ Available 24/7
☐ Consistent communication throughout screening
☐ Tailored to your employer brand

Candidate Experience‌

☐ Applies consistent screening standards across teams/locations
☐ Supports different experience levels
☐ Produces structured scoring against role criteria

Quality and Consistency‌

☐ Native or API-based integration with your ATS
☐ No duplicate data entry or parallel systems
☐ Automatic candidate movement through pipeline stages
☐ Fast implementation (weeks, not months)

Workflow Compatibility and ATS Integration‌

☐ Transparent screening logic you can explain
☐ Always a human in the decision making process
☐ Ability to adjust or override criteria
☐ Active monitoring for bias and fairness
☐ GDPR-compliant data handling and consent
☐ EU AI act ready and compliant with existing and future legislation

Ethics, Fairness, and Compliance‌

☐ Clear screening summaries visible inside the ATS 
☐ Dashboards for time-to-hire, drop-off, and outcomes 
☐ Data supports optimisation and reporting to stakeholders 

Measurement, Reporting, and Insight‌



How Kiku Supports High-Volume‌
Hiring‌
Kiku is purpose-built for high-volume, multi-location hiring.‌

Sara: A Conversational AI Agent.‌ Sara engages candidates in
natural, on-brand conversations, increasing completion rates and
improving screening quality.‌

Kik‌u’s talent pool ‌screens and retains every applicant, makes
candidates reusable across roles and locations, and prioritises
shortlists by relevance and intent.‌

Built for European operations‌ with GDPR compliant approach and
local implementation support.‌

Kiku ‌screens every applicant in real time and delivers structured
scoring and concise summaries directly in the ATS, improving
engagement and reducing drop-off.‌

The Bottom Line‌
For high-volume organisations, hiring quality directly impacts
revenue, performance, service, and brand.‌

The right screening infrastr‌ucture helps you ‌hire faster, reduce
drop-off, improve consistency, and scale with confidence.‌

Kiku h‌elps high-volume hirers turn talent acquisition into a
competitive advantage.‌



Want to learn more?
Contact Jens Mansson GTM Manager
jens@getkiku.com
+46760212152


