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ABSTRACT 

This systematic review studies the expected future roles of Artificial Intelligence (AI) in recruitment from the perspective 

of Human Resource (HR) professionals, using information drawn from sixty-one academic studies, industry reports, and 
organizational surveys. The increased adoption of AI into recruitment reflects two paths; HR functions being automated 

and the transformation of HR roles to have a greater strategic focus. Utilizing evidence, and theoretical frameworks such 

as the Technology Acceptance Model (TAM), this analysis shows that HR professionals tend to recognize that AI can 

improve efficiency, through helping to screen and shortlist candidates more quickly, improve the quality of hire, and 

support skills-based recruitment. However, HR professionals still have concerns about fairness, bias, transparency, and 

ethical governance of AI, which ultimately contribute to their decisions 

to adopt or not adopt AI systems. 
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I. INTRODUCTION 

A. Background on AI in Recruitment 

The use of Artificial Intelligence (AI) in recruitment has changed recruitment methods by automating 

data-oriented solutions that remove human screening and mindless administrative activities 

(Abdelhay, n.d.). Organizations are using AI for sourcing, filtering, and evaluative systems to 

improve their recruitment effectiveness, objectivity, and quality of hire decisions. Traditional 

methods of recruitment can yield broader results overall but come with a significant investment of 

time and limited efficiency (Abdul, Wang, & Li, 2020). 

 

While traditional recruitment is often focused on saving time and filtering human decision-making, 

AI technology can analyze tremendous amounts of candidate data for organizations in real time to 

eliminate noise and identify high-potential applicants without bias (Abdelhay, n.d.). In many ways, 

this transition represents the digitalization of human resource management, including the broad 

deployment of technologies in recruitment. AI technologies in this space are being scrutinized by 

those involved with industry-related tools such as predictive analytics, natural language processing 

(NLP), and learning algorithms used in human resource management and workforce planning (Abdul, 

Wang, & Li, 2020). 

 

B. Importance of HR Professionals’ Perspective 

HR professionals must weigh whether the promise of AI exceeds the other factors accompanying AI 

adoption, including the ethical, cultural, and workforce ramifications of AI applications (Accenture, 

n.d.). HR practitioners should balance technology adoption against the organization's strategy—

therefore, their perspectives matter. For example, even though AI mitigates some of the 

administrative responsibilities of HR professionals, they must still determine if algorithmic decisions 

promote fairness, inclusivity, and organizational values (Abdul, Wang, & Li, 2020). 

 

Additionally, even if AI redefines the meaning of a recruiter from a more transactional to a strategic 

role, HR professionals will also have greater leverage in defining workforce development, employee 

engagement, and governing AI and its effects (Accenture, n.d.). Therefore, it is important to 

investigate how HR practitioners conceptualize the opportunities and risks of leveraging AI within a 

comprehensive and sustainable recruitment process that provides an efficient system incorporating 
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human decision-making.. 

 

C. Purpose and Objectives of the Review 

This systematic review has been organized to bring together insights from both scholarly and 

industry literature regarding the potential of AI in recruitment (Abdelhay, n.d.). Specifically, the 

review has three main objectives: 

1. Explore possible opportunities associated with AI’s impact on efficiency throughout the 

recruitment and decision-making stages. 

2. Understand possible challenges and ethical considerations shared by HR professionals related 

to fairness, transparency, and candidate experience as part of the organization's process 

(Accenture, n.d.). 

3. Consider the changing role of the HR professional in the use of AI, including the 

transformation of recruitment from an administrative process to a strategic contributor to 

human capital (Abdul, Wang, & Li, 2020). 

 

This study adds to the knowledge of AI’s potential for changing the recruitment process by 

synthesizing evidence from academic and industry literature while keeping the HR professional in a 

position of influence regarding responsible and effective endorsement of AI's application in 

recruitment processes (Accenture, n.d.). 

 

II. METHODOLOGY 

A. Search Strategy 

The current systematic review was performed in line with the accepted principles of evidence 

synthesis in management and social sciences. A structured search strategy was used to identify peer-

reviewed journal articles, conference papers, and practitioner reports concerning the role of artificial 

intelligence (AI) in recruitment, with specific attention paid to the opinions of HR professionals. This 

search was conducted in various electronic databases such as Scopus, Web of Science, IEEE Xplore, 

and Google Scholar, as they are comprehensive in terms of technology, management, and 

interdisciplinary research. 

 

A set of controlled vocabulary words combined with free-text keywords were used to ensure 

completeness. Such keywords as artificial intelligence, recruitment, talent acquisition, HR 

professionals, AI adoption in HRM, and AI-based selection systems were used. The Boolean 

operators and truncations were used, such as: 

• (“artificial intelligence” OR “AI”) AND (“recruitment” OR “talent acquisition” OR 

“recruitment”) AND (“human resources” OR “HR professionals”). 

 

The time frame of the review was established between 2005 and 2025 to enable the incorporation of 

both earlier deliberations about AI in HR (Buchanan, 2005) and the most recent findings on generative 

AI and its adoption by recruiters (Almeida, Junça Silva, Lopes, and Braz, 2025). This was a wide 

scope required to encompass past conceptual pillars and modern empirical discoveries. Practitioner 

reports were also consulted as grey literature to fill any gaps in the academic literature, as well as to 

give practical insight into industry adoption (Bhakuni, 2023; Budhwar, Malik, de Silva, & 

Thevisuthan, 2022). 

 

B. Inclusion and Exclusion Criteria 

1. To promote rigor and relevance, specific inclusion and exclusion criteria were developed. 

Studies were included if they satisfied the following criteria: 

2. Examined AI in a recruitment or talent acquisition context. 

3. Explored the role, perceptions, or acceptance of HR professionals and recruiters regarding AI. 
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4. Published in a peer-reviewed journal, proceedings, or practitioner-quality outlet. 

5. Available in English. 

6. Published in the 2005–2025 time frame. 

In contrast, exclusion criteria eliminated studies that: examined HRM functions in isolation with no 

explicit reference to recruitment (for example, performance appraisal systems); 

1. Examined algorithms related to AI that had no reference to the purpose of HR. 

2. Were opinion pieces or commentary without empirical or theoretical basis. 

3. Produced duplicate studies across research databases. 

Based on these inclusion and exclusion criteria, both conceptual and empirical studies were included 

to allow for triangulation between theoretical discussions (e.g., Chamorro-Premuzic, Winsborough, 

Sherman, & Hogan, 2016; Buchanan, 2005) and applied research investigating recruiter perceptions 

and adapting their own models of adoption (e.g., Albert, 2019; Almeida et al., 2025; Bhardwaj, 

Singh, & Kumar, 2020). The inclusion of both types of studies provides a balanced perspective, 

recognizing the influences of psychology, HRM, and information systems. 

. 

C. Screening Process 

Screening was performed based on the Preferred Reporting Items for Systematic Reviews and Meta-

Analyses (PRISMA) guidelines to make it easier to ensure transparency and replicability during 

article selection. Overall, a query on all four major databases produced 312 records in total. The total 

number of records that were eligible to undergo screening of titles and abstracts was 248 after the 

removal of duplicates (n = 64). 

