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Abstract: The utilization of artificial intelligence (Al) in recruitment has emerged as a transformative area in talent acquisition.
This systematic literature review examines the state of knowledge on Al usage in recruitment from 2018 to 2023, excluding
algorithmic and other technological aspects. 26 research articles were selected for the review, along with six review articles for
comparison. The study makes significant contributions by synthesizing diverse findings, categorizing them into perceptions,
acceptance criteria, adoption and ethical considerations, offering a comprehensive and structured analysis of Al’s implications
in recruitment. This study lays the foundation for future empirical research to validate and expand on the present findings. It
emphasizes the need for more quantitative studies to asses Al’s impact on recruitment and explores the potential for hybrid
approaches combining Al and human judgement for enhanced fairness and effectiveness. The study also underscores the
importance of ongoing exploration of ethical considerations and development of responsible Al usage guidelines in recruitment.
Overall, this systematic literature review serves as a valuable resource for organizations seeking to implement Al recruitment
while guiding future research to unlock the full potential of Al in talent acquisition.
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literature on perceptions of applicants and recruiters

1. Introduction regarding Al usage, shedding light on the opportunities and

In recent years, adoption of Al technologies have challenges asslociated.with Al adoption i.n the recruitment
significantly transformed the field of recruitment(A. Gupta & process. Th? 1nt§grat10n of Al in recruitment also raises
Mishra, 2023). Al has brought efficiency and effectiveness to ethical con51d§r ations that must be add.ressed carefully. .
the recruitment process, revolutionized all recruiting practices. These c0n51d§rat10ns €NCOMPASSes 1SSues such as privacy
This systematic literature review aims to explore and analyze and data protection, algorithmic bias, transparency, fairness,
the literature on Al integration in recruitment. Various and ac'countablhty (Ferr}éndez &. Ferpénde;, 2020).
limitations of traditional processes are addressed with the use Evaluatlng and understgndlng the ethical dlmen§10ns of Al
of Al in recruitment including time-consuming procedures, implementation is crucial for ensuring responsible use of
subjective decision-making biases, and high costs (Tambe, these technologies in alignment with societal norms and legal
Cappelli, & Yakubovich, 2019). An employer’s ability to frameworks (Hunkenschroer & Luetge, 2022).
attract brilliant individuals depends on their ability to develop Therefore, the objectives of this systematic review are to
their online reputation, presence, and appeal (Allal-Chérif, provide a comprehensive analysis of the literature on Al usage
Aranega, & Sanchez, 2021). Organizations can streamline In recruitment, focu51pg on perception, acceptance, adoption
and enhance these processes by integrating Al technologies, ansi ethical cpnmderatmns. By synthesizing thg ﬁndlpgs ff.0m
ultimately improving their overall recruitment outcomes. By articles P}lthhed between 2018 agd 2023, this review aims
including Al in the hiring process, the time needed to fill to C(?ntrlbute to the under.standmg of Al’s impact on
positions might be reduced by half (Kammerer, 2021). ?ecrl%ltment processes and guide future research and practice

Although Al technologies are increasingly being integrated in this domain.

into various HRM functions, the most apply field is
recruitment. This integration includes applicant tracking 2. Method
systems, resume screening, and talent analytics (Black & van

Esch, 2020). The application of AT in HRM offers benefits 2.1. Search Strategy

such as improved recruitment efficiency, better candidate The search strategy used to conducF this literature review is
matching, and enhanced decision-making capabilities. conducted solely in the Web of Science database (WOS),
To comprehend the impact of Al in HRM practices, using these keywords; Al based recruitment, Al selec.tlon, AI
including recruitment, a comprehensive review of the existing hiring, and AI' and HRM. The objective was to identify
literature is essential. Understanding the perceptions and articles publlshed betvyeen 2018 and 2023 that examines the
acceptance of Al technologies among applicants and use of Al in the recruitment process and were related to the
recruiters is crucial in assessing the success and potential topic. ) o
barriers of Al adoption in interviews (Nerskov et al., 2022). ) The llteratgre search was done by using WOS as tisa
By examining viewpoints, attitudes, and concern of these key Wldely @cogmzed and reputable source for scholarly arpcles
stakeholders, organizations can better understand the in a variety of fields. The keywords were chosen strategically
implications of Al usage in interviews (Horodyski, 2023b). to incorporate a wide variety of articles on Al recruitment and
This systematic review aims to explore the existing their application to recruitment and HRM practices. The
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articles only published from 2018 to 2023 were selected to
ensure that recent research in the discipline is included. This
time-frame allows the investigation of the most recent Al
recruitment developments and advancements. A search was
initiated by entering the keywords into the WOS database's
search interface. The search results were then refined by using
publication date-based filters. After obtaining the initial set of
articles, for ensuring the relevancy, the titles and abstracts
were evaluated. Only articles directly related to Al-based
recruitment, Al selection, Al hiring, and Al and HRM were
considered for further analysis.