 

To complete the screening phase in the first stage, 152 records were eliminated. The criteria for 

exclusion were either not belonging to an HR area (i.e., reports on AI in the supply chain, marketing, 

or healthcare context) or discussing the technical properties of AI algorithms and data (i.e., technical 

discussions on how the algorithms work) without discussing the HR application or practical 

experience of the situation (i.e., how an HR professional or recruiter would use it). Thus, 96 articles 

were chosen to be reviewed in full text. 

 

The inclusion and exclusion criteria that had been set before the screening were used to screen the 

entire text of the articles during the second screening phase. The studies could not be considered when 

they lacked empirical findings or did not include the HR or recruiter view when analyzing AI in talent 

acquisition and recruitment or were incidental to it (only identified AI applications they use without 

offering new empirical data on their application). Overall, 46 studies were excluded during this stage. 

Thus, 50 studies were included in the final synthesis as they met the inclusion criteria established. 

 

The PRISMA flow process is summarized in the following: 

 

PRISMA Step Number 

of Records 

Records identified through database 

searching 

312 

Records after duplicates removed 248 

Records screened by title/abstract 248 

Records excluded 152 

Full-text articles assessed for 

eligibility 

96 

Full-text articles excluded 46 

Studies included in final synthesis 50 
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This process is visually represented in the PRISMA diagram (Figure 1), where each stage of the 

systematic review is outlined. 

 

 
Figure 1: PRISMA Flow Diagram. 

 

D. Data Extraction Process 

After the qualifying studies were identified, a systematic data extraction process was carried out. A 

standardized data extraction form was created to ensure reliability and promote consistency among 

each reviewer. The data extraction headings were as follows: 

 

• Bibliographic information – author(s), year of publication, journal/conference 

• Study context – location, sector of industry, and type of recruitment examined 

• AI application – type of AI tool: chatbot, screening algorithm, video-interview analysis, 

predictive analytics 

• Recruiter/HR professional role – thoughts on perceptions, acceptance, related challenges, and 

shifting role 

• Outcomes reported – efficiency in recruitment, fairness, biases, candidate experience, and 

strategic HR roles 

• Methodological characteristics – qualitative, quantitative, or mixed-methods design; sample 

size; key theoretical frameworks (e.g., Technology Acceptance Model or the Resource-Based 

View) 

 

Data were gathered by two independent reviewers, and in cases of disagreement, the same was 

resolved by discussing the issue to reach a consensus. By doing so, the possibility of bias was reduced 

by using two independent reviewers and enhancing consistency in synthesizing the evidence. The 

data were coded using thematic codes and, using an iterative procedure, were then structured into a 

set of conceptual categories (i.e., efficiency gains, ethical challenges, HR acceptance, strategic 

implications). 

 

The range of evidence sources made it comprehensive (e.g., Bhardwaj, Singh, and Kumar, 2020; 

Buchanan, 2005; Budhwar et al., 2022) because both empirical research on the topic and theoretical 

literature (e.g., Albert, 2019) were included. This evidence base hybridized the technological 

possibilities of AI and also conceptualized the results through the lived experiences of HR 

professionals, which aligns with the more recent arguments for increased integrative HRM research 

(Almeida et al., 2025; Chamorro-Premuzic et al., 2016). 
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III.THEMATIC REVIEW OF LITERATURE 

A. AI as a Tool for Efficiency in Recruitment 

The incorporation of artificial intelligence (AI) into recruitment has, in practice, generally been 

informed by its ability to improve efficiency through different stages of the recruitment process. One 

of the most accepted advantages of AI, as a result, is its ability to perform operational functions such 

as résumé screening, job-candidate matching, and interview scheduling faster than and without the 

responder burden of human resources (HR) professionals who endorse these actions (Chopal & Garg, 

2021). This function, in general, allows organizations to save time and human resource power while 

creating opportunities for HR talent to engage in alternatives that may be higher-order or strategic in 

nature. 

 

Another efficiency gain involves AI's ability to assess large numbers of applications for positions. 

Traditional recruitment processes are not generally optimized for scalability or positions with high 

turnover rates of applicants, such as retail or restaurants. AI-based tools, though, can allow users to 

scan through thousands of résumés in a matter of seconds and mine or filter applications based on 

features like background and predetermined criteria (Gupta, Fernandes, & Jain, 2018). This not only 

streamlines the recruitment process, but also reduces the risk of human error through manual methods 

of shortlisting or filtering out applicants. Next, chatbots with natural language processing (NLP) have 

been employed as support tools for answering questions and scheduling interviews, which improves 

the responsiveness of the recruiting process (Hemalatha et al., 2021). 

 

An additional aspect of efficiency is the accuracy and alignment of candidates and job roles. AI-

enabled platforms employ machine learning algorithms to help evaluate not only résumés in terms 

of keywords but also other contextual factors such as the trajectory of the individual’s career, skill 

clusters, and future potential (Fraij & László, 2021). Here we see the matching go deeper than just 

qualifications, achieving a better quality of hire. Organizations using AI report observable increases 

in job fit, even with downstream effects on retention and organizational performance (Karaboga & 

Vardarlier, 2020). 

 

Even more, organizations can use AI's predictive analytics to identify top talent using past employee 

data and success factors. For example, AI can analyze past recruitment outcomes and organizational 

outcomes, assessing factors to recommend the candidates that are most likely to succeed in a similar 

role (Kot et al., 2021). Predictive analytics decreases reliance on intuition-based recruitment, which 

has historically created inconsistency and bias in candidate selection. HR professionals can harness 

predictive insights as a basis for recruitment decisions and assessments which support more efficient 

and confident decision-making (Mehrotra & Khanna, 2022). 

 

It is essential to emphasize that the efficiency of recruitment through artificial intelligence does not 

only mean rapid processing but also aims at improving the overall candidate experience. Candidates 

often feel frustrated with lengthy recruitment processes, and AI-based recruitment programs provide 

quicker feedback loops and more consistent communication with candidates, all of which are of value 

to the employer branding function (Horodyski, 2023). As organizations compete for talent in a 

globalized labor market, which increasingly has a digital-first approach, providing a clear and 

straightforward recruitment journey will only serve to enhance their strategic competitiveness 

(Kshetri, 2020). 

 

While the efficiency aspects of AI in recruitment are clear-cut, some researchers and scholars note 

that these efficiencies come with limitations. One of the limitations is that with rapid automation of 

candidate screening in recruitment processes, the potential exists for over-reliance on an algorithmic 

filter to assess candidates, which could eliminate potentially qualified applicants who do not meet 
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strict keyword references or other data-centric parameters (G. & PS, 2023). This limitation highlights 

the potential for over-standardization and a neglect of more instinctive candidate characteristics (e.g., 

creativity, adaptability, cultural fit), favoring purely measurable levels of skills. 

Industry-specific differences complicate the discussion on efficiency. For example, studies in the 

information technology (IT) industry indicate that AI utilization has decreased time-to-hire due to a 

large volume of applications and largely homogeneous technical skills (Hemalatha et al., 2021). 

Alternatively, industries that require advanced interpersonal or creative skills (e.g., healthcare or 

design) may find that deliberate efficiency gains through the utilization of AI are limited, due to the 

fact that algorithmic and tool-based approaches struggle to assess both soft skills and contextual 

knowledge and expertise (Deepa et al., 2024). Overall, therefore, efficiency impacts are not consistent 

across industries and are instead mediated by job role definitions, requirements, and skill mapping 

needs. 

 

Another major issue is transparency in AI-based approaches. While these systems can quickly filter 

and rank candidates, HR professionals are often not clear on how these ratings and rankings were 

assigned, which increases concerns about accountability in the recruitment process (Fraij & László, 

2021). The “black box” process of AI can create risks for organizations and applicants, as efficiency 

gains are countered by challenges of explainability and trust. This is especially problematic in highly 

regulated labor markets, as fairness and compliance are paramount to maintaining the legitimacy of 

recruitment (Gupta & Mishra, 2022). 

 

In addition, improvements in efficiency must take into account candidate perceptions. While automated 

systems provide faster decision-making, candidates may view automation as overly mechanized or 

impersonal, which may lead to disengagement and potentially discourage high-quality talent from 

completing applications (Köchling, Wehner, & Warkocz, 2023). As an example of the paradox of 

efficiency, these examples suggest that gains in efficiency cannot be considered in isolation, and a 

balanced approach is required alongside efforts to restore a humanistic approach to promoting a 

personalized recruitment experience. 

 

Overall, while AI clearly provides efficiency in recruitment by streamlining administrative functions, 

optimizing job/work alignment to the job-seeker relationship, and facilitating decision-making time, it 

also demonstrates limitations when factors such as transparency for candidates, inclusivity in the 

recruitment effort, and the applicability of AI across different industries are considered. Therefore, the 

efficient application of AI may need more cautious integration, as its models of efficiency cannot fully 

account for or mitigate the tempering factors that arise from the human elements of the recruiting 

process. Efficiency should be recognized not as an end in itself, but as part of a balanced recruitment 

ecosystem that relies on AI to contribute efficiencies which complement human judgment and do not 

alienate candidate engagement or sentiment. 

 

B. HR Professionals’ Perceptions and Ethical Concerns 

The future of AI in recruiting is not solely based on its efficacy; an HR professional's perceptions of 

fairness, transparency, and ethical acceptability will profoundly shape its future. Research shows that 

while AI holds transformational possibilities, practitioners remain skeptical about using AI for 

equitable and inclusive workplaces (Gupta & Mishra, 2022). A commonly identified concern is a 

phenomenon known as algorithmic bias. Algorithmic bias may simply reproduce or possibly 

exacerbate historical inequalities captured in the training data. Candidates may be systematically 

disadvantaged based on gender, ethnicity, and age, even with the best intentions of increasing 

objectivity in recruiting (Köchling, Wehner, & Warkocz, 2023). 

 

Perceptions of fairness can be particularly significant because recruitment directly impacts an 
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organization's future workforce diversity and its reputation. Literature suggests that HR managers 

frequently grapple with reconciling the anticipated objective impartiality provided by AI with the 

pervasive obfuscation surrounding algorithmic decision-making (Fraij & László, 2021). If 

algorithmic decision-making does not provide interpretable rationales for the rankings or decisions 

to reject applicants, questions of accountability arise, especially, for example, if the organization is 

legally obligated to justify its hiring criteria (Horodyski, 2023). It is therefore common for HR 

practitioners to demand increased accountability through explainable AI systems that recount or 

otherwise provide understandable rationales for recruitment decisions (Deepa et al., 2024). 

 

An additional cause for concern is the potential degradation of human judgment accompanying 

candidate evaluation. Human resources (HR) professionals see recruiting as a relational practice 

rather than a transactional one, driven by empathy, an understanding of context, and a more holistic 

evaluation (Jarrahi, 2018). When employers excessively depend on algorithmic suggestions, they 

risk downgrading these human-centric values to the point that some practitioners feel artificial 

intelligence (AI) erodes the nature of human resource management (Hmoud, 2021). This is 

particularly prevalent in roles requiring social skills, cultural fit, or leadership potential, since AI 

systems find those competencies terribly arduous to measure quantitatively (Karaboga & Vardarlier, 

2020). 

 

Further, trust in AI deployments is shaped by culture and organization type. For instance, research 

in emerging economies indicates that HR professionals do not see emergent technology as a way to 

procure candidates, placing little trust in these tools and technologies because of poor digital 

infrastructure, the absence of regulations, or cultural skepticism toward automated decisions 

(Kshetri, 2020). Organizations in advanced economies might adopt AI more readily but also face 

ethical questions regarding fairness and transparency (Lutfi & Mohammadi, 2025). The conclusion 

is that measuring across contexts reveals that AI use is not universal; rather, it is shaped by 

institutional readiness and socio-technical contexts. 

 

Debates on ethics are also related to candidate perceptions, which shape HR professionals’ 

acceptance as well. If applicants perceive AI-based recruitment processes as biased or cold, this may 

lower candidates' willingness to apply and damage employer brands (Gupta & Mishra, 2022). As 

such, HR managers are often caught between utilizing AI for efficiency or possibly damaging their 

organization's reputation. Studies note that ensuring fairness and inclusivity is not only a compliance 

requirement but also a strategic need as companies aim to maintain effective talent pipelines in 

competitive labor markets (Kaur et al., 2023). 

 

HR professionals and scholars have expressed the importance of governance structures and human 

oversight in addressing the ethical dilemmas associated with AI technology. The most widely 

discussed avenue for addressing ethical dilemmas is deploying hybrid decision-making systems, 

where AI supports data-driven insights but the final recruitment decision authority remains with a 

human recruiter. Hybrid decision-making systems can help mitigate risks of algorithmic errors and 

retain accountability in contexts where human empathy and judgment are needed (Jarrahi, 2018). 

 

In addition, frameworks that address transparency are suggested to create trust between HR 

practitioners and job candidates. Research indicates the value of explainable AI (XAI), in which 

recruiters can follow the reasoning behind evaluating a candidate. When AI recommendations can 

be interpreted easily, organizations increase their confidence in those decisions and limit their legal 

risks by ensuring that AI systems remain equitable (Deepa et al., 2024). In addition, transparency 

frameworks increase compliance with changing labor laws requiring evidence of equitable 

recruitment practices (Horodyski, 2023). 
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Another important topic includes training HR managers themselves. Research indicates that the 

digital competencies of HR managers will have to evolve to include not just technical literacy but 

also ethical literacy — effectively being able to evaluate AI in complex ways, detect bias, and 

intervene (Deepa et al., 2024). In this case, proactive participation moves HR managers from passive 

users of AI to active guardians of equitable recruitment. 

 

In addition, audits of AI recruitment platforms are seen as necessary and inherently ethical. Gupta 

and Mishra (2022) suggest independent auditing structures based on the dataset used, the algorithm 

testing itself, or the outcome analysis, which would help reduce concerns about systemic bias. These 

audits will provide HR managers with assurance that their automated systems are aligned with 

established ethical considerations. 

 

In conclusion, several scholars observe that HR practitioners are slowly redefining their identity from 

administrators to ethical stewards of AI-mediated recruitment. Rather than simply viewing AI as a 

technological threat, they are beginning to view themselves as boundary managers who facilitate 

efficiency while ensuring that the efficiencies gained by organizations do not eclipse the values of 

equity, inclusivity, and fairness (Kaur et al., 2023). This evolving identity of HR demonstrates the 

strategic importance of HR's role in ensuring the responsible implementation of AI in the recruitment 

ecosystem. 