To broaden the search and assure a thorough literature
review, the reference lists of the chosen articles were
examined. This strategy was used to find more related articles
which were not captured during initial search. Throughout the
search process, the focus was on validating the relevance of
the articles to the keywords and the Al recruitment research
area. The final selection excluded articles that did not provide
the required information or were not directly related to the
topic.

2.2. Inclusion and Exclusion Criteria

Inclusion and exclusion criteria are critical for a literature
review search. The inclusion criteria for this literature search
were only articles published in English will be included to
assure the accessibility for thorough analysis of articles.
Articles available only in full-text form were considered,

allowing for a comprehensive examination of the content and
findings. The review focuses on articles relating particularly
to Al recruitment or the use of Al in HRM. Only articles
related to the use of Al technology in recruitment for
candidate screening, question generation, response analysis,
interview and decision-making were included.

In contrast, exclusion criteria were supposed to safeguard
the review's focus and quality. To ensure consistency and
comprehension, articles published in languages other than
English were not included. Articles not available in full-text
form were excluded, as access to the entire article is necessary
for a comprehensive evaluation. In addition, articles that are
not explicitly related to Al recruitment or the use of Al in
HRM were excluded in order to maintain the focus on the
application and implications of Al in the recruitment process.
Studies that don't use Al technology in recruitment were
excluded to ensure that the review focuses solely on Al in
recruitment.

Finally, articles published prior to 2018 were excluded in
order to give priority to recent research and recent findings in
the field of Al recruitment. By implementing this inclusion
and exclusion criteria in Figure 1, the systematic review
selected articles related to the research objective of assessing
the use of artificial intelligence in recruitment and HRM
practices. This targeted approach assures the reliability and
validity of the findings and facilitates a thorough analysis of
the most recent advances in Al recruitment.

Keywords: Al-based
Recruitment OR Robot-
mediated Recruitment
OR Al Selection OR Al
Hiring OR Al and
HRM

Inclusion Criteria:
Published only in
English Language, Full
Text Availability,
related to use of Al in
Recruitment, Published
between 2018 to 2023

Exclusion Criteria: Published in
other than English Language,
Not Available in Full Text
Form, Not related to use of Al
in Recruitment, related to
technological aspect like
algorithm etc., Published prior
to 2018

Figure 1. Inclusion/Exclusion Criteria

2.3. Screening Process

All the papers were searched from the database Web of
Science and the reference list of the papers found in initial
search stage. The initial step involved identifying articles
published between 2018 and 2023, written in the English

language. From an initial pool of articles, 47 met these criteria.

In the second step, the screening was based on the title and
abstract of the articles. After this screening, 41 articles
remained, as six articles were excluded based on their titles
and abstracts not aligning with the research topic.

The third screening aimed to exclude articles focusing

solely on algorithms rather than the usage of Al in recruitment.

After this step, 40 articles remained, with one article being
excluded based on its primary focus on algorithms. In the
fourth screening, the remaining articles were assessed for
their relevancy to the usage of Al in recruitment. From the 40
articles, six articles were excluded as they were not directly
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relevant to the research topic, leaving 34 articles for further
consideration.

The fifth screening focused on the availability of the full-
text versions of the articles. Two articles were excluded due
to unavailability, resulting in 32 articles remaining for further
analysis. The sixth screening aimed to exclude review articles,
as the focus of this systematic literature review was on
primary research studies and the review articles were
separately used in this study for comparison between previous
reviews and this study.