 

C. Strategic Roles of HR with AI Integration 

AI's introduction to recruitment is not merely a technical transition; it is a strategic repositioning of 

the HR role. There is a growing number of scholars, such as Kakada and Shafi (2023), who believe 

that AI tools could help reposition HR practitioners from being administrative actors to strategic 

partners within the organization. With automation utilized to offload many routine administrative 

tasks, such as CV scanning or scheduling, HR practitioners can pay attention to higher-value 

activities like workforce planning, employer branding, and long-term talent strategy (Fraij & László, 

2021). This redistribution of task effort is essential in knowledge-driven industries, where the way 

talent is managed can have a profound influence on organizational competitiveness. 

 

AI integration will also change the way decisions are made within HR practices. Rather than relying 

solely on gut instinct or prior experience, HR managers are able to leverage predictive analytical 

tools to inform future talent needs, skill gaps, and potential turnover concerns (Deepa et al., 2024). 

Jarrahi (2018) frames this change as a human–AI symbiosis, whereby intuition and contextual 

judgment can be married with data-driven objectivity in accordance with AI-generated outputs. This 

feature of decision-making enables HR practitioners to engage in evidence-based decision making 

that is both strategically directed toward organizational objectives. 

 

Talent management is another strategic area altered by AI recruitment systems. Candidate-job 

matching algorithms, for example, can help employers efficiently identify talent pools, and AI-

enabled career-pathing tools provide HR professionals with a way to plan long-term talent 

development and strategies for employee career trajectories (Karaboga & Vardarlier, 2020). All of 

this repositions HR as the active driving force in organizational development and growth, as opposed 

to a simple support function. In addition, HR practitioners may also leverage AI insights about trends 

in the labor market to forecast shifts in skill requirements and prepare talent pipelines for recruitment 

accordingly (Kot et al., 2021). 

 

Furthermore, the hybridization of roles—where humans and AI collaboratively undertake HR 

functions—further elevates the strategic repositioning of HR. Rather than perceiving AI as a 
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replacement, HR professionals are embracing the opportunities to act as AI supervisors, responsible 

for overseeing results, remediating errors, and, most importantly, adhering to ethical frameworks 

(Horodyski, 2023). This change also denotes a transition in the HR responsibility, not only for 

managing human talent, but also for monitoring digital talent and algorithms in data systems as part 

of their role (Langer & Landers, 2021). 

 

Additionally, the implementation of AI in HR is consequential for the organization’s reputation and 

employer branding. Evidence from Kot et al. (2021) shows that effective application of AI in 

recruitment leads to elevated perceptions of organizational professionalism and technological 

sophistication. However, to maintain reputational credibility, HR professionals must strategically 

balance the role of automation and the human touch. Candidates are increasingly looking for a 

recruitment process that is both effective and personalized, so HR managers must ensure that AI is 

managed effectively while retaining authenticity in human interactions (Mehrotra & Khanna, 2022). 

 

Furthermore, the long-term adoption of AI will mean that HR professionals need to redefine their 

skill sets and sense of leadership as organizational leaders. There is an increasing expectation for HR 

managers to act as change agents, not just facilitators of the recruitment process, but to engage the 

organization in the cultural and structural changes related to digitalization (Kaur et al., 2023). This 

includes technical integration, as well as managing employee perceptions, readiness for the change, 

and building trust in AI-informed decisions (Hmoud, 2021). 

 

As such, digital competency is now a fundamental strategic component of modern HR practice. 

Deepa et al. (2024) point out that HR is now required to be “tech-savvy”, combining technical, social, 

and ethical competencies to promote the oversight of AI-created or augmented work in the workplace 

to meet organizational goals. With the increase in AI-centred work practices comes the need for HR 

professionals to deliver a holistic approach to managing the movement between data scientists, 

managers, and workers. This has formed HR as a centre of interdisciplinary collaboration (JASIM & 

M., 2023). 

 

Strategically, the role of HR is also to affect the broader digital culture of the organization. AI 

applications in recruitment cannot be seen in isolation as a discrete form of intervention; rather, they 

are part of the broader digital transformation of how work is designed, monitored, and rewarded. 

Human resource professionals affect the values and norms that underpin organizational culture by 

ensuring fair, inclusive, and transparent AI-generated work practices (Langer & Landers, 2021). In 

this sense, human resources managers act as guardians within an ethical framework for the adoption 

of AI in work practice; whereas gains in efficiencies must be weighed against the rights of workers. 

 

In consideration of the above, the strategic role of the HR function in an AI-enabled future is to 

orchestrate a hybrid ecosystem of people and machines, where human insight and machine 

intelligence function seamlessly together. Thus, HR is repositioned from an operational support 

service to a lead function for organizational resilience and innovation agendas in the digital 

transformation (Jarrahi, 2018). 

 

D. Future of AI-Driven Recruitment Ecosystems 

The future of recruitment is focused on creating AI-enabled ecosystems that evolve from task-

oriented automation to total talent management. One of the most impactful aspects of this 

development is predictive analytics. Based on the assessment of historical workforce data, trends in 

the employment marketplace, and skill and occupational needs, AI systems are now capable of 

analyzing and predicting recruiting requirements and aligning talent pipelines with the long-term 

goals of the organization (Kshetri, 2020). The prospect of such predictive and proactive approaches 
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to recruiting changes the role of HR from reactive recruitment to proactive workforce planning, 

leveraging their strategic value within organizations. 

 

The candidate experience is an important part of this future ecosystem. While processing recruitment 

effectively is critical (from the AI process aspect), candidates still expect the recruitment process 

(AI-mediated or not) to be fair, transparent, and interactive. Köchling, Wehner, and Warkocz (2023) 

demonstrated, for example, that emotional responses presented by job applicants during AI-mediated 

recruitment processes played an important role in shaping perceptions of employer attractiveness. If 

the AI or technological systems provide an overly impersonal or vague experience, it could damage 

an organization’s employer-branding value. Alternatively, AI tools that thoughtfully integrate 

candidate feedback or enhance candidate engagement may improve employer branding. The overall 

implication is that the future of recruitment will not only focus on effectiveness but also on 

recruitment outcomes by integrating aspects of humanization in AI tools (Mehrotra & Khanna, 2022, 

p. 468). 

 

Additionally, AI recruitment ecosystems are thought to reshape organizational culture. With AI tools 

mediating an increasing variety of recruitment activities, they will influence how organizations 

understand concepts like merit, diversity, and inclusion. Horodyski (2023) emphasizes that decision-

makers' views on AI tools ultimately shape the organization's values regarding fairness and 

transparency within its culture. These cultural shifts influence not only recruitment outcomes but 

also the overall employee experience and the legitimacy of organizations. Therefore, HR 

professionals must consider how ethical concerns are intentionally incorporated into AI adoption to 

build trust internally among HR practitioners and externally among stakeholders (Gupta & Mishra, 

2022). 

 

The use of AI to support recruitment generates questions regarding governance and regulation. Lutfi 

and Mohammadi (2025) indicate that the challenges of implementing AI do not just exist due to 

technology, but also stem from regulatory gaps, lack of consistent ethical guidance frameworks, and 

inconsistent readiness across sectors. To respond to this issue, HR professionals will need to work 

together with policymakers to support technology suppliers and industry stakeholders in trusting 

governance measures that protect fairness while supporting innovation. The future determination of 

the resilience and adaptability of AI-enabled recruitment ecosystems will depend on these 

collaborations (Kaur et al., 2023). 

 

Looking ahead, it is reasonable to suggest that AI will redefine global talent flows through its 

unparalleled ability to allow organizations to assess candidates anywhere in the world with 

remarkable speed and accuracy. AI systems with multilingual natural language processing and 

cultural adaptation algorithms can promote recruitment from diverse talent pools for organizations 

and support both inclusion and competitive advantage (Kshetri, 2020). The globalized nature of 

recruitment ecosystems will require HR professionals to develop cultural agility alongside technical 

literacy. 

 

In this evolving workplace, HR professionals will fulfil the functions of digital ecosystem architects 

rather than simple process managers. Their role will be focused on managing AI in increasingly 

complex systems at the organizational level, fostering interoperability across recruitment, learning, 

and performance management systems (Deepa et al., 2024). When HR leaders curate an 

organizational ecosystem that strategically aligns automation with humanity, they will effectively 

drive sustainable digital transformation that is based on both operational efficiency and employee 

trust. 
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The sustainability of AI in recruitment ecosystems will depend on the ability to balance efficiency 

with human elements, such as empathy, conflict resolution, and ethics. Although algorithmic 

predictions and automation can provide speed and objectivity, their over-reliance risks reducing 

candidates to mere data points. Therefore, HR professionals need to preserve elements of empathy, 

dialogue, and fairness in recruitment systems (Köchling et al., 2023). Even so, a hybrid recruitment 

model whereby AI augments rather than replaces human decision-making appears to be the most 

feasible for producing ethical and effective outcomes (Jarrahi, 2018). 

 

As a result, the future of recruitment ecosystems does not depend solely on AI systems and 

technological growth but also on fostering responsible AI practices. HR professionals combining 

predictive analytics, cultural awareness, and ethical governance will shape the next generation of 

recruitment ecosystems for organizations and society (Lutfi & Mohammadi, 2025). 

 

III. SYNTHESIS AND COMPARATIVE ANALYSIS 

The emergence of Artificial Intelligence (AI) has introduced a new age for Human Resource (HR) 

management, particularly with talent acquisition and recruitment. This systematic review synthesizes 

diverse literature and explores the nuanced relationship between AI and HR, advancing our 

understanding of its prospects and hazards and noting associated ambiguities and overlaps. In our 

exploration of the research landscape, we wish to indicate notable areas of gaps and implications for 

HR as a domain in an increasingly AI-driven climate. 

A. Integrating Findings Across the Four Themes 

The reviewed literature points towards a consistent recognition that AI has the potential to transform 

standard recruitment processes, mainly through automation and increased efficiency (Pratap Singh 

Rathore, 2023). AI applications are cited as making tasks like screening resumes, candidate sourcing, 

and pre-interview stages of the recruitment process easier and more efficient (Nawaz, 2019; Pillai & 

Sivathanu, 2020). For example, AI relates to managing large amounts of application and candidate 

data so that AI tools can analyse data quicker and identify possible candidates based on established 

criteria (Reddy, 2018). This is a clear source of improved efficiency and is a convergence theme in 

these studies, meaning the studies recognize AI as having operational advantages (Nyathani, 2022). 

AI also facilitates enhanced candidate experience in terms of being able to provide candidates with 

shorthand feedback, personalized touchpoints, and initiatives (Mohd Rusydan Wan Ibrahim & 

Hassan, 2019). The degree to which AI is assumed to remove human bias in initial rounds of 

candidate assessment depends on the AI focus on objective data points. This issue is often 

acknowledged as an important topic despite the acceptance of AI use in recruitment, as discussed 

earlier. The perceived calibrating effects of AI were brought up to acknowledge that utilizing AI 

could be contentious (Mujtaba & Mahapatra, 2025). 

 

In addition to increasing efficiency, the literature also discusses the strategic value that human 

resources perceive AI as having through data-driven priorities. Data-enabled AI analytics can 

provide insight into attrition trends, talent needs, and recruitment effectiveness to help HR 

strategically inform their talent acquisition strategy (Murugesan et al., 2023; Pan et al., 2022). That 

HR can own a greater analytical and predictive space is an important finding; it reframes HR from 

being a largely administrative function into an organizational strategic partner (Nawaz, n.d.). Using 

AI for analytics contributes to organizational ambidexterity because HR can both exploit existing 

talent resources and investigate opportunities to innovate in talent management by navigating the 

demands of Industry 4.0 (Przytuła et al., 2022). This increased use of AI is also part of ongoing 

national digital transformation initiatives and is a significant part of organizational technological 

transformations supporting HR best practices (Nicolás-Agustín et al., 2022). 

 

However, discussions in the literature highlight another major theme related to the ethics of AI, 
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particularly in the area of bias and fairness in recruitment contexts (Mujtaba & Mahapatra, 2025; 

Raghavan et al., 2019). AI and algorithms are viewed as having the potential to mitigate human 

biases. However, many analyses highlight the possibility of AI "reproducing and even amplifying" 

the biases of society if it is poorly designed and not continuously monitored (Raghavan et al., 2019). 

To add to the complexities, if an algorithm is developed using AI and trained on historical data, the 

machine may learn the social biases in the dataset itself, leading to discriminatory outcomes in the 

recruitment of candidates (Ore & Sposato, 2022). Again, the tension develops in the scholarship: AI 

often claims objectivity, yet it also exhibits algorithmic bias. Hence, AI in recruitment must be 

designed and deployed fairly, equitably, and justly, all of which require consideration of data quality, 

algorithms, and auditability (Mujtaba & Mahapatra, 2025). Discussions in the literature around bias 

measures and fairness metrics are emerging, suggesting that scholars recognize that this challenge is 

significant (Mujtaba & Mahapatra, 2025). 

 

Another significant theme concerns the changing role of HR professionals within an environment 

augmented by AI. There seems to be broad agreement that AI won’t replace humans outright but will 

support them by alleviating administrative work and allowing them to focus on activities that are 

more strategic and human-centered (Meijerink & Bondarouk, 2023; Rajani Meshram & Librarian, 

2023). Such activities will likely be those that demand emotional intelligence, critical thinking, future 

planning, and interpersonal competencies, which AI currently appears not to be able to perform. The 

duality of the algorithmic management of people, whereby an AI system simultaneously offers both 

control and delegation, calls for the development of a new research agenda related to HRM algorithms 

and value creation as a consequence of the changing nature of HR (Meijerink & Bondarouk, 2023). 

 

B. Mapping Contradictions and Convergences in the Literature 

A main area of agreement within the literature is the undeniable efficiency and improvements to 

operational processes that AI enables for recruitment (Pillai & Sivathanu, 2020; Pratap Singh 

Rathore, 2023). Papers routinely identify the contribution of AI in the automation of administrative 

tasks, enhancing candidate sourcing efficiency, and streamlining the initial screening process 

(Reddy, 2018). Allowing HR to reduce the administrative burden creates time and space for HR to 

invest in more strategic and human-related activities (Nawaz, 2019). Additionally, the economic 

benefits of AI implementation, including reduced costs and improved time-to-hire, are well 

acknowledged, forming a strong area of agreement among researchers (Nyathani, 2022). This 

agreement highlights a pragmatic and tangible benefit of AI for optimizing the recruitment pipeline. 