After this step, six review articles were excluded, leaving a
final selection of 26 articles for the systematic literature
review. These 26 articles, meeting all the inclusion and
exclusion criteria, were considered the final selection in
Figure 2 for this systematic literature review. They served as
the foundation for analyzing and synthesizing the relevant
findings and insights related to the usage of Al in recruitment.
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Figure 2. Screening Process of the Systematic Literature Review

3. Framework
3.1. Related Articles Profile

These articles on the use of Al in recruitment were found
after a thorough literature search. Key findings and research
gaps were then systematically organized from each study
based on recurrent themes and trends. The four major
categories of adoption, perceptions, acceptance, and ethical
considerations were then used to group these articles. The
development of the categorization was not based on any pre-
existing theory, but rather was the result of an extensive
investigation and synthesis of the actual findings from the
twenty-six studies that were assessed. To guarantee the
accuracy and reliability of the categorization in Figure 3, the

Antecedent (Perception)

« Usefulness: Perceived Usefulness and
Ease of Used, Familiarity, Perceived
Benefits

« Psychological Factors: Emotional and
Psychological Resistance, User
Experience and Response, Influence of
Social Norms and Peers, Word of Mouth

« Performance: Efficiency and
Effectiveness of AT used, Complexity and
Reliability of AT used, Availability of
Information Assesment Objective

(Acceptance)

* Outcome Accuracy: Fairness and
Bias, Accuracy and Transparency

« Al Conceptions: Trust in Al, Prior
Conceptions towards Al,
Willingness of Applicants,
Intrinsic Rewards

* Organization Related Factors:
Organizational Culture, Selection
Stage, Human Involvement,
Hiding AT Usage

Y

selected studies passed a thorough validation process. By
employing this thorough approach, the categorization in
offers a structured and thorough representation of the state of
Al incorporation in recruitment, facilitating a deeper
understanding of the implications and difficulties associated
with Al perception, acceptance, adoption and ethical
considerations in this context. Most of the studies belongs to
a specific category but few belongs to more than one category.
The 26 studies showed a pattern for Al usage, the first step of
which was perceptions about it which is basically about how
Al is perceived and how these perceptions impact its
acceptance, and in turn the acceptance impacts its adoption
resulting in logical consequences based on the ethical
considerations.

(Adoption)

< Important Factors for AI Adoption: Quality
and Capability of Al Used, Quality of
Historical data, Interface Design

« Organizational Concerns: Return on
Investment, Time Consumption and Cost
Efficiency, Ability of al to Test and Assess
Performance

* Acceptance Procedure: Physical Presence
and Interaction with Al, Realistic Setting,
Tests and Trials of AI Used, Experts opinions
during Usage, Feedback and Continuous
Improvement, Procedural Justice, Query
Explanation

Logical Consequences

* Outcome Related: Efficiency Gains,
Cost Effectiveness, Quality of
Candidates Hired, Reduction in
Human Bias and Selection

« Impact Related: Impact on HR
Professionals Role and Task,
Influence on Organizational
Competitiveness

Moderator (Ethical Considerations)
« Privacy Related: Privacy Concerns and Data Security, Informed Consent

« Error and Bias Related: Gender Bias, Job Relevance and Discriminatory Factors

 Procedure Related: Validity of Al Tools, Auditing and Supervision, Balance of Al and Human Aspect

Figure 3. Conceptual Framework
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3.2. Comparison of Review:

The six reviews cover a variety of topics related to artificial
intelligence. These include the HIRE Framework's
assessment of Al's influence over humans, as well as reviews
of ethical concerns, technological software applications, HR
roles, interdisciplinary groups, and Tactical HRIS
components. Together, the reviews cover a wide range of
years, from 1990 to 2021, and 357 sources in all, representing
a significant amount of literature. Alternatively, this review
presents an additional perspective by classifying Al according

to perception, acceptance, adoption, and ethical
considerations. The review covers 26 articles published
between 2018 and 2023 and provides a conceptual framework
to discuss processes and important factors. By doing this, it
improves on and adds to the reviews' wide range of
information while simultaneously offering a more focused
and expanded examination of key aspects of artificial
intelligence.