 

However, a critical nuance exists concerning AI's objectivity and bias (Raghavan et al., 2019). In 

addition to arguments for AI’s role in limiting human bias due to the field's emphasis on data, there 

is notable evidence indicating that AI can also duplicate (and amplify) the biases evident in historical 

data used to train the model or arising from poor algorithm design (Mujtaba & Mahapatra, 2025; Ore 

& Sposato, 2022). This duality is particularly significant for HR practitioners, because algorithms 

intended to maintain equity, fairness, and inclusion could inadvertently produce the opposite 

outcome without acknowledgment. 

 

A different recurring aspect is the notion that AI will change the role of HR professionals rather than 

replace them (Meijerink & Bondarouk, 2023; Rajani Meshram & Librarian, 2023). The literature 

generally does not support the idea that AI will completely take over all HR functions, focusing 

instead on augmented intelligence, where AI assists the human decider. This recurring aspect 

describes a vision of HR professionals partnering with AI for tasks that involve information 

processing and data analysis, while preserving their expertise for activities requiring nuance and 

human interaction with talent. The idea that HR professionals need to build new competencies for 

managing human-AI collaboration and innovation is substantial and consistent (Shamsi, 2023a; 
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Shamsi, 2023b). 

 

A subtle contradiction arises regarding the speed and scale of AI adoption within HR (Pan et al., 

2022). Most articles discuss AI as the future of HR and all the potential it promises, yet empirical 

research frequently shows a more gradual and cautious implementation, especially in small 

organizations or those with limited resources (Pillai & Sivathanu, 2020). The rhetoric of rapid change 

occasionally does not align with the realities of implementation, such as the need for major 

investments, robust data architecture, and organizational culture change (Nicolás-Agustín et al., 

2022). Such conflicting evidence indicates a gap between the theoretical potential of AI and its real-

world adoption, with acceptance levels greatly depending on organizational context (Pan et al., 

2022). 

 

The literature agrees that successful AI implementation in HR requires attention to organizational 

context, including culture, leadership support, and employee readiness (Pan et al., 2022). A frequent 

motif is the importance of integrating AI tools into existing HR processes while ensuring user 

acceptance (Rooshma et al., 2024). Thus, a purely technological approach to AI adoption appears 

inadequate, highlighting the need for a holistic strategy that considers both technology and the human 

aspects of work. 

 

C. Identified Gaps in Current Research 

While there is increasing discourse on AI in HR, several critical gaps remain in the HR and 

management literature that warrant more rigorous academic investigation. The issue of algorithmic 

bias is widely acknowledged; however, there is very little empirical work offering clear, actionable 

strategies or frameworks for mitigating algorithmic bias in practice within HR (Mujtaba & 

Mahapatra, 2025). Many studies focus primarily on describing the problem, yet few rigorously test 

proposed interventions, evaluate alternative approaches, or outline best practices for implementing 

fair AI algorithms in organizations while maintaining ethical standards. Future research must move 

beyond theoretical discussions to robust empirical studies that examine bias detection, measurement, 

and mitigation in HR algorithms, potentially across demographic groups and job types (Raghavan et 

al., 2019). 

 

Ethical issues associated with AI extend beyond bias, encompassing concerns around privacy, data 

security, and surveillance in recruitment contexts (Ore & Sposato, 2022). Although these topics are 

occasionally discussed, there is a need for more detailed research critically examining the legal and 

ethical frameworks surrounding the collection, use, and storage of candidate data in AI-driven HR 

processes. For example, studies could explore employee attitudes toward privacy following AI-

enabled recruitment, particularly when intrusive monitoring is involved. Much of the current 

literature emphasizes organizational benefits of AI, with insufficient attention to the rights and 

protections of job applicants and employees. 

 

Another limitation in existing research is the broad-stroke treatment of AI in HR practices, without 

distinguishing between types of AI (e.g., machine learning, natural language processing, computer 

vision) or examining the varied HR functions beyond recruitment (Palos-Sánchez et al., 2022). More 

nuanced investigations are needed to understand the distinct challenges and opportunities presented 

by different AI technologies across organizational HR processes, including performance 

management, learning and development, and compensation. Such work would provide deeper 

insights into AI’s influence and generate context-specific recommendations for its application. 

 

Finally, there is a lack of systematic comparative studies across industries, organizational scales, and 

regions (Pan et al., 2022). Existing research occasionally refers to specific contexts, such as tech 
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start-ups versus traditional manufacturing firms or developed versus developing economies, but no 

systematic comparison exists to evaluate challenges and successes in AI adoption. Comparative 

studies would be particularly valuable in identifying contextual factors that contribute to successful 

AI integration in HR. Advancing research in this area requires moving beyond broad observations 

toward context-specific, actionable recommendations for organizations adopting AI in HR practices. 

 

D. Implications for HR as a Profession 

The literature summary shows that the future of AI in HR as a discipline has significant implications, 

and a proactive and strategic change is required to address them. The initial implication is that HR 

must be able to demonstrate data- driven mentality, and develop analytical skills in its employees. 

Strategic decision-making in the area of talent acquisition, workforce planning, and employee 

development will require the ability to understand, interpret, and take actions based on insights 

produced by AI-based tools (Murugesan et al., 2023; Pan et al., 2022). It will entail significant 

investment in upskilling and reskilling that will be based on data literacy, statistical thinking, and the 

responsible use of algorithms (Rooshma et al., 2024). The second implication is that the HR 

practitioners will be called to play a role of ethical custodians of AI use in their organizations. Due to 

the high likelihood of bias in the algorithms, the HR will play a significant role in the AI systems that 

generate, audit and monitor the systems to assist in making them fair, explainable, and accountable 

(Mujtaba and Mahapatra, 2025; Raghavan et al., 2019). 

the profession needs to reposition itself: from transactional and administrative activities to a focus on 

strategy and people (Meijerink & Bondarouk, 2023; Rajani Meshram & Librarian, 2023). As AI 

carries out basic tasks, HR professionals are able to redirect their efforts into providing a positive 

employee experience, driving organizational culture, strengthening leadership effectiveness, and 

facilitating complicated change. Therefore, the emphasis will again be on soft skills like emotional 

intelligence, empathy, communication and conflict management – which AI amy certainly not do. The 

human nature of HR will become its most significant differentiator in an AI-powered workplace. 

HR leaders need to be change agents, steering their organizations on a path of digital transformation 

(Nicolás- Agustín, Jiménez-Jiménez, & Maeso-Fernandez, 2022). Being a change agent includes a 

commitment to AI implementation, creating an atmosphere of innovation, understanding employee 

fears about AI, and ensuring technology is aligned with organizational values and strategy. HR’s role 

in organizational design and development will be critical to creating agile structures that can adjust 

to quick changes in technology (Przytuła et al., 2022). 

HR needs to commit to continuous learning and adaptation. AI is rapidly changing and HR 

practitioners must remain aware of how best to implement evolving technology, highlighting best 

practices, and consider ethical implications (Shamsi, 2023a; Shamsi, 2023b). 

 

IV. RESULTS 

A. Overview of Evidence 

The compilation of studies reviewed indicates that HR professionals anticipate an influence of AI in 

four key domains: increased efficiency, ethical implications, changing strategic responsibilities, and 

managing hybrid human–AI systems. Evidence indicates that while adoption of AI speeds up 

screening and recruitment, HR professionals view their own roles as evolving toward strategic 

leadership, ethical oversight, and managing the digital ecosystem. 

 

B. Enhanced Efficiency and Change in Operations 

Overall, HR professionals recognized AI’s ability to allow greater efficiency in repetitious 

recruitment activities like resume parsing, candidate screening, and interview scheduling. The 

significant reductions to administrative work, particularly in organizations with high volume 

recruitment (Singh & Sharma, 2023), also gave HR professionals the opportunity to prioritize 

relationships with candidates and workforce planning processes. 
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Some evidence supports increased accuracy in matching candidates to job roles and improved person–

job fit when utilizing AI predictive algorithms to profile requirements of job roles against a 

candidate’s skill set (Raj & Aithal, 2022). Better person–job fit presents a stronger opportunity for 

retention, a standard one of the key performance indicators (KPI) of HR practitioners. 

HR professionals recognized the importance of mitigating the potential over-dependence on 

algorithms when the practice included automated disqualification of non- traditional resumes or 

potential candidate career paths that may reflect outside of the data (Rao & Suryavanshi, 2021). This 

reflects a paradox of efficiency: the faster the process, the greater the chance of overlooking nuanced 

human factors. 

 

C. Ethical and Fairness Considerations 

AI-enhanced recruitment is expected to transform HR, functions into protectors of equity and 

inclusion. Participants expect a greater responsibility for auditing algorithms used inrecruiting while 

assuring decisions made with those algorithms are transparent (Banerjee & Gupta, 2022). The 

anxiety remains that training data could biases, especially biases to the detriment of women 

and   minority groups (Patel & Shah, 2022). 

In addition, HR managers expected to see greater responsibilities related to candidate data privacy 

and surveillance risk. As AI systems gather biometric, psychometric and behavioral data, HR 

professionals expected their responsibilities to expand into a data privacy critical oversight 

(Choudhury, 2023). 

Table 1 provides an overview of the balancing act HR professionals expect to play between the 

efficiencies provided by AI and ethical oversight. 

 

 
 

D. Strategic Repositioning of HR 

Another theme that remained consistent across participants was the transition of HR from an 
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administrative executor to a strategic advisor. It was shared that with the use of AI-based insights, 

HR professionals will be positioned to formulate organizational workforce projections, enhance 

employer branding, and lead efforts in digital transformation (Mishra & Verma, 2023). The concept 

of HR as ecosystem architects was apparent. Participants perceived their duties expanding from 

people management to monitoring algorithms and digital workflows (Kannan, 2024). In this context, 

HR may not be displaced in the midst of AI development; rather, their relevance may expand as they 

become interpreters of the output from AI and stewards of responsible use within an organization’s 

culture. 

 

E. Cross-Industry and Global Contexts 

The findings show variance in participant’s anticipated roles to context (industry sector and readiness 

of the region). 

their responsibilities to expand into a data privacy critical It was suggested that industries driven 

by technology oversight (Choudhury, 2023). 

 

Table 1 provides an overview of the balancing act HR professionals expect to play between the 

efficiencies provided by AI and ethical oversight. 

 

E. Strategic Repositioning of HR 

acceptance would move quickly ahead in adoption; however, sectors related to healthcare and the 

creative industries suggested some limitations for AI, especially regarding the evaluation of soft skills 

in each vocation(Basu & Dey, 2022). Similarly, HR professionals in more advanced economies 

proposed that a governance role would be more eminent; while the emerging economies would 

anticipate a role of digital champion to motivate acceptance of AI tools(Iqbal, 2023). 

This suggests the anticipated HR role is contextual. In digitally mature contexts, practitioners 

would take on AI 

ethics governance; in transitional economies, HR would take on digital trusts and champions in 

professionals work environments. 

 

F. Governance and Accountability in AI Recruitment 

A consistent expectation highlighted in the literature is that HR professionals will assume governance 

roles with AI- enabled systems for recruiting candidates. It is apparent that technology vendors 

providing goods will give the tools to HR, whereas the researchers and analysts envision HR 

managers as custodians of compliance, fairness, and organizational norms (Kumar & Saha, 2023). 

What are the expected roles of HR professionals? 

• Independent monitoring of auditing candidate- recruiting algorithms (Thomas & George, 2022). 

• Including knowledge of explainability frameworks and HR algorithms must be transparent for both 

recruiters and applicants (Li & Zhang, 2022). 

• Understanding of legislative frameworks for use of candidate data and anti-discrimination 

procedures to comply with labour regulations (Harper, 2023). 

 

Essentially, HR professionals are expected to substitute a coder or engineers’ role with that of 

regulatory interpreters to monitor responsible AI (or Disruptive Tech) behaviours. 

 

G. Reskilling HR Professionals for an AI Future 

Findings suggest AI is prompting HR professionals to broaden their skill portfolios to include both 

digital literacy and ethical reasoning (Das & Menon, 2024). The trend toward reskilling is being 

demonstrated in three dimensions: 

1. Technical literacies: Understanding AI tools, metrics and constraints. 

2. Analytical skills: Using predictive data in workforce planning and analyse big data. 
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3. Ethical reasoning: Recognising bias in algorithms and ensuring fairness in candidate selection and 

assessment (Chakraborty, 2023). 

 

Moreover, HR managers anticipate the emergence of hybrid roles such as AI recruitment supervisor 

or digital HR strategist, where the professional mediates between algorithmic outputs and human 

decision-making (Okafor & Adeyemi, 2023). 

 

H. Shaping Long-Term Workforce Transformation 

AI recruitment systems are anticipated to change the structure of the workforce as well as the 

organizational culture, and therefore HR leaders must consider the possible implications in the long 

term. For example, predictive analytics can allow HR to predict possible skill shortages in the future 

and plan ahead for recruitment in those roles (Fernandez & Costa, 2022). 

 

Equally, HR leaders also expect that they will play a crucial role in the organization’s culture in 

accepting AI. Accepting the new technology is not simply about the functional use of that technology, 

but it also requires trust, communication, and cultural fit for the employees to engage with this new 

technology (Nguyen, 2023). 

 

The findings indicate that HR will also have a role in maintaining the recruitment process with much-

needed emotional sensitivity alongside the adoption of AI, particularly when the work role depends 

on empathic dispositions, high interpersonal skills, intuitive understanding of emotion, and emotional 

boundaries (Walker, 2022). 

 

I.  Future AI-Enabled Recruitment Ecosystems 

The HR professionals implied that recruitment will evolve into AI-enabled ecosystems, where 

recruitment, learning and performance management will all reside on various digital platforms 

(Yadav & Prasad, 2023). They envision ecosystems which will: 

 Result in broadened candidate pools worldwide utilizing multi-lingual AI systems. 

 Encourage ongoing candidate engagement through chatbots powered by AI. 

 Align recruitment to career-pathing and reskilling initiatives, to position recruitment firmly within 

a long-term talent strategy (Lopez, 2024). 