The Table 1 shows comparison among previous literature
reviews and this study. It highlights the difference of these
systematic literature reviews.

Table 1. In-detail Analysis/Comparison of Review Articles

Paper Title Author
People versus machines: introducing the Will, Krpan, &
HIRE framework Lordan (2023)
Ethics of Al-Enabled Recruiting and Hugkﬁrlljser;g;oer
Selection: A Review and Research Agenda (2022)
The role of artificial intelligence in the Abou Hamdan
recruitment processes: a systematic review (2019)
A Systematic Review of Avrtificial George,
Intelligence and Hiring: Present Position and Thomas, &

Future Research Areas Anson (2021)

An interdisciplinary review of Al and HRM: Pan & Froese

Challenges and future directions (2023)
Artificial Intelligence in Tactical Human Votto, Valecha,
Resource Management: A Systematic Najafirad, &
Literature Review Rao (2021)
Integrating Al in Recruitment: A Review of
Perceptions, Acceptance, Adoption and Asima Asif

Ethical Considerations of Al Usage

Table 1 shows that previous systematic reviews on Al
usage in recruitment have made valuable contributions to the
field. One review introduced the HIRE framework for
evaluating Al in recruitment, providing a structured approach
for assessment. Another review focused on the ethical aspects
of Al-enabled recruiting, identifying gaps and suggesting
future research directions. Additionally, previous reviews
offered comprehensive overviews of Al's role in selection and
recruitment processes, identified research gaps, and provided
insights for future studies. They also examined the application
of Al in HRM from various disciplines, facilitating
interdisciplinary collaborations and offering implications for
research and practice, also these reviews only serve in one or
two categories but this paper serves in all four categories.

In contrast, the new systematic review presented here
builds upon these contributions and brings a fresh perspective
by categorizing it. By synthesizing findings from 26 diverse
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No. of

Main Content Time-span
Papers
HIRE Framework, Al is better than
humans, efficiency, performance, 22 2005-2021
diversity and perception.
Ethical Concerns 51 2016-2020
Role of Al technological software and 15 N/A
its usage benefits
Roles of Al in HR function, Clarity 20 2010-2020
about Al
Groups based on disciplines, Research
focus, methods, and theoretical 184 1990-2020
development in different disciplines.
Tactical HRIS components 33 2014-2020
Categorizing it into perception,
acceptance, adoption and ethical. 2 2018-2023

Conceptual framework of Process and
important factors

research papers, this study offers a more comprehensive and
up-to-date overview of the current state of knowledge in Al
usage in recruitment. Categorizing the findings into adoption,
perceptions, acceptance criteria, meanwhile consider the most
important factor in Al usage, ethical, which provides a
structured and systematic analysis, facilitating a deeper
understanding of the multifaceted implications of Al in
recruitment. With its rigorous approach, the new systematic
review fills the gap in the existing literature and serves as a
valuable resource for organizations seeking to implement Al
in their recruitment processes.

3.3. Detail of Selected Articles

Table 2 gives an overview of the literature published on Al
usage in recruitment especially Interviews between 2018 to
2023. It includes the methodology, key findings, categories,
contributions and research gap of the selected 26 papers.



Sr.

No.

10

11

12

13

14

15

16

17

18

19

20
21
22

23
24
25

26

Author

Chen (2023)

Kim & Heo (2021)

Son, Lee, & Chang
(2019)

Allal-Ché:if et al.
(2021)

Kammerer (2021)
Nerskov et al. (2020)

Nerskov et al. (2022)

van Esch, Black, &
Ferolie (2018)

Drage & Mackereth
(2022)

Kot, Hussain, Bilan,
Haseeb, & Mihardjo
(2021)
Ké&hling, Wehner, &
Warkocz (2022)

Bhalgat (2019)

Black & van Esch
(2020)

Acikgoz, Davison,
Ezerins, & Laske
(2020)

Fernandez &
Fernandez (2020)
Suen, Chen, & Lu

(2019)
Ké&hling & Wehner
(2023)

Gonzalez et al. (2022)

Schick & Fischer
(2021)
Hunkenschroer &
Kriebitz (2023)

Suen & Hung (2023)

van Esch & Black
(2019)

Nawaz (2019)
Horodyski (2023a)
Umachandran (2021)

van Esch, Black, &
Arli (2021)

Table 2. Selected Articles

Research Method

Qualitative/ 15 Interviews
(semi-structured)

Qualitative/ Focus group
Interviews and in-depth
interviews

Qualitative/Examination with
inAir system
Qualitative/Multiple case study
design using grounded theory,
participant observation, and
qualitative data collection.