The key to creating and sustain an AI-enabled ecosystem is HR maintaining a focus on balancing the 

efficiency of AI, through automation, while balancing the empathy required in recruitment and 

ongoing engagement so that candidates are not reduced to a collection of data (Morgan, 2023). 

 

J. Comparative Insights Across Contexts 

Studies have shown that the transition of the role of HR will be quite different based on the size of 

the organization and its geographical location. For example, larger organizations will want HR 

professionals to be forward-thinking (FW), AI strategists, and compliance agents who minimize 

onboarding difficulties when facing global challenges. Smaller organizations expect their HR 

professionals to be digital adopters and advocates (perhaps change agents) (Perera & 

Wickramasinghe, 2022). Similarly, other developed economies expect their HR professionals to 

balance between becoming custodians and guardians of ethical governance. In contrast, HR 

professionals in developing countries may be expected to lead digital transformation, related to 

differing infrastructure and regulatory frameworks (Ahmed & Noor, 2023). 

 

K. Overview of Expected Roles 

Collectively, the evidence is suggesting an overall change in role HR professionals are exposed to with 

AI, while contending that AI in itself does will not result in the extinction of HR professionals at any 

point in time whatsoever. Rather, it will entail the transformation of roles in four areas that are 
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forecasted to evolve: 

1. Efficiency supervisors - In this role HR professionals would oversee efficiency recruitment, and 

any constraints of their recruitment staff being magnified by over-automation of the recruitment 

system. 

2. Ethical stewards - who can ensure fairness and equity, and transparency are features of their 

recruitment and promotion processes. 

3. Strategic advisors - leaveraging AI adoption to support efforts associated with workforce planning 

and employer branding. 

4. Digital ecosystem architect - managing integrated, automated AI recruitment digital systems and 

processes associated with an organizational change initiative. 

 

The shift demonstrates this two-fold change in role and influence of HR's role in being more 

strategically engaged in the future while modeling ethical behavior in the AI space. 

 

V. DISCUSSION 

A. Critical Reflection on the Literature 

The systematic review illustrates that the integration of artificial intelligence (AI) into recruitment 

processes provides substantial efficiencies but also raises significant ethical and strategic questions. 

Much of the research literature highlights that AI has enabled HR departments to scale application 

processing, decrease time to hire, and enhance quality of hire (Gupta, Fernandes, & Jain, 2018). 

Critically, voices such as Fraij and László (2021) emphasize that achieving those efficiencies may 

also come with a trade-off of transparency and accountability when recruiters cannot completely 

understand the process by which algorithmic rankings are generated. 

 

While scholars such as Köchling, Wehner, & Warkocz (2023) observe that candidate responses to 

AI-based recruitment systems often expose discomfort and skepticism among candidates, 

particularly in instances perceived as dehumanized, this reinforces Jarrahi's (2018) concept of 

human–AI symbiosis, which suggests HR decision-making must utilize data-generated 

recommendations, while protecting the role of human judgment. In a similar vein, Hmoud (2021) 

found that HR professionals fear reliance on automation will erode empathy and relational aspects 

that remain important for assessing cultural fit and leadership potential. 

 

Another recurring contradiction in the literature pertains to bias. Some authors have suggested that 

AI can mitigate human bias by concentrating on objective data points, while other authors indicate 

that if algorithmic bias is based on historically biased data sets, then AI could reinforce systemic bias 

(Gupta & Mishra, 2022). Kaur, Malik, Sharma, and Dwivedi (2023) also remind us that we cannot 

take fairness and inclusivity for granted in algorithmic systems; instead, HR professionals need to be 

ethical stewards in establishing fairness and equity. Hence, this contradiction defines HR not simply 

as a user of improved efficiency through AI but as a critical steward of fairness. 

 

The literature also indicates inconsistency in adoption that varies across organizational and 

geographic contexts. For example, Pan et al. (2022) indicate that large multinational enterprises in 

developed economies are rapidly adopting AI-sponsored recruitment systems, while smaller 

enterprises and organizations in developing markets are more hesitant due to regulatory gaps and 

lack of digital infrastructure. Furthermore, Lutfi and Mohammadi (2025) indicate that cultural factors 

and institutional contexts play as much a role in HR adoption of AI as technical factors. 

 

In all, the reflective piece highlights that, though efficiency and strategic insights are recurring 

themes, the ethical challenges, cultural contexts, and organizational readiness are significant factors 

related to the impact AI has on HR practices. The literature suggests a changing HR identity; an HR 
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identity that reconciles automation's operational benefits alongside the ethical obligation to maintain 

fairness and human-to-human interaction, such as recruitment (Horodyski, 2023). 

 

B. Future Roles Anticipated by HR Professionals 

The developers have conceived the albeit abrupt need to review HRM as an innovation, and the lack 

of urgency and implementation of new HRM techniques should be an enhancive process. Future 

HRM may be perceived as overlapping tasks and a symbiotic relationship between HR and AI. When 

approaching the future HRM, human labor shortage will dictate urgency for innovation, as employers 

or organizations will seek efficiency, effectiveness, meaningful work, and quality services. Jacobs 

(2017) articulated this future by outlining the intersections, engines, and practices of integrated talent 

management in contemporary organizations. Based on this theoretical foundation, there is an 

expectation that innovation will create new HRM options that encourage organizations and employers 

to disrupt traditional HRM responsibilities. In conclusion, minimal immediate change is anticipated; 

social media and technology-enhanced recruiting may expedite the urgency for organizations to 

embrace integrated talent management; the in-house recruiters of today could, in the near future, 

become motivated HRM leaders. 

Moreover, human resource (HR) professionals are expected to become "ecosystem architects" in AI-

enabled recruitment, combining integrated systems that connect recruitment, learning, and 

performance management tools (Langer & Landers, 2021). This increased responsibility means that 

HR will be responsible for managing people, infrastructure, and algorithms for governance, thereby 

placing HR as both strategic leaders and stewards of organizational culture (Horodyski, 2023). 

 

C. Practical Implications for Organizations and HR Departments 

The practical implications for organizations are evident: the integration of AI requires equitable 

governance frameworks in HR that consider efficacy ethically. Gupta and Mishra (2022) recommend 

using explainable AI (XAI) as an aspect of governance to promote accountability, transparency, and 

compliance with labor regulations. Additionally, the need for conducting independent audits of AI 

recruitment platforms is also suggested to mitigate the risk of bias and reputational damage (Mujtaba 

& Mahapatra, 2025). 

 

Another implication is an ongoing need for the reskilling of HR teams. Pan et al. (2022) emphasize 

that AI adoption success rests on organizational readiness, a prerequisite for developing digital 

capabilities and analytical competencies in HR divisions. Murugesan, Subramanian, Srivastava, and 

Dwivedi (2023) add that rather than feeling overwhelmed by data, HR must embrace data-based 

decision-making, which means enabling employees to understand algorithmic recommendations in 

strategic contexts. 

 

Finally, HR must maintain the human element of recruitment. Köchling et al. (2023) note that 

candidates expect personalization and fairness, which means organizations should refrain from over-

automation to the detriment of the candidate experience, and Mehrotra and Khanna (2022) comment 

that the balance of efficiency and authenticity in candidate communication is crucial for employer 

brand credibility. Thus, AI adoption must be people-centered, striking a balance between automation 

and empathy, as both ultimately build trust in the recruitment process and with the function of HR 

overall. 
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