Qualitative
Quantitative

Qualitative

Quantitative

Qualitative/Content analysis of
marketing and promotional
materials, blogs, and white

papers

Quantitative

Quantitative/Scenario-based
between-subject design
Quantitative/Literature review
and data analysis of an online
survey questionnaire.

Qualitative

Quantitative/Two studies were
conducted to investigate the
effects of using Al in selection
on justice perceptions.

Qualitative

Quantitative/Experimental
Design
Quantitative/Scenario-based
Between-Subject Design

Quantitative/Between-Subject
Experiments

Quantitative/Vignette Study/
Three-Dimensional Design

Qualitative

Quantitative
Quantitative/Cross-sectional
design
Quantitative
Quantitative
Qualitative

Quantitative
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Percep = Accep = Adopt

Sample Size tion tance ion

3 Target Groups (3
Recruiters, 2
Managers, 10
Applicants)

18 Participants, two
companies that have
adopted the Al
interview platform, a °

developer that created
the platform and three
professors

N/A °
Five cases of

digital technologies °
for recruitment

N/A

235 °
Study 1=53
Study 2=242

532 °

No sample needed for
content analysis

193 )

160 )

No sample size
needed for detailed °
analysis.

N/A °

Study 1: 298
Study 2: 225

N/A
180 °

200 ° °

Online Samples/
Study 1:
Undergraduate °
students Study 2:
Prolific panelists
Young adults in
Germany

N/A
152 °
293 °

100 °
552 °
N/A °

532 °

Ethi
cal



Existing literature has examined Al adoption in recruitment,
investigating the factors that facilitate or hinder its
implementation in different organizational settings.
Additionally, researchers have delved into the perceptions and
attitudes of both job seekers and hiring managers towards Al-
driven recruitment processes, shedding light on their
acceptance and potential resistance to such technologies.
Moreover, ethical considerations have been a critical aspect
of Al adoption in recruitment, as scholars have scrutinized the
implications of automated decision-making systems on
fairness, privacy, and bias.

Despite the significant number of studies conducted on
these individual perspectives, a comprehensive analysis that
integrates and synthesizes findings from all perspectives is
currently lacking. This paper aims to bridge that gap by
conducting a systematic review of literature Table 2
encompassing all perspectives related to Al usage in
recruitment.

3.3.1. Perceptions about Al Usage in Recruitment

Perceptions about Al usage in recruitment demonstrate
notable variations between employers and applicants.
Employers generally hold a positive attitude towards Al
adoption, considering it superior to conventional methods in
terms of fairness and impartiality (Horodyski, 2023b). They
value Al for maximizing communication channels (Son et al.,
2019) and effectively screening applicants. On the other hand,
applicants perceive face-to-face recruitment as fairer than
robot-mediated recruitment (Kammerer, 2021), indicating
that the human touch is still significant in their perceptions of
fairness during the recruitment process (Horodyski, 2023a).
Concerns about data bias and evaluating Al methods also play
a role in shaping perceptions about Al in recruitment (Kim &
Heo, 2021).

3.3.2. Acceptance of Al Usage in Recruitment

Acceptance of Al usage in recruitment varies between
employers and applicants. Many potential candidates show a
positive relationship between their attitudes towards Al and
the likelihood of applying for a job that implements Al in the
recruitment process (van Esch et al., 2018). The novelty factor
of Al also plays a role in influencing job application
likelihood. However, some applicants express concerns about
the fairness of Al-based selection, highlighting the need for
balancing technology-driven approaches with ethical
considerations (Hunkenschroer & Kriebitz, 2023).

3.3.3. Adoption of Al in Recruitment

The reviewed studies overwhelmingly support the adoption
of Al in recruitment processes, especially during recruitment.
The utilization of Al is associated with numerous benefits,
including increased efficiency, reduced time consumption,
and improved candidate matching (Allal-Chérif et al., 2021).
Moreover, Al adoption in different stages of recruitment
requires customized acceptance criteria (Chen, 2023),
reflecting the diversity in perceptions and attitudes towards
Al usage among employers and applicants (Nerskov et al.,
2022). However, the studies emphasize the importance of
reducing conflict between humans and autonomous
recruitment systems (Chen, 2023) during the final decision-
making stage to ensure optimal Al adoption.

3.3.4. Ethical Considerations about AI Usage in
Recruitment
Ethical considerations play a crucial role from both the
company's and applicants' perspectives. Al in recruitment has
the potential to eliminate human bias but may introduce
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algorithmic bias and data privacy concerns (Hunkenschroer
& Kriebitz, 2023). Ensuring human rights principles,
including legitimacy, autonomy, nondiscrimination, privacy,
and openness, are upheld in Al recruiting is essential.
Companies need to confront and address concerns
surrounding gender and racial disparities that Al might
inadvertently perpetuate (Drage & Mackereth, 2022).
Additionally, ethical implications of Al usage in recruitment
need to be carefully considered, and more research is required
to investigate the long-term effects on trust and fairness in job
markets and industries.

4. Conclusion and Future Research

4.1. Findings and Conclusion

In the realm of Al usage in recruitment, especially
interviews, considerable research has been conducted, as
evident from the 26 reviewed papers. Existing studies have
highlighted the benefits of AI adoption, perceptions of
employers and applicants, acceptance criteria, and ethical
considerations surrounding Al implementation. However,
certain gaps persist in the literature. Some studies have
predominantly focused on qualitative research, limiting the
availability of solid quantitative data. Additionally, the
majority of research has been centered around specific
cultural contexts or limited to certain industries, making
generalizations challenging. Moreover, while some studies
have examined the advantages of Al-based recruitment,
others have focused on the potential drawbacks and moral
dilemmas, yet few have explored both perspectives
comprehensively.

This study makes several significant contributions to the
field of AI usage in recruitment. Firstly, it synthesizes
findings from 26 diverse research papers, offering a
comprehensive overview of the current state of knowledge in
this area. By categorizing the findings into perceptions,
acceptance, adoption and ethical, this study provides a
structured and systematic analysis, aiding in a deeper
understanding of the multifaceted implications of Al in
recruitment. Additionally, this paper highlights the
perspectives of both employers and applicants, giving a
balanced and inclusive view of Al adoption.

4.2. Discussion

In order to encompass the most recent developments in the
rapidly evolving field of Al in recruitment. There is a need for
more quantitative studies to strengthen the evidence on Al's
impact in recruitment processes. Investigating the
experiences and perceptions of applicants and employers in
real-world recruitment scenarios could provide valuable
insights. The available papers are biased towards certain
geographical regions or industries, potentially limiting the
generalizability of the findings. Additionally, future research
could explore the potential for hybrid approaches that
integrate Al with human judgment to enhance the fairness and
effectiveness of the recruitment process. Furthermore, as Al
technology continues to advance, there is a need for ongoing
exploration of the ethical considerations and the development
of guidelines and standards to ensure responsible Al usage in
recruitment. In conclusion, this study contributes to the
existing knowledge on Al usage in recruitment by offering a
comprehensive analysis of previous research. It serves as a
stepping stone for further investigations and provides
valuable insights for organizations looking to adopt Al in their



recruitment processes. However, it 1is essential to
acknowledge the limitations of this study and use it as a
springboard for future empirical research that can deepen our
understanding of Al's role in shaping the future of recruitment
practices. By addressing these limitations and pursuing future
research directions, the field can continue to progress
responsibly and harness the full potential of Al for effective
and equitable recruitment processes.

4.3. Limitation and Future Research

This study focuses on Al in recruitment only which
excludes the algorithmic literature, future studies might
include the technology and the interaction of management and
technology. Moreover, the future research might focus on the
effects in different HRM functions.
